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As a public sector organisation, NICE is subject to the legal obligations placed upon it by the Equality Act 2010 to comply with the public sector equality duty.
The public sector equality duty requires us to:
Publish an annual report containing statistical analysis of staff and job applicants.
Review and publish a set of specific and measurable equality objectives every four years, from April 2012. 
Since 2018/19, NICE has also participated in the NHS workforce race equality standard (WRES) and the workforce disability equality standard (WDES).
This annual equality report 2019/20 presents our progress at the end of the fourth and final year of the equality objectives set by NICE in 2016.  This report also sets out an ambitious new set of objectives to cover a four-year period from 1 January 2021 to 31 December 2024.
It also contains a summary of 2019/20 data for the WRES and WDES. Further information on the WRES and WDES can be found in Appendix 1. 
The Board is asked to:
· receive the report
· approve the proposed equality objectives for the four-year period to 2024.
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November 2020 

Background
1. As a public sector organisation, NICE is subject to the legal obligations placed upon it by the Equality Act 2010 to comply with the public sector equality duty.  NICE is committed to ensuring that equality, diversity, and inclusion are central to everything that we do.  This includes staff working within the organisation, independent members of our advisory committees, and those impacted by the use of our guidance and advice. 
2. The public sector equality duty requires us to:
Publish an annual report containing statistical analysis of staff and job applicants.
Review and publish a set of specific and measurable equality objectives every four years, from April 2012. 
3. Since 2018/19, NICE has also participated in the NHS workforce race equality standard (WRES) and the workforce disability equality standard (WDES).
4. This annual equality report 2019/20 presents our progress at the end of the fourth and final year of the equality objectives set by NICE in 2016. It also contains a summary of 2019/20 data for the WRES and WDES. Further information on the WRES and WDES can be found in Appendix 1. 
5. NICE is required under equalities legislation to publish equality objectives at least every four years. NICE last approved equality objectives in 2016 and these are due for renewal in 2020. Prioritisation of urgent COVID-19 work over the last few months has resulted in a delay to developing and presenting the new equality objectives contained in the following paper.
6. This report now sets out an ambitious new set of objectives to cover a four-year period from 1 January 2021 to 31 December 2024
7. For clarity, please note that we use the terms “gender” and “sex” in this report when making reference to the makeup of our staff and committees. We use both terms to accurately reflect how questions are asked of respondents. People self-select their answers to reflect the gender that they identify with. 
NICE equality objectives 2016-2020
8. [bookmark: _Hlk50389841]In 2016, NICE set two equality objectives to cover the four-year period to 31 March 2020. 
Table 1: NICE equality objectives 2016-2020 
	Objective
	Theme

	1. To increase the proportion of NICE advisory body position applications that are from individuals who describe themselves as from black, Asian and minority ethnic groups.
	Advisory bodies

	2. To increase the proportion of staff from black, Asian and minority ethnic groups in senior roles (agenda for change band 7 and above) across the organisation.
	Workforce



9. These objectives reflected NICE’s commitment to:
Seek diverse membership for the independent advisory bodies that develop NICE guidance, so that they are representative of the population and provide a wide range of viewpoints and experiences to inform guidance and improve its quality. 
Support all staff regardless of their background and ensure our workplace is inclusive and representative of the public we serve. 
10. At the time the objectives were set in 2016:
Data indicated that broadly similar proportions of people sharing protected characteristics were appointed to the advisory bodies as applied. However, compared with the overall population, there was underrepresentation of people who describe themselves as from black, Asian and minority ethnic (BAME) groups.
The NICE workforce in management roles did not fully reflect the diversity of the wider population. The majority of staff at NICE from BAME groups occupied junior roles (agenda for change bands 4 and 5) and we did not have a clear strategy for recruiting and developing talent into more senior roles. 
11. Action plans were put in place for these objectives and progress was reported annually to the Board in each of the first three years following 2015/16. 
12. This report builds on what has been reported in prior years, with new data on guidance produced and appointments to advisory committees during the period 1 April 2019 to 31 March 2020 and a snapshot of workforce diversity at 31 March 2020. 
Progress against equality objective 1 – advisory bodies
13. NICE achieved a 7% increase in BAME applicants to advisory body positions in the four years to 31 March 2020 (from 14% when the objectives were set in 2016 to 22% in 2019/20). 
Table 2: Ethnicity of applicants to NICE advisory committees 
	Ethnicity
	Baseline 
(2015/16)
	2016/17
	2017/18
	2018/19
	2019/20

	Black or Black British
	2%
	2%
	3%
	2%
	3%

	Asian or Asian British
	8%
	9%
	10%
	8%
	12%

	Mixed
	2%
	3%
	2%
	2%
	3%

	Any other ethnic group
	2%
	2%
	3%
	3%
	4%

	White British
	67%
	67%
	63%
	68%
	57%

	Other white background
	9%
	8%
	9%
	8%
	10%

	Undisclosed
	4%
	4%
	7%
	5%
	9%

	Data not held
	6%
	5%
	3%
	5%
	4%



Data on the composition of and appointments to NICE's advisory committees during 2019/20
14. Tables 3a and 3b below detail the ethnicity of applicants and appointees for lay and non-lay committee roles during 2019/20. For lay roles, a slightly higher proportion of BAME applicants was appointed than applied. For non-lay roles, a slightly lower proportion of BAME applicants was appointed than applied.  
Table 3a: Ethnicity of advisory committee applicants and appointees (lay roles) in 2019/20
	Ethnicity
	% of all applicants
	% of all appointees

	White
	72%
	76%

	Non-white / BAME
	15%
	16%

	Not disclosed/not held
	13%
	8%



Table 3b: Ethnicity of advisory committee applicants and appointees (non-lay roles) in 2019/20
	Ethnicity
	% of all applicants
	% of all appointees

	White
	64%
	68%

	Non-white / BAME
	23%
	21%

	Not disclosed/not held
	13%
	11%



15. Further information on the composition of and appointments to NICE’s advisory committees is outlined below by protected characteristic.
Table 4: Age range of advisory committee applicants and appointees (all roles) in 2019/20
	Age
	% of all applicants
	% of all appointees

	18 - 35
	13%
	10%

	36 – 50
	37%
	42%

	51 – 65
	30%
	33%

	Over 65
	7%
	4%

	Not disclosed / not available
	13%
	11%



Table 5: Gender of advisory committee applicants and appointees (all roles) in 2019/20
	Gender
	% of all applicants
	% of all appointees

	Male
	35%
	39%

	Female
	51%
	51%

	Other
	0%
	0%

	Not disclosed / not available
	14%
	10%



Table 6: Sexual orientation of advisory committee applicants and appointees (all roles) in 2019/20
	Sexual orientation
	% of all applicants
	% of all appointees

	Gay woman (lesbian)
	1%
	1%

	Gay man
	2%
	3%

	Bisexual
	2%
	2%

	Heterosexual (straight)
	77%
	77%

	Other
	0%
	0%

	Not disclosed / not available
	18%
	17%



Table 7: Religion and belief of advisory committee applicants and appointees (all roles) in 2019/20
	Religion/belief
	% of all applicants
	% of all appointees

	Atheism
	8%
	8%

	Buddhism
	2%
	1%

	Christianity
	34%
	35%

	Islam
	4%
	4%

	Jainism
	1%
	0%

	Sikhism
	1%
	1%

	Judaism
	2%
	2%

	Hinduism
	3%
	4%

	No religion
	24%
	24%

	Other
	2%
	1%

	Not disclosed / not available
	19%
	20%



Table 8: Disability status of advisory committee applicants and appointees (all roles) in 2019/20
	Disability status
	% of all applicants
	% of all appointees

	Disabled
	12%
	8%

	Not disabled
	73%
	80%

	Not disclosed / not available
	15%
	12%



[bookmark: _Hlk54935779]Equality issues impacting on NICE guidance production during 2019/20
16. For the purposes of the public sector equality duty, NICE treats each item of its guidance as an individual policy which requires an equality impact assessment. The aim of this analysis is to ensure that, wherever there is sufficient evidence, NICE’s recommendations support local and national efforts to eliminate discrimination, advance equality of opportunity, and foster good relations. 
17. In assessing the clinical and cost effectiveness of interventions and the validity of quality standards and indicators, we consider their impacts on:
people sharing the characteristics protected by the 2010 Equality Act
population groups experiencing health inequalities arising from socioeconomic factors
‘other’ groups of people whose health may be affected because they have particular circumstances, behaviours or conditions in common.
18. ‘Other’ groups identified in guidance and quality standards development during the year include:
victims of domestic abuse
young people leaving care
refugees and asylum seekers
people who misuse drugs or alcohol
people who are homeless
people whose first language is not English or are unable to read
carers
19. Identification of ‘other’ groups is an aspect of NICE’s compliance with both general public law requirements to act fairly and reasonably and human rights obligations. Article 14 of the European Convention on Human Rights, as affirmed in the Human Rights Act 1998, prohibits discrimination in relation to Convention rights and freedoms that go beyond the Equality Act in that they include grounds of ‘other status’, by which is meant any definable common characteristic.  
20. People may share more than one protected characteristic, be affected by socioeconomic factors, and be in an ‘other’ group, so our equality analysis has to accommodate many permutations.
21. Table 9 outlines the number of potential equality issues identified across the NICE guidance programmes, and the number which subsequently impacted on recommendations. It also provides a breakdown of the potential equality issues that were identified by protected characteristic.  A glossary explaining acronyms included in this table is included at Appendix 2 

Table 9: Summary of equality analysis of published guidance
This table shows potential equality issues identified by protected, socioeconomic and other characteristics. 
	Guidance type (number of items of guidance published)
	# equality issues 

	Age
	Disability
	Gender reassignment
	Pregnancy and maternity
	Race
	Religion or belief
	Sex
	Sexual orientation
	Socio-economic
	Other
	# with impact on recommendations

	Diagnostics guidance (4)
	19
	5
	7
	0
	2
	3
	0
	2
	0
	0
	0
	3

	Highly Specialised Technologies
(4)
	7
	2
	1
	0
	0
	3
	0
	0
	0
	0
	1
	0

	Interventional Procedures Guidance (28)
	109
	25
	23
	0
	3
	15
	5
	26
	0
	11
	1
	0

	Medical Technologies Guidance (5)
	2
	0
	1
	0
	0
	1
	0
	0
	0
	0
	0
	0

	Technology Appraisals (105)
	56
	12
	5
	2
	4
	9
	5
	4
	0
	1
	15
	10

	Clinical guideline
(21)
	64
	16
	14
	1
	3
	4
	4
	2
	1
	5
	14
	53

	Public Health Guideline
(3)
	24
	4
	4
	0
	1
	0
	0
	2
	1
	4
	8
	20

	Indicator Advisory Committee   
(53)
	84
	26
	18
	2
	2
	10
	4
	3
	2
	17
	17
	61

	Quality Standard (12)
	53
	10
	13
	0
	3
	10
	0
	0
	0
	8
	13
	30

	Antimicrobial Prescribing Guideline   
(6)
	24
	6
	6
	0
	6
	0
	0
	0
	0
	0
	6
	16

	Guideline Updates Team
(9)
	53
	7
	8
	2
	1
	6
	3
	2
	1
	8
	16
	19

	Total (246)
	495
	113
	100
	7
	25
	61
	21
	41
	5
	54
	91
	212






22. Tables 10a & 10b summarise the potential equality issues identified and their impact on recommendations by protected and other characteristics and compares this year with previous years.  These tables shows that we are identifying more equality issues than we did some 4 years ago and that these are increasingly impacting on our recommendations.
Table 10a: Number and % of equality issues found by protected and other characteristic
	Protected characteristic
	2016-17
	2017-18
	2018-19
	2019-20

	Age
	64 (18%)
	68 (14%)
	87 (20%)
	113 (23%)

	Disability
	56 (16%)
	90 (19%)
	97 (23%)
	100 (20%)

	Gender reassignment
	11 (3%)
	4 (1%)
	5 (1%)
	7 (1%)

	Pregnancy & maternity
	7 (2%)
	16 (3%)
	21 (5%)
	25 (5%)

	Race
	46 (13%)
	71 (15%)
	52 (12%)
	61 (12%)

	Religion or belief
	15 (4%)
	26 (5%)
	16 (4%)
	21 (4%)

	Sex
	34 (10%)
	38 (8%)
	35 (8%)
	41 (8%)

	Sexual orientation
	9 (3%)
	13 (3%)
	6 (1%)
	5 (1%)

	Socio-economic
	21 (6%)
	38 (8%)
	22 (5%)
	54 (11%)

	Other
	85 (24%)
	110 (23%)
	89 (21%)
	91 (18%)

	Total number of issues
	348
	474
	430
	495

	Total guidance produced
	163
	193
	157
	246









Table 10b: Number and % of equality issues with impact on recommendations by protected and other characteristic
	Protected characteristic
	2016-17
	2017-18
	2018-19
	2019-20

	Age
	15 (13%)
	18 (10%)
	26 (17%)
	54 (25%)

	Disability
	37 (33%)
	33 (18%)
	39 (25%)
	39 (18%)

	Gender reassignment
	3 (3%)
	3 (2%)
	3 (2%)
	7 (3%)

	Pregnancy & maternity
	2 (2%)
	7 (4%)
	9 (6%)
	13 (6%)

	Race
	10 (9%)
	21 (11%)
	19 (12%)
	21 (10%)

	Religion or belief
	8 (7%)
	11 (6%)
	8 (5%)
	10 (5%)

	Sex
	3 (3%)
	8 (4%)
	7 (5%)
	6 (3%)

	Sexual orientation
	3 (3%)
	5 (3%)
	4 (3%)
	5 (2%)

	Socio-economic
	8 (7%)
	10 (5%)
	7 (5%)
	17 (8%)

	Other
	24 (21%)
	67 (37%)
	33 (21%)
	50 (24%)

	Total number of issues
	113
	183
	155
	212

	Total guidance produced
	163
	193
	157
	246


Actions we have taken to improve BAME representation on committees during 2016-2020
23. The four-year action plan to improve BAME representation on committees included a number of approaches. We have a thriving NICE equality and diversity group (NEDG), including members from every directorate across the Institute, that meets quarterly. It is chaired by Fiona Glen, a Programme Director from the Centre for Guidelines. NEDG leads on the sharing of good practice across NICE and provides a forum for discussing and proposing solutions to cross-institute equality issues.
24.  We have revised lay member recruitment documentation. These revised and simplified documents drew on feedback from workshops and focus groups that NICE ran which discussed methods to encourage and increase applications for lay member roles from black, Asian and minority ethnic groups. The revised documentation seeks to be more accessible and appealing to people from a broader range of backgrounds and who may not have previously considered applying for a role with NICE or similar organisation. 
25. These sit along the wider changes to the committee recruitment pages on the NICE website which have been comprehensively redesigned to provide information in a more accessible format and therefore encourage applications from those who have not previously been involved with NICE. The pages explicitly reference NICE’s commitment to increasing applications from black, Asian and minority ethnic groups, and are receiving positive feedback. They include a blog from a committee member encouraging people from black, Asian and minority ethnic groups to apply for committee roles at NICE. We also plan to add a video interview from a committee chair who is from a black, Asian and minority ethnic group, who will talk about their experience working with NICE.
26. Public Involvement Programme now offer mentoring support to lay members, with the aim of ensuring a positive experience for people who have not undertaken a similar role in the past and may be unsure about whether to apply for a vacancy. 
Progress against equality objective 2 - workforce
27. The breakdown by band of the ethnicity of NICE’s workforce was first recorded at the end of 2016/17. From 2016/17 until the end of 2019/20, the percentage of BAME staff at band 7 and above decreased slightly (from 12.66% in 2016/17 to 11.37% in 2019/20). 
Table 11: Staff self-identified from BAME backgrounds in bands 7 and above
	[bookmark: _Hlk53332095]Ethnicity
	2015/16 
baseline
	2016/17
	2017/18
	2018/19
	2019/20

	BAME
	Breakdown not 
available by band 
	12.66%
	12.83%
	11.66%
	11.37%



28. The total number of disclosed senior BAME staff as of 31 March 2020 remained the same as of 31 March 2018 (59 people). However, our overall headcount has increased, and new appointees are slightly more likely to be white (see section on employment applicants and appointees).
Workforce diversity summary as of 31 March 2020
29. This section summarises key trends in NICE’s workforce diversity by protected characteristic, as of 31 March 2020. More detail about NICE’s workforce can be found in the annual workforce report, published in July 2020. 
Gender
30. Compared with the overall gender split of the workforce, men are over-represented in the most senior grades and some lower grades (bands 3 and 4). 
31. The overall gender split of the workforce has not changed significantly over time. 
32. NICE’s gender pay gap report is available on our website. 
33. The current electronic staff record (ESR), which is nationally used software, does not currently provide an option for employees who prefer to self-describe.
Disability
34. Staff are encouraged to declare any disabilities, which may include learning disability or difficulty, long-standing illness, mental health conditions, physical impairment and sensory impairment. 
35. There were 31 staff declaring a disability which is 4.5% of the workforce.
Age
36. Just over half (54%) of NICE’s workforce are 40 years old or less, similar to last year (56%).
Sexual orientation
37. The profile is little changed from last year, with a combined non-disclosure and non-specified rate of 16%. 
38. 5% of staff have recorded their sexual orientation as lesbian, gay or bisexual.
Religion and belief
39. The largest proportion were staff who identified themselves as Christian (35%) followed by no religion (27%), similar to last year.
Ethnicity
40. The proportion of staff of white ethnicity increased slightly from 79% in 2018/19 to 80% in 2019/20. 
Employment applicants and appointees
41. Data on employment applicants and appointees is gathered via the equality profile of individuals when they complete their application on our recruitment system. This data then automatically transfers to the Electronic Staff Record (ESR) system. There was a total of 5,294 applications for the 146 posts advertised in 2019/20.
42. Discrepancies between the profile of applicants and appointees include: 
Ethnicity: 51% of applicants identified themselves of white ethnicity, compared with 85% of appointees. 
Age: 14% of applicants were under 25 years old, compared with 7% of appointees.
Gender: 39% of applicants were men, compared with 28% of appointees.
Insights from our 2019/20 WDES and WRES data
43. In 2018/19, NICE took part for the first time in the NHS WRES and WDES, as part of its commitment to ensuring our BAME and disabled staff have equal access to career opportunities and receive fair treatment in the workplace. 
44. Full 2019/20 data for the WRES and the workforce disability equality standard (WDES) is included in Appendix 1 of this paper. Key insights from the data include:
While significantly fewer applications were received from white candidates in 2019/20, white candidates were more likely to be shortlisted for interview, and appointed.
White interviewees were over three times more likely to be appointed in 2019/20 following interview than people from BAME backgrounds, which has increased from nearly twice as likely in 2018/19. 
There were no staff from a BAME background involved in a disciplinary process in 2019/20.
In 2019/20, 6% of white staff and 10% of BAME staff reported experiencing harassment, bullying or abuse from staff within the last 12 months. None reported abuse from the public. 2% of white staff and 2% of BAME staff reported experiencing discrimination.
At 31 March 2020, 92.9% of our Board was from a white background, compared to 82.4% of our workforce.
Staff from BAME backgrounds are underrepresented in senior roles, and especially at bands 8d and above.
Disabled staff are underrepresented in bands 8c and above.
In 2019/20, applicants with disabilities had a similar relative likelihood of being appointed after interview, compared to non-disabled applicants.
In the past two years, no staff who have declared a disability were involved in a formal capability procedure.
45. The arms-length bodies of the Department of Health and Social Care will work collaboratively in developing action plans and sharing resources and expertise to address the themes identified.
Actions we have taken to support NICE workforce equality, diversity and inclusion during 2016-2020
46. Over the last four years, we have introduced a range of activities, initiatives and improvements to support workforce equality, diversity and inclusion. These included:
Engaging with staff members within and beyond the NEDG to improve our recruitment practices to increase internal and external applicant diversity. For example, in response to staff feedback, we organised a talk on career development from an Associate Director from a BAME background.
Appointing a dedicated in-house Recruitment Manager who is working with line managers and the wider HR team to review job adverts to ensure they are attractive and appealing to candidates from a diverse range of backgrounds.
Promoting specialist development programmes such as the NHS Leadership Academy “Stepping Up” and “Ready Now” programmes which seek to support aspiring and current leaders from black and minority ethnic groups.
Expanding our use of Total Jobs and LinkedIn (two of the UK’s leading jobs boards) as recruitment channels, which have greatly increased our advertising reach.
Improving our use of social media to target active and passive candidates across multiple communities and channels, which helps us to attract a diverse range of candidates.
Creating recruitment videos and blogs featuring existing staff, which promotes the diversity of NICE’s workforce and encourages a diverse range of candidates to apply for our roles.
Redesigning our recruitment and selection training with an increased focus on diversity, inclusion and understanding unconscious bias, and our new recruitment policy explicitly encourages hiring managers to consider the diversity of recruitment panels in advance of inviting candidates to interview.
Becoming Stonewall Diversity Champions (which supports LGBTQ+ staff), we have signed the Time to Change pledge (which aspires to end mental health discrimination) and we hold the Disability Confident “Employer” standard. 
NICE equality objectives 2021-2024
Background 
47. In August 2020, a series of listening events was held to help gather staff insight into workforce equality issues. The sessions provoked rich, candid conversations about a wide range of issues relating to equality, diversity and inclusion. While appreciating where we are already doing well, and acknowledging examples of good practice and progress, staff clearly felt that NICE could be doing more to create a diverse and inclusive work culture where everyone can thrive, regardless of background, identity or individual circumstance. The feedback from these listening groups has shaped our proposals for 2021-2024.
Proposed equality objectives for 2021-24
48. As with prior years, two overarching objectives are proposed, covering our service delivery (focusing on guidance) and our workforce. Our objectives reflect areas where there is most to do and where progress would make the biggest impact. The objectives are intended to be ambitious and inspiring for our staff and users, while also specific and measurable. 
Table 12: Overarching NICE equality objectives 2021-2024 
	Overarching objective
	Theme

	1. To review and improve equality considerations throughout development of our guidance.
	Guidance

	2. To develop our workforce and culture to be more equal, diverse and inclusive.   
	Workforce



Table 13: Detailed guidance equality objectives 2020-2024 
1: To review and improve equality considerations throughout development of our guidance
	Specific objective 
	Specific indicator
	Measurement

	Review end to end guidance development across NICE to ensure equality impact fully considered and addressed.
	By 2024 to have reviewed NICE guidance development equality analysis processes, to ensure they are fully compliant with best practice in respect of equalities, and to remove any, inappropriate variation when carrying out these analyses 
	Number of guidance development equality processes reviewed each year

	Understand challenges experienced by committee members from BAME backgrounds to create a supportive and inclusive culture
	In 2021/22 to carry out a series of facilitated listening events with committee members to better understand their experience of NICE committee work related to equality. To include at least 25% of committee members to participate in listening events increasing to 50% from BAME backgrounds.
	Percentage of committee members participating in events.

	Address disadvantages faced by committee members from diverse backgrounds
	Create and deliver an action plan based on feedback received from listening events and work to identify and eliminate any disadvantage faced by committee members 

	Action plan to be developed and delivered to Board by 11/21 and reported on annually as part of the equalities report

	Create diverse committees representative of our population
	Focus on recruitment practices to achieve year on year increase in BAME representation on committees. Sustain the increased rate of applications and increase the rate of appointment to committee roles to be equal to or better than the rate of application
	Appointment to role based on application.


Table 14: Detailed workforce equality objectives 2020-2024
2: To develop our workforce and culture to be more equal, diverse and inclusive.
	Specific objective 
	Specific indicator
	Measurement

	[bookmark: _Hlk53665711]Improve the quality of our equality data 
Depending on the characteristic, between 7% to 21% of staff choose not to disclose their equality data. Better data will help us to monitor the impact of our action plan.
	To reduce by 50% non-declaration across all protected characteristics.
	This will be measured using the equalities monitoring data held on the electronic staff record (ESR) system.

	Create a more diverse workforce
Candidates from BAME backgrounds are under-represented in our workforce.
	To seek an increase of 20% in the proportion of BAME staff at bands 1-7, including external hires and internal promotions.
	This will be measured using the equalities monitoring data held on ESR.

	[bookmark: _Hlk53666118]Create a more diverse leadership cadre
To address the under-representation of staff from BAME, disabled, LGBTQ+ groups, and certain religious groups at senior levels
	To seek an increase of 20% in the proportion of staff in senior roles from BAME backgrounds (Agenda for Change band 8A and above).
To seek annual increases in the proportion of staff from these groups accessing and successfully completing management and leadership development activity (in-house and external).
	This will be measured by:
Monitoring and improving the number and impact of positive action development opportunities that NICE has each year.
Monitoring and improving the diversity of staff attending in-house training and achieving promotions.

	Create a culture of belonging
Improving staff experience for staff from under-represented groups.
	To be ‘best in class’ with regard to reported quality of staff experience for under-represented groups, benching marking against other ALBs.

	This will be measured by:
Monitoring and improving staff experience via the annual staff survey and other metrics including turnover, absence and employee relations cases.

	Creating a culture where there is equality of opportunity for all
	To increase the use and quality of Equality Impact Assessment (EIA) for ‘people’ activity by teams and managers across the organisation
	This will be measured by:
The establishment of robust processes to ensure high-quality EIA is completed for all relevant ‘people’ activity (to include annual review and reporting, and provision of training).



Next steps
49. To achieve the workforce and guidance equality objectives, the HR and Organisational Development teams and transformation unit team will lead the development of comprehensive action plans, working closely with staff and committee members across the organisation as well as users of NICE guidance, to develop a meaningful and impactful programme of work. Regular staff and committee member equality listening events will continue to be held, with the next series of staff events scheduled for January 2021.
50. NICE will work closely with equality, diversity and inclusion leads from other arms-length bodies and explore opportunities for more collaborative activity to support this agenda. 
51. Once agreed by the Board, NICE’s equality and diversity group will oversee actions to deliver the objectives and monitor progress. Progress updates will be included in future annual equality reports.
Actions required by the Board
52. The Board is asked to:
· Note the equalities, WRES and WDES data presented in the report.
· Note the progress made in the final year of NICE's 2016-2020 equality objectives.
· Note that additional background information about NICE’s statutory role and the legal obligations it is subject to may be added to the final publication of the annual equality report on NICE’s public website, to support the general public’s understanding of its contents.
· Note that Appendix 1 contains a longer WRES and WDES report, that will be published as a standalone item on NICE’s public website.
Comment on and agree the proposed equality objectives for 2021 to 2024



Appendix 1: Workforce Race and Disability Equality Standards 
Background
The NHS Workforce Race Equality Standard (WRES) was made available to the NHS from April 2015, following sustained engagement and consultation with key stakeholders. Since July 2015, NHS trusts have been producing and publishing their WRES data on an annual basis and since last year, arms-length bodies (ALBs) are also asked to produce and publish WRES data annually.
The main purpose of the WRES is:
to help local and national NHS organisations (and other organisations providing NHS services) review their data against the nine WRES indicators,
to produce action plans to close the gaps in workplace experience between white and black, Asian and minority ethnic (BAME) staff, and, 
to improve BAME representation at the Board level of the organisation.
The NHS Workforce Disability Standard (WDES) is a collection of evidence-based metrics that provides the NHS with a snapshot of the experiences of its disabled staff. The comparative data between disabled and non-disabled staff aims to support organisations to understand where key differences lie; provide the evidence needed to produce action plans and enable them to track year on year progress. 2020 is the first time ALBs have been asked to complete the WDES. 
Reporting
It is a requirement of both the WRES and WDES that the data is presented to our Board. We must also publish our data on our website. 
We are awaiting a final publication date of the ALB data. The anticipated publication dates are February 2021 for the WRES and March/April 2021 for the WDES. 
Our WRES results
Here are the key findings against the 9 WRES criteria, which is based on our workforce data for 2019/20 financial year.
WRES Indicator 1: Percentage of staff in each band and VSM compared with the percentage of staff in the overall workforce 
This examines diversity of the workforce in respect of race and whether steps are being taken to increase representation in senior manager positions in the organisation. 
Chart 1: Race profile across grades

Chart 1 shows the race profile of our staff across salary grades. Staff from BAME backgrounds are underrepresented in senior roles, and especially at bands 8d and above.
WRES Indicator 2: Relative likelihood of staff being appointed after interview across all posts
This indicator examines whether applicants from BAME backgrounds have a comparative likelihood of being appointed to posts in the organisation when compared with white colleagues.
Chart 2: Race profile across recruitment stages

According to the WRES calculations, white interview candidates are 3.38 times more likely to be appointed after interview than people from BAME backgrounds, which has increased from 1.76 times more likely in 2018/19. We have had significantly fewer applications from white candidates in 2019/20, but white candidates are more likely to be interviewed and appointed.
WRES Indicator 3: Relative likelihood of BAME colleagues entering the formal disciplinary process compared to white colleagues
This indicator examines the relative likelihood of employees from BAME backgrounds being subject to investigation under the disciplinary process compared with white colleagues. This indicator is based on data from a two-year rolling average of the current year and the previous year. 
We have very small numbers of formal disciplinary processes at NICE. This year, we have had no staff from a BAME background involved in a disciplinary process (compared to last year’s data, where we had two formal disciplinary cases, one of which involved a BAME staff member and one of which involved a white staff member).
WRES Indicator 4: Relative likelihood of staff accessing non-mandatory training and career progression development (CPD)
We do not currently collect this information, and we are investigating ways in which this data can be captured in a systematic way, ideally through our ESR system.
WRES Indicators 5 to 8
We normally collect information related to the following indicators in our annual staff survey. The information has not been collected in 2020 as our annual survey was postponed due to Covid-19. The next survey is scheduled for May 2021.
5 and 6: Incidence of bullying, harassment and abuse as reported by BAME employees in the annual survey (5: External organisation focussed and 6: Internal organisation focussed). Last year, 6% of white staff and 10% of BAME staff reported experiencing harassment, bullying or abuse from staff within the last 12 months. None reported abuse from the public.
7: This indicator looks at the percentage of BAME employees believing that NICE provides equal opportunities for career progression or promotion. Although we ask a broad question about career progression in our staff survey, it is not asked in a way that is comparable with WRES data. The 2021 question will be updated to ensure the data is captured for the future.
8: This indicator looks at the percentage of BAME staff who have personally experienced discrimination at work from their manager, team leader or other colleagues. Last year, 2% of white staff and 2% of BAME staff reported experiencing discrimination. 
WRES Indicator 9: Percentage difference between the organisations’
Board voting membership and its overall workforce.
This indicator considers if respective percentage of BAME employees on the Board is lower than the overall BAME workforce percentage. Our snapshot data for 31 March 2020 shows that 92.9% of our Board was from a white background, compared to 82.4% of our workforce.
Our WDES data
Below are the key findings against the 9 WRES criteria, which is based on our workforce data for 2019/20 financial year.
WDES Indicator 1: Percentage of staff in AfC (Agenda for Change) pay bands or medical and dental subgroups and very senior managers (including Executive Board members) compared with the percentage of staff in the overall workforce.
4.5% of NICE’s staff have declared a disability through the ESR (electronic staff record) system. 87.3% of staff do not have a disability, and 8.2% have not provided this information. Disabled staff are underrepresented in bands 8c and above.
Chart 3: Disability profile across pay bands

WDES Indicator 2: Relative likelihood of non-disabled staff compared to disabled staff being appointed, interviewed and appointed across all posts.
In 2019-2020, applicants with disabilities had a similar relative likelihood of being appointed following interview, compared to non-disabled applicants.
Chart 4: Disability profile across recruitment stages

WDES Indicator 3: Relative likelihood of disabled staff compared to non-disabled staff entering the formal capability process, as measured by entry into the formal capability procedure.
This indicator is based on a two-year rolling average. As NICE has very small numbers of formal capability procedures (5 over two years), it is hard to draw meaningful conclusions. However, in the past two years no staff who have declared a disability were involved in a formal capability procedure.
WDES indicators 4a to 9a
We normally collect information related to the following indicators in our annual staff survey. The information has not been collected in 2020 as our annual survey was postponed due to Covid-19. The next survey is scheduled for May 2021.
4a WDES Indicator 4a: Percentage of disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse from: Patients/service users, their relatives or other members of the public, managers and other colleagues
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.
5: Percentage of disabled staff compared to non-disabled staff believing that the organisation provides equal opportunities for career progression or promotion.
6: 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.
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.
8: Percentage of disabled staff saying that their employer has made adequate adjustment(s) to enable them to carry out their work
9a: The staff engagement score for disabled staff, compared to nondisabled staff.
WDES indicator 9b: Has your organisation taken action to facilitate the voices of disabled staff in your organisation to be heard? 
This year, we have held a series of listening events and used the perspectives of our disabled staff to shape our new equality objectives and contribute to the formulation of an action plan to improve the working experience of staff with a range of protected characteristics. 
WDES Indicator 10: Percentage difference between the organisation’s Board voting membership and its organisation’s overall workforce
This indicator looks at Board composition compared to the overall workforce, and is disaggregated by voting membership of the Board, and by executive membership of the Board. The figures in Table 1 below are auto-calculated using a formula created by the WDES team to enable us to make like-for-like comparisons with other ALBs.
Disabled staff were under-represented in all Board positions on 31 March 2020, according to data held in our ESR system and by the Department of Health and Social Care who are responsible for non-executive appointments.
Table 1: Board membership as at 31 March 2020
	
	Disabled
	Non-disabled
	Unknown

	Total Board members
	0%
	100%
	0%

	· Of which: voting members
	0%
	100%
	0%

	· Of which: non-voting members
	0%
	100%
	0%

	· Of which: executive directors
	0%
	100%
	0%

	· Of which: non-executive directors
	0%
	100%
	0%

	Difference (total Board – overall workforce)
	-4%
	13%
	-8%

	Difference (voting membership – overall workforce
	-4%
	13%
	-8%

	Difference (executive membership – overall workforce
	-4%
	13%
	-8%




Appendix 2: Guidance abbreviations
	Abbreviation
	Description

	DG
	Diagnostics guidance

	HST
	Highly specialised technologies guidance

	IPG
	Interventional procedures guidance

	MTG
	Medical technologies guidance

	TA
	Technology appraisal guidance

	CG
	Clinical guideline

	PHG
	Public health guideline

	IAC
	Indicator advisory committee

	QS
	Quality standard

	APG
	Antimicrobial prescribing guidance

	GUT
	Guideline updates team
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BAME	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	Grand Total	0	0	0.26666666666666666	0.10204081632653061	0.12727272727272726	0.15311004784688995	0.10948905109489052	4.6511627906976744E-2	0.25	4.878048780487805E-2	0	0.1111111111111111	0	0.12099125364431487	Not Disclosed	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	Grand Total	1	0.44444444444444442	0.1111111111111111	0.14285714285714285	7.2727272727272724E-2	4.784688995215311E-2	5.8394160583941604E-2	6.9767441860465115E-2	0.1	0	0	0.1111111111111111	0	7.8717201166180764E-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 Grade	Grand Total	0	0.55555555555555558	0.62222222222222223	0.75510204081632648	0.8	0.79904306220095689	0.83211678832116787	0.88372093023255816	0.7	0.92682926829268297	1	0.77777777777777779	1	0.80029154518950441	Grade





Asian/Asian British	Applications	Invited to Interview	Appointed	Nice Staff	0.22723838307517946	0.16517857142857142	4.7945205479452052E-2	5.1020408163265307E-2	Black/Black British	Applications	Invited to Interview	Appointed	Nice Staff	0.151681148469966	0.10714285714285714	2.7397260273972601E-2	2.9154518950437316E-2	Mixed	Applications	Invited to Interview	Appointed	Nice Staff	3.758972421609369E-2	3.5714285714285712E-2	4.1095890410958902E-2	2.478134110787172E-2	Not Disclosed	Applications	Invited to Interview	Appointed	Nice Staff	4.3445409897997736E-2	4.7619047619047616E-2	1.3698630136986301E-2	7.8717201166180764E-2	Other Ethnic Group	Applications	Invited to Interview	Appointed	Nice Staff	3.2300717793728749E-2	2.8273809523809524E-2	2.0547945205479451E-2	1.7492711370262391E-2	White	Applications	Invited to Interview	Appointed	Nice Staff	0.5077446165470344	0.6160714285714286	0.84931506849315064	0.79883381924198249	Recruitment Stage





Disabled	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	VSM Grade	Other	0	0	0	4	2	4	9	5	6	0	1	0	0	0	Non-disabled	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	VSM Grade	Other	0	0	4	34	41	49	187	125	78	19	40	12	8	7	Not disclosed	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	VSM Grade	Other	1	6	5	6	7	2	13	7	2	1	0	0	0	7	



Not Disclosed	Applications	Invited to Interview	Appointed	NICE Staff	2.5878352852285607E-2	3.4226190476190479E-2	3.4246575342465752E-2	7.4344023323615158E-2	No	Applications	Invited to Interview	Appointed	NICE Staff	0.91707593502077822	0.8973214285714286	0.89726027397260277	0.88046647230320696	Yes	Applications	Invited to Interview	Appointed	NICE Staff	5.7045712126936154E-2	6.8452380952380959E-2	6.8493150684931503E-2	4.5189504373177841E-2	




