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[bookmark: _Toc92375670][bookmark: _Toc92444993]Overview
[bookmark: _Hlk87943218]NICE is committed to ensuring that equality, diversity, and inclusion (EDI) is 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.  We know that by being inclusive, our guidance products will better reflect society as a whole and support an improvement in patient outcomes. 
As a public sector organisation, NICE is subject to the legal obligations placed upon it by the Equality Act 2010 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. 
We faced incredible challenges during 2020/21 due to the ongoing COVID-19 pandemic. However, the resilience of our workforce and our commitment to equality, diversity and inclusion has enabled us to agree new equality objectives and commit to their delivery. As a result of the ongoing pandemic, the new equalities objectives for 2020/21 - 2023/24 were delayed and could not be agreed until November 2020. Therefore, this annual equality report presents the data for the past 12 months, and reflects the progress we have made in the first 3 months of the new objectives from 1st January to 31st March 2021. Although this report provides an update against the new objectives, it is important to note that the work to deliver these new equality objectives is underway but will not be fully reflected in the data presented.  
The report also contains a summary of 2020/21 data for the Workforce Race Equality Standard (WRES) and Workforce Disability Equality Standards (WDES). 

Jennifer Howells, Director of Finance Strategy and Transformation
Nicole Gee, Interim Chief People Officer
January 2022
[bookmark: _Toc92444994]Executive summary
NICE is committed to EDI, throughout every aspect of guidance development and across its workforce. This report confirms our commitment and highlights how we plan to progress the delivery of our new equality objectives.   We know that by embracing equality and diversity, within our workforce, committee membership and guidance development, that our guidance products will be more effective in improving patient outcomes and reducing health inequalities.
This report covers a wide range of topics and this summary has been produced to highlight the critical areas and ensure they are recognised and we continue our work to improve on these areas.
[bookmark: _Toc92444995]Critical Areas
[bookmark: _Toc92444996]Guidance
Committee membership remains predominately white and heterosexual. 
· 13% of our committee member appointments are from a black, Asian and minority ethnic background, which is consistent with the overall UK population.  However, those from a black background are particularly underrepresented.  
25% of Committee members have chosen not to disclose their information which presents a challenge for reporting EDI data and recommendations. 
Equality considerations related to gender re-assignment, sexual orientation and religion/belief have reduced in number.  We have undertaken a qualitative review of the application of the EIA process in guideline development to inform action planning. 
[bookmark: _Toc92444997]Workforce
There is an under-representation of black, Asian and minority ethnic staff at both senior and very senior levels. On March 31st, 2021, there were no staff in band 9 roles and above, and only 4 black, Asian and minority ethnic staff at band 8d.  
At interview stage black and black British candidates are 5 times less likely and Asian and Asian British candidates are 1.5 times less likely to be appointed.
There has been a 5-fold increase in the percentage of black, Asian and minority ethnic staff reporting personal experiences of discrimination.  31% of black, Asian and minority ethnic staff compared to 48% of white staff believe that NICE provides equal opportunities with regard to career progression or promotion.
71% of our workforce is female, however, men continue to be over-represented in the most senior grades. 

[bookmark: _Toc90887710][bookmark: _Toc91679577][bookmark: _Toc92444998]Our Commitment to Change
We have set equality objectives since April 2016 and in the last year have set a more ambitious and far-reaching action plan. 
The critical objectives in our workforce objective are as follows:
· Improve the quality of our equality data by reducing non-self-declaration across all protected characteristics
· Create a more diverse workforce by increasing black, Asian and minority ethnic staff by 20% within bands 1-7 and 20% within bands 8A and above
· Create a more diverse leadership cadre by utilising recruitment and leadership development levers  
· Create a culture of belonging by improving the reported quality of staff experience and increasing the use and quality of Equality Impact Assessments (EIA)
To date we have started to make improvements and have strengthened the role and remit of the NICE Equality and Diversity Group (NEDG) to monitor and support this activity which now includes Executive Team representation.  
· Non-declaration rates have fallen across all staff characteristics but most notably for our highest non declared characteristic areas of religion and sexual orientation.
· Staff declaring a disability rose to 5.9% of the workforce, an increase on the previous year at 4.5%.
· Black, Asian, and minority ethnic staff at bands 1-7 has increased to 17.7%, an increase from 15%.
· A new EIA process for workforce, with supporting template and training, was launched in April 2021.
· Recruitment processes and documentation has been reviewed and developed with a focus on EDI and accompanied a new training programme for hiring managers 
· 3 new staff-led network groups have been launched; NICE and proud, for LGBTQ+ staff, the Race Equality Network (REN), for black, Asian and minority ethnic staff, and the Disability Advocacy and Wellbeing Network (DAWN)
[bookmark: _Toc92444999]The critical objectives in our guidance development are as follows: 
· Review end to end guidance development across NICE to ensure equality impact is fully considered and addressed 
· Understand challenges experienced by committee members from black, Asian and minority ethnic backgrounds to create a supportive and inclusive culture
· Address disadvantages faced by committee members from diverse backgrounds
· Create diverse committees, representative of our population
[bookmark: _Toc92445000]To date we have undertaken 
· A series of listening events with our committee members supported by surveys of committee members and prospective committee members.
· Established working groups and developed action plans to address the themes identified by the listening events and surveys
· [bookmark: _Toc92375671]Reviewed options for an automated system to support committee recruitment to reduce levels of non-disclosure and improve information. 


[bookmark: _Toc92445001]Background
This annual equality report presents our progress in 2020/21 including the first 3 months of our new equality objectives. It also contains a summary of 2020/21 data for the WRES and WDES which NICE has participated in since 2018/19. Further information on the WRES and WDES can be found in Appendix 3. 
NICE is required under equalities legislation to publish equality objectives at least every four years.
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. 
[bookmark: _Toc92375672][bookmark: _Toc92445002]NICE equality objectives: 2020-2024
[bookmark: _Hlk50389841]The NEDG was originally set up in 2016 with the aim of supporting NICE’s commitment to eliminating unlawful discrimination and promoting equality of opportunity. The role of this group was substantially revised and extended in 2021, with new ToR and is now chaired by the Director of Finance, Strategy and Transformation, and also includes the Interim Chief People Officer and a NED. The group has moved from quarterly to monthly meetings.
Externally, the NEDG supports a range of activities to ensure our independent advisory committees and guidance reflect our principles of promoting EDI. Internally, the NEDG is supporting the work to deliver our annual workforce EDI action plan. Further the newly appointed chairs of the three newly established staff networks have become members of the NEDG, to amplify staff voice and the voices of lived experience across NICE.
EDI objectives have been included in the corporate business plan and achievement is monitored through NICE’s Transformation Portfolio Board, chaired by the Chief Executive. The Chief Executives of the Arm’s Length Bodies (ALBs) have created a network to collectively consider EDI as a priority. The Chairman of NICE is working with a network of NEDs from other ALBs, with a collective commitment in shaping and delivering their organisation’s diversity and inclusion strategies. The network is committed to sharing good practice and learning from each other to progress towards creating system-wide objectives.
NICE is working with the Care Quality Commission (CQC) to conduct a survey focused on reducing health inequalities. 
In November 2020, NICE set two new equality objectives for a four-year period that came into effect on 1 January 2021.
[bookmark: _Toc90887713][bookmark: _Toc91679580][bookmark: _Toc92375673]Table 1: NICE equality objectives 2020-2024
	[bookmark: _Toc90887714][bookmark: _Toc91679581]Overarching objective
	[bookmark: _Toc90887715][bookmark: _Toc91679582]Theme

	[bookmark: _Toc90887716][bookmark: _Toc91679583][bookmark: _Toc92375674]1. To review and improve equality considerations throughout development of our guidance.
	[bookmark: _Toc90887717][bookmark: _Toc91679584][bookmark: _Toc92375675]Guidance

	[bookmark: _Toc90887718][bookmark: _Toc91679585][bookmark: _Toc92375676]2. To develop our workforce and culture to be more equal, diverse and inclusive.   
	[bookmark: _Toc90887719][bookmark: _Toc91679586][bookmark: _Toc92375677]Workforce





[bookmark: _Toc90887720][bookmark: _Toc92375678][bookmark: _Toc92445003]Equality Objectives - Guidance
[bookmark: _Toc90887721][bookmark: _Toc91679588][bookmark: _Toc92375679][bookmark: _Toc92445004]Progress against equality objective 1 - guidance
This section provides a progress report against our new guidance equality objectives as of 31 March 2021. 
[bookmark: _Toc92375680][bookmark: _Toc91679589]To review and improve equality considerations throughout development of our guidance.
Guidance objective 1: Review end to end guidance development across NICE to ensure equality impact fully considered and addressed
Specific Indicator: 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.
NICE’s health inequalities methods group is leading work to review the methods and processes used across guidance development centres at NICE in order to develop aligned processes for EIAs across the organisation that will help in addressing barriers and variations in practice. Training will be designed for staff for the effective implementation of this standardised approach. Analysis work is underway to understand how processes operate in each of the directorates, challenges faced and barriers to effective implementation.
The NEDG has been reconstituted to include both workforce and guidance development issues, with a new ToR in place. Included on the new NEDG group are members of the health inequalities oversight group to ensure alignment and consistency of approach. 
[bookmark: _Toc91679590][bookmark: _Toc92375681]Guidance objective 2: Understand challenges experienced by committee members from black, Asian and minority ethnic backgrounds to create a supportive and inclusive culture
Specific Indicator: 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 black, Asian and minority ethnic backgrounds.
Three committee listening events have taken place, facilitated by an EDI expert.  These events with committee members were used to discuss diversity within advisory committees and during guidance development.  A further event will take place in quarter 4 of 21/22, with an additional 4 events in 2022/23.
Two EDI surveys have been completed.  The first was focused on committee members and the second was for prospective committee members, including targeting those from underrepresented groups.  The findings from the survey have been presented to NEDG.
[bookmark: _Toc91679591][bookmark: _Toc92375682]Guidance objective 3: Address disadvantages faced by committee members from diverse backgrounds
Specific Indicator: 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. 
An Institute-wide working group has been established and is developing a comprehensive action plan for improving diversity and equality considerations within advisory committees.  Recommendations and feedback from both the listening events and surveys has been used to develop the action plan.
[bookmark: _Toc91679592][bookmark: _Toc92375683]Guidance objective 4: Create diverse committees, representative of our population
Specific Indicator: Focus on recruitment practices to achieve year on year increase in black, Asian and minority ethnic 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.
An Institute-wide working group has been established and is developing a comprehensive action plan for improving diversity and equality considerations within advisory committees. This group comprises of staff across the organisation.  In addition, a proposal for an automated committee recruitment system has been developed and is due to be considered in Q4.
 
[bookmark: _Toc92375684][bookmark: _Toc92445005]Equality Objectives - Workforce
[bookmark: _Toc91679594][bookmark: _Toc92375685]Progress against equality objective 2: workforce
This section provides a progress report against our new workforce equality objectives as of 31 March 2021. 
In summary, the data shows that our black, Asian and minority ethnic staff, and disabled employees, continue to be underrepresented at senior levels, although we can report small improvements in representation at most levels. It also reveals some concerning discrepancies in the quality of staff experience for these groups in relation to the overall workforce population. 
This disappointing narrative - which is mirrored in our WRES and WDES data provides an important baseline for our work going forward. We now need to work together to find solutions to the issues the data reveals. An important starting point will be to set quantitative based targets to measure areas where urgent improvement is required. 
A breakdown of overall workforce population figures by protected characteristic (numbers and percentages) is provided at Appendix 4.
[bookmark: _Toc91679595]Workforce Objective 1: Improve the quality of our equality data 
Specific Indicator: To reduce by 50% non-declaration across all protected characteristics.
We have provided data for those characteristics where non-declaration is reportable via ESR (Electronic Staff Record): ethnicity, disability, religion and sexual orientation.


[bookmark: _Toc91679596][bookmark: _Toc92375686]Table 2: Non-declaration rates in the workforce
	[bookmark: _Toc91679597][bookmark: _Toc92375687]Category
	[bookmark: _Toc91679598][bookmark: _Toc92375688]Not Declared 2019/20
	[bookmark: _Toc91679599][bookmark: _Toc92375689]Not declared 2020/21
	[bookmark: _Toc91679600][bookmark: _Toc92375690]% Change

	[bookmark: _Toc91679601][bookmark: _Toc92375691]Ethnicity
	[bookmark: _Toc91679602][bookmark: _Toc92375692]5.4%
	[bookmark: _Toc91679603][bookmark: _Toc92375693]4.9%
	[bookmark: _Toc91679604][bookmark: _Toc92375694]-9%

	[bookmark: _Toc91679605][bookmark: _Toc92375695]Disability 
	[bookmark: _Toc91679606][bookmark: _Toc92375696]7.4%
	[bookmark: _Toc91679607][bookmark: _Toc92375697]6.7%
	[bookmark: _Toc91679608][bookmark: _Toc92375698]-9%

	[bookmark: _Toc91679609][bookmark: _Toc92375699]Religion
	[bookmark: _Toc91679610][bookmark: _Toc92375700]22.3%
	[bookmark: _Toc91679611][bookmark: _Toc92375701]20.1%
	[bookmark: _Toc91679612][bookmark: _Toc92375702]-10%

	[bookmark: _Toc91679613][bookmark: _Toc92375703]Sexual Orientation
	[bookmark: _Toc91679614][bookmark: _Toc92375704]16.4%
	[bookmark: _Toc91679615][bookmark: _Toc92375705]12.9%
	[bookmark: _Toc91679616][bookmark: _Toc92375706]-21%



Non-declaration rates have fallen across all characteristics since the period 2019/20, but most notably for our highest non declared characteristic areas of religion and sexual orientation. 
[bookmark: _Toc91679617]Workforce Objective 2: Create a more diverse workforce
Specific indicator: To seek an increase of 20% in the proportion of black, Asian and minority ethnic staff at bands 1-7.
[bookmark: _Toc91679618][bookmark: _Toc92375707]Table 3: Staff self-identified from black, Asian and minority ethnic backgrounds in bands 1- 7 
	[bookmark: _Toc91679619][bookmark: _Toc92375708]Ethnicity
	[bookmark: _Toc91679620][bookmark: _Toc92375709]2019/20
	[bookmark: _Toc91679621][bookmark: _Toc92375710]2020/21
	[bookmark: _Toc91679622][bookmark: _Toc92375711]% change

	[bookmark: _Toc91679623][bookmark: _Toc92375712]Black, Asian and minority ethnic backgrounds
	[bookmark: _Toc91679624][bookmark: _Toc92375713]15.0%
	[bookmark: _Toc91679625][bookmark: _Toc92375714]17.7%
	[bookmark: _Toc91679626][bookmark: _Toc92375715]+18%



For 2020/21, the percentage of black, Asian and minority ethnic staff at bands 1-7 has increased from 2019/20.
[bookmark: _Toc91679627][bookmark: _Toc92375716]

Table 4: Staff self-identified from black, Asian and minority ethnic backgrounds in bands 7 and above
	Ethnicity
	2015/16 
baseline
	2016/17
	2017/18
	2018/19
	2019/20
	2020/21

	Black, Asian and minority ethnic backgrounds
	Breakdown not available by band 
	12.7%
	12.8%
	11.7%
	11.4%
	13.4%



The breakdown by staff pay scale (band) of the ethnicity of NICE’s workforce was first recorded at the end of 2016/17. From 2016/17 until the end of 2020/21, the percentage of black, Asian and minority ethnic staff at band 7 and above has increased slightly from 12.7% in 2016/17 to 13.4% in 2020/21. 
The total number of disclosed black, Asian and minority ethnic staff at band 7 and above as of 31 March 2021 was 75 (up from 59 in 2019/20).
[bookmark: _Toc91679628]Workforce Objective 3: Create a more diverse leadership cadre
Specific indicators: To seek an increase of 20% in the proportion of staff in senior roles from black, Asian and minority ethnic 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).
[bookmark: _Toc91679629][bookmark: _Toc92375717]

Table 5: Staff self-identified from black, Asian and minority ethnic backgrounds in bands 8a and above
	[bookmark: _Toc91679630][bookmark: _Toc92375718]Ethnicity
	[bookmark: _Toc91679631][bookmark: _Toc92375719]2019/20
	[bookmark: _Toc91679632][bookmark: _Toc92375720]2020/21
	[bookmark: _Toc91679633][bookmark: _Toc92375721]% change

	[bookmark: _Toc91679634][bookmark: _Toc92375722]Black, Asian and minority ethnic staff band 8a and above
	[bookmark: _Toc91679635][bookmark: _Toc92375723] 8.8%
	[bookmark: _Toc91679636][bookmark: _Toc92375724]11.1%
	[bookmark: _Toc91679637][bookmark: _Toc92375725]+26.1%

	[bookmark: _Toc91679638][bookmark: _Toc92375726]Accessing management and leadership development activity
	[bookmark: _Toc91679639][bookmark: _Toc92375727]Data not available
	[bookmark: _Toc91679640][bookmark: _Toc92375728]6.3%
	[bookmark: _Toc91679641][bookmark: _Toc92375729]Not applicable



For 2020/21, we have considered data relating to the NICE Foundations Line Management Programme in the management and leadership development programme measure. We aim to include more programmes in this measure in future years.
[bookmark: _Toc91679642]Workforce Objective 4: Create a culture of belonging, improving staff experience for staff from under-represented groups
[bookmark: _Toc90888133][bookmark: _Toc91679643][bookmark: _Toc92375730]Specific indicator: To seek annual improvements in the quality of experience of staff from under-represented groups using the following measures:  staff engagement (employee engagement index from Annual Staff Survey); turnover (LTR FTE%); absence (FTE%); employee relations cases (all cases at formal stage).
[bookmark: _Toc92445006]The tables below show staff experience measures
[bookmark: _Toc90888134][bookmark: _Toc91679644][bookmark: _Toc92375731]Please note: change figures for sickness and turnover measures are percentage change points within group.
[bookmark: _Toc90888135][bookmark: _Toc91679645][bookmark: _Toc92375732]Table 6: Overall workforce population
	
	2019/20
	2020/21
	% Change

	[bookmark: _Toc90888136][bookmark: _Toc91679646][bookmark: _Toc92375733]Employee Engagement Index (EEI - Annual Staff Survey)
	[bookmark: _Toc90888137][bookmark: _Toc91679647][bookmark: _Toc92375734]Data not available
	[bookmark: _Toc90888138][bookmark: _Toc91679648][bookmark: _Toc92375735]79/100
	[bookmark: _Toc90888139][bookmark: _Toc91679649][bookmark: _Toc92375736]Not applicable

	[bookmark: _Toc90888140][bookmark: _Toc91679650][bookmark: _Toc92375737]Turnover (LTR FTE%) 
	[bookmark: _Toc90888141][bookmark: _Toc91679651][bookmark: _Toc92375738]9.7%  
	[bookmark: _Toc90888142][bookmark: _Toc91679652][bookmark: _Toc92375739]8.6%
	[bookmark: _Toc90888143][bookmark: _Toc91679653][bookmark: _Toc92375740]-11%

	[bookmark: _Toc90888144][bookmark: _Toc91679654][bookmark: _Toc92375741]Sickness absence (FTE%)
	[bookmark: _Toc90888145][bookmark: _Toc91679655][bookmark: _Toc92375742]2.3%
	[bookmark: _Toc90888146][bookmark: _Toc91679656][bookmark: _Toc92375743]1.8%
	[bookmark: _Toc90888147][bookmark: _Toc91679657][bookmark: _Toc92375744]-22%

	[bookmark: _Toc90888148][bookmark: _Toc91679658][bookmark: _Toc92375745]Employee Relations (number of cases at formal stage)
	[bookmark: _Toc90888149][bookmark: _Toc91679659][bookmark: _Toc92375746]12
	[bookmark: _Toc90888150][bookmark: _Toc91679660][bookmark: _Toc92375747]14
	[bookmark: _Toc90888151][bookmark: _Toc91679661][bookmark: _Toc92375748]+17%



[bookmark: _Toc90888152][bookmark: _Toc91679662][bookmark: _Toc92375749][bookmark: _Hlk92202244]Table 7: Self-identified black, Asian and minority ethnic staff
[bookmark: _Toc90888153][bookmark: _Toc91679663][bookmark: _Toc92375750]Please note: Turnover and sickness figures are for group (black, Asian and minority ethnic staff) within overall workforce turnover % as per table 6. Change figures for turnover, sickness and ER cases are percentages within group. 
	
	2019/20
	2020/21
	% Change 

	[bookmark: _Toc90888154][bookmark: _Toc91679664][bookmark: _Toc92375751]Employee Engagement Index (Annual Staff Survey)
	[bookmark: _Toc90888155][bookmark: _Toc91679665][bookmark: _Toc92375752]Data not available
	[bookmark: _Toc90888156][bookmark: _Toc91679666][bookmark: _Toc92375753]81/100
	[bookmark: _Toc90888157][bookmark: _Toc91679667][bookmark: _Toc92375754]Not applicable

	[bookmark: _Toc90888158][bookmark: _Toc91679668][bookmark: _Toc92375755]Turnover (LTR FTE%)
	[bookmark: _Toc90888159][bookmark: _Toc91679669][bookmark: _Toc92375756]1.1%  
	[bookmark: _Toc90888160][bookmark: _Toc91679670][bookmark: _Toc92375757]1.6%
	[bookmark: _Toc90888161][bookmark: _Toc91679671][bookmark: _Toc92375758]+45% 

	[bookmark: _Toc90888162][bookmark: _Toc91679672][bookmark: _Toc92375759]Sickness absence (FTE%)
	[bookmark: _Toc90888163][bookmark: _Toc91679673][bookmark: _Toc92375760]1.5%
	[bookmark: _Toc90888164][bookmark: _Toc91679674][bookmark: _Toc92375761]2.0%
	[bookmark: _Toc90888165][bookmark: _Toc91679675][bookmark: _Toc92375762]+33%

	[bookmark: _Toc90888166][bookmark: _Toc91679676][bookmark: _Toc92375763]Employee Relations (number of cases at formal stage)
	[bookmark: _Toc90888167][bookmark: _Toc91679677][bookmark: _Toc92375764]0
	[bookmark: _Toc90888168]3
	[bookmark: _Toc90888169][bookmark: _Toc91679678][bookmark: _Toc92375765]+300%



The staff experience data for black, Asian and minority ethnic employees for the period 2020/21 is disappointing, despite the EEI for this group being marginally higher than for the overall workforce population. 
There were increases in turnover and sickness rates, compared to falls in these measures for the overall population. 
Of particular concern is a significant increase in the number of black, Asian and minority ethnic staff in the formal stages of ER cases during the period 2020/21.  Though small numbers of total cases, an increasing declaration rate should also be noted
[bookmark: _Toc90888170][bookmark: _Toc91679679][bookmark: _Toc92375766]Table 8: Self-identified disabled staff
[bookmark: _Toc90888171][bookmark: _Toc91679680][bookmark: _Toc92375767]Please note: Turnover and sickness figures are for group (disabled staff) within overall workforce turnover % as per table 6. Change figures for turnover, sickness and ER cases are percentages within group.
	Disabled
	2019/20
	2020/21
	% Change 

	Employee Engagement Index (Annual Staff Survey)
	Data not available
	75/100
	Not applicable

	Turnover (LTR FTE%) 
	0.4%
	0.3%
	-25%

	Sickness absence (FTE%)
	3.7%
	2.8%
	-24%

	[bookmark: _Toc91679681][bookmark: _Toc92375768]Employee Relations (number of cases at formal stage)
	2
	0
	-200%



The staff experience measures for disabled staff present a mixed narrative, with improvements in some areas, but a lower overall employee experience rating.
For the period 2020/21, both turnover and sickness rates have fallen slightly, which is consistent with the trend for the overall workforce population. 
There has also been a fall in the number of disabled staff who are entering the formal stages of the ER process (small overall numbers should again be noted).
Disappointingly, the EEI for disabled staff (75/10) is 4 points lower than that of the overall workforce population (79/100), and 6 points lower than that for black, Asian and minority ethnic staff (81/100).
This is the last year we will be reporting this metric as a part of our Annual Equality Report (our new metric considers band 8 and above changes). 
[bookmark: _Toc90888172][bookmark: _Toc91679682]Workforce Objective 5: Creating a culture where there is equality of opportunity for all 
Specific indicator: To increase the use and quality of Equality Impact Assessment (EIA) for workforce activity by teams and managers across the organisation.
In this objective we commit to ‘the establishment of a robust process to ensure high-quality EIA is completed for all relevant people activity (to include annual review and reporting, and provision of training)’.
A new EIA process for workforce, with supporting template and training, was launched in April 2021. We will report the number of workforce EIAs completed for the first time in the 2022 Annual Equality Report. 

[bookmark: _Toc91679683][bookmark: _Toc92375769][bookmark: _Toc92445007]Activity undertaken to support NICE workforce equality, diversity and inclusion during 2020/2021
The period 2020/21 saw significant disruption to NICE’s ‘business as usual’ activity due to the COVID-19 pandemic. Despite this, we were able to take significant steps forward in relation to progressing the workforce EDI agenda.
Following Board’s agreement of our new equality objectives at the end of 2020, the early months of 2021 were spent developing a year 1 EDI action plan for 2021/2, incorporating the ideas and input of staff, as well as drawing on both established and emerging best practice in the field of workforce EDI. 
The final version of the action plan was shared with NICE’s executive team (ET) in early February. It sets out an ambitious programme of work which aims to refresh our approach to EDI, establishing the firm foundations for making sustainable improvements going forward. A key priority has been to ensure that we put the voice of lived experience at the centre of everything we do, and to embrace the opportunities offered by a confident positive action approach where this supports our objectives.
Since February 2021, the HR team have been working with staff across NICE to deliver the action plan, providing regular updates of progress via the Transformation Portfolio Board.
Activity associated with the action plan for the most part sits outside of the reporting period of this report, and we will not be able to gauge impact until the next reporting cycle. However, we have taken the opportunity to note key activity and initiatives that have been launched and delivered in the period up to November 2021:
· Recruitment:  A review and refresh of our recruitment processes and documentation with a focus on EDI; the development, commissioning and delivery of a new training programme for hiring managers; the development of the NICE Inclusive Recruitment Volunteer Scheme to support diverse panels; engaging a new specialist EDI recruitment platform. 
· [bookmark: _Toc90888186][bookmark: _Toc91679684][bookmark: _Toc92375770]Developing our EDI staff networks: a refresh of our approach to staff networks, with the launch of 3 new staff-led groups:  NICE and proud, for LGBTQ+ staff, the Race Equality Network (REN), for black, Asian and minority ethnic staff, and the Disability Advocacy and Wellbeing Network (DAWN), which supports disabled staff.
· [bookmark: _Toc90888187][bookmark: _Toc91679685][bookmark: _Toc92375771]Staff development: the introduction, for the first time, of a mandatory equality objective for all staff in their annual appraisal; development and launch of a new Shadowing Meeting Scheme for black, Asian and minority ethnic staff.
· [bookmark: _Toc90888188][bookmark: _Toc91679686][bookmark: _Toc92375772]Workforce Equality Impact Assessment (EIA): development and launch of a new approach to EIA for people activity, including a new template and guidance; in April, c30 staff attended a bespoke EIA training programme to support implementation of this new approach.
· [bookmark: _Toc90888189][bookmark: _Toc91679687][bookmark: _Toc92375773]Launch of a new Dignity at Work Policy: in September, we launched a new policy, which is aligned with our new Values and Behaviours.
[bookmark: _Toc92375774]In addition to initiating the above activity, we continue to promote external positive action development programmes such as the NHS Leadership Academy’s “Stepping Up” programme; we also continue to develop activity which aims to attract a diverse talent pool into our entry level Apprenticeships. We retain Disability Confident “Employer” status and remain Stonewall Diversity Champions (which supports LGBTQ+ staff).

[bookmark: _Toc92445008]Next steps
To achieve our guidance and workforce equality objectives, the guidance equality team, and the HR and Organisational Development team will work with other teams leading this agenda across the Institute to develop and implement comprehensive action plans. They will work 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. In addition to the 3 committee listening events that have taken place in 2021, a further one is scheduled for quarter 4 and 4 additional events in 22/23.  The next series of 4 staff events are scheduled for 2021/22.
2 committee surveys have been undertaken in July/August 2021, to seek views of current and prospective committee members regarding increasing diversity within committees and considering equalities issues that result in barriers to engagement during guidance development. Actions are already underway to deal with some of the issues raised. A working group has been established to produce and deliver a comprehensive action plan that addresses the findings of the listening events and surveys.
NICE will continue to work closely with EDI leads from other ALB’s and explore opportunities for more collaborative activity to support this agenda. 
Progress updates on delivery of the 2020-2024 objectives will be included in future annual equality reports.
[bookmark: _Toc92445009][bookmark: _Toc92375776]Appendix 1: Equality issues impacting on NICE guidance production during 2020/21
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Analysis of data within table 9 indicates that there has been a marginal decrease in percentage of applicants across all ethnicities.
However, we note there has been an increase in the number of undisclosed categories which could have an impact on the data presented in table 9.
[bookmark: _Toc91679757][bookmark: _Toc92375843]Table 10: Ethnicity of advisory committee applicants and appointees (all roles) in 2020/21
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Table 10 follows a similar trend to table 9. There is a slight decrease in % of appointees when compared to % of applicants, and this is more apparent in non-white/black, Asian and minority ethnic groups. 
Further information on the composition of and appointments to NICE’s advisory committees is outlined below by protected characteristic.
[bookmark: _Toc91679770][bookmark: _Toc92375856]Table 11: Age range of advisory committee applicants and appointees (all roles) in 2020/21
	Age
	% Of all applicants
	% Of all appointees

	18 - 35
	12%
	6%

	36 – 50
	34%
	33%

	51 – 65
	30%
	33%

	Over 65
	5%
	3%

	Not disclosed / not available
	19%
	25%



Consistency can be seen in table 11 when comparing the % of applicants and those appointed. However, there is a 50% difference in the 18-35 age range between % of applicants and those appointed. This was also identified within the prospective committee survey we undertook and is included within our overall action plan.
[bookmark: _Toc91679771][bookmark: _Toc92375857]Table 12: Gender of advisory committee applicants and appointees (all roles) in 2020/21
	Gender
	% Of all applicants
	% Of all appointees

	Male
	38%
	36%

	Female
	44%
	40%

	Other
	0%
	0%

	Not disclosed / not available
	18%
	24%



As seen in table 12 above, 24% of those appointed to committees chose not to disclose their gender. 
[bookmark: _Toc91679772][bookmark: _Toc92375858]Table 13: Sexual orientation of advisory committee applicants and appointees (all roles) in 2020/21
	Sexual orientation
	% Of all applicants
	% Of all appointees

	Gay woman (lesbian)
	1%
	1%

	Gay man
	2%
	1%

	Bisexual
	2%
	1%

	Heterosexual (straight)
	73%
	68%

	Other
	0%
	0%

	Not disclosed / not available
	23%
	28%



The data presented in table 13 shows data for the number of applications and appointees based on their sexual orientation. It highlights that almost a quarter of the applicants chose not to disclose this information.
[bookmark: _Toc91679773][bookmark: _Toc92375859]Table 14: Religion and belief of advisory committee applicants and appointees (all roles) in 2020/21
	Religion/belief
	% Of all applicants
	% Of all appointees

	Atheism
	4%
	3%

	Buddhism
	1%
	1%

	Christianity
	35%
	29%

	Islam
	5%
	4%

	Jainism
	0%
	0%

	Sikhism
	1%
	1%

	Judaism
	1%
	2%

	Hinduism
	3%
	3%

	No religion
	26%
	27%

	Other
	0%
	0%

	Not disclosed / not available
	24%
	30%



Most applicants have disclosed their religion as Christianity. Furthermore, 30% of committee members have chosen not to disclose their religion. 
[bookmark: _Toc91679774][bookmark: _Toc92375860]Table 15: Disability status of advisory committee applicants and appointees (all roles) in 2020/21
	[bookmark: _Toc91679775][bookmark: _Toc92375861]Disability status
	[bookmark: _Toc91679776][bookmark: _Toc92375862]% Of all applicants
	[bookmark: _Toc91679777][bookmark: _Toc92375863]% Of all appointees

	[bookmark: _Toc91679778][bookmark: _Toc92375864]Disabled
	[bookmark: _Toc91679779][bookmark: _Toc92375865]16%
	[bookmark: _Toc91679780][bookmark: _Toc92375866]8%

	[bookmark: _Toc91679781][bookmark: _Toc92375867]Not disabled
	[bookmark: _Toc91679782][bookmark: _Toc92375868]64%
	[bookmark: _Toc91679783][bookmark: _Toc92375869]64%

	[bookmark: _Toc91679784][bookmark: _Toc92375870]Not disclosed / not available
	[bookmark: _Toc91679785][bookmark: _Toc92375871]20%
	[bookmark: _Toc91679786][bookmark: _Toc92375872]28%



Whilst the % of applicants and appointees in the not disabled category remained the same, proportionally 50% fewer applicants that have disclosed they are disabled were appointed to committees.
In summary, our work to increase the diversity of committee members remains a high priority. A series of committee listening events and 2 surveys have been undertaken during 2021 and have captured challenges faced. A working group and action plan has been produced to start to address these challenges.
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. 
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.
‘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
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.
Table 16 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 is included in this paper within Appendix 3.
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[bookmark: _Toc91679787][bookmark: _Toc92375873]Table 16: Summary of equality analysis of published guidance
This table shows potential equality issues identified by protected, socioeconomic and other characteristics. 
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	[bookmark: _Toc91679906][bookmark: RANGE!B11]4
	[bookmark: _Toc91679907][bookmark: RANGE!C11]4
	[bookmark: _Toc91679908][bookmark: RANGE!D11]0
	[bookmark: _Toc91679909][bookmark: RANGE!E11]4
	[bookmark: _Toc91679910][bookmark: RANGE!F11]2
	[bookmark: _Toc91679911][bookmark: RANGE!G11]0
	[bookmark: _Toc91679912][bookmark: RANGE!H11]0
	[bookmark: _Toc91679913][bookmark: RANGE!I11]0
	[bookmark: _Toc91679914][bookmark: RANGE!J11]0
	[bookmark: _Toc91679915][bookmark: RANGE!K11]1
	[bookmark: _Toc91679916][bookmark: RANGE!L11]15
	[bookmark: _Toc91679917][bookmark: RANGE!M11]13

	[bookmark: _Toc91679918][bookmark: RANGE!A12]Guideline Updates Team (GUT) (2)
	[bookmark: _Toc91679919][bookmark: RANGE!B12]1
	[bookmark: _Toc91679920][bookmark: RANGE!C12]0
	[bookmark: _Toc91679921][bookmark: RANGE!D12]0
	[bookmark: _Toc91679922][bookmark: RANGE!E12]0
	[bookmark: _Toc91679923][bookmark: RANGE!F12]1
	[bookmark: _Toc91679924][bookmark: RANGE!G12]0
	[bookmark: _Toc91679925][bookmark: RANGE!H12]1
	[bookmark: _Toc91679926][bookmark: RANGE!I12]0
	[bookmark: _Toc91679927][bookmark: RANGE!J12]1
	[bookmark: _Toc91679928][bookmark: RANGE!K12]1
	[bookmark: _Toc91679929][bookmark: RANGE!L12]5
	[bookmark: _Toc91679930][bookmark: RANGE!M12]1

	[bookmark: _Toc91679931][bookmark: RANGE!A13]COVID 19 Team (3)
	[bookmark: _Toc91679932][bookmark: RANGE!B13]8
	[bookmark: _Toc91679933][bookmark: RANGE!C13]7
	[bookmark: _Toc91679934][bookmark: RANGE!D13]0
	[bookmark: _Toc91679935][bookmark: RANGE!E13]2
	[bookmark: _Toc91679936][bookmark: RANGE!F13]6
	[bookmark: _Toc91679937][bookmark: RANGE!G13]3
	[bookmark: _Toc91679938][bookmark: RANGE!H13]6
	[bookmark: _Toc91679939][bookmark: RANGE!I13]2
	[bookmark: _Toc91679940][bookmark: RANGE!J13]5
	[bookmark: _Toc91679941][bookmark: RANGE!K13]8
	[bookmark: _Toc91679942][bookmark: RANGE!L13]47
	[bookmark: _Toc91679943][bookmark: RANGE!M13]31

	[bookmark: _Toc91679944][bookmark: RANGE!A14]Rapid COVID 19 Guidelines (13)
	[bookmark: _Toc91679945][bookmark: RANGE!B14]13
	[bookmark: _Toc91679946][bookmark: RANGE!C14]12
	[bookmark: _Toc91679947][bookmark: RANGE!D14]0
	[bookmark: _Toc91679948][bookmark: RANGE!E14]1
	[bookmark: _Toc91679949][bookmark: RANGE!F14]4
	[bookmark: _Toc91679950][bookmark: RANGE!G14]1
	[bookmark: _Toc91679951][bookmark: RANGE!H14]3
	[bookmark: _Toc91679952][bookmark: RANGE!I14]0
	[bookmark: _Toc91679953][bookmark: RANGE!J14]11
	[bookmark: _Toc91679954][bookmark: RANGE!K14]4
	[bookmark: _Toc91679955][bookmark: RANGE!L14]49
	[bookmark: _Toc91679956][bookmark: RANGE!M14]0

	[bookmark: _Toc91679957][bookmark: RANGE!A15]Total (137)
	[bookmark: _Toc91679958][bookmark: RANGE!B15]61
	[bookmark: _Toc91679959][bookmark: RANGE!C15]65
	[bookmark: _Toc91679960][bookmark: RANGE!D15]0
	[bookmark: _Toc91679961][bookmark: RANGE!E15]11
	[bookmark: _Toc91679962][bookmark: RANGE!F15]37
	[bookmark: _Toc91679963][bookmark: RANGE!G15]7
	[bookmark: _Toc91679964][bookmark: RANGE!H15]36
	[bookmark: _Toc91679965][bookmark: RANGE!I15]8
	[bookmark: _Toc91679966][bookmark: RANGE!J15]36
	[bookmark: _Toc91679967][bookmark: RANGE!K15]53
	[bookmark: _Toc91679968][bookmark: RANGE!L15]314
	[bookmark: _Toc91679969][bookmark: RANGE!M15]105




34% of the equality issues highlighted in EIAs impacted on guidance recommendations.
The biggest impact across the categories presented in table 16 is related to disability, accounting for 20% of the total issues raised.
Compared to the data in 2019-20, the data presented in table 16 is consistent in terms of issues per guideline as well as impacts on guideline recommendations.
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[bookmark: _Toc91679970][bookmark: _Toc92376056]Table 17a: Number and % of equality issues found by protected and other characteristic
	[bookmark: _Toc91679971][bookmark: _Toc92376057]Protected characteristic
	[bookmark: _Toc91679972][bookmark: _Toc92376058]2016-17
	[bookmark: _Toc91679973][bookmark: _Toc92376059]2017-18
	[bookmark: _Toc91679974][bookmark: _Toc92376060]2018-19
	[bookmark: _Toc91679975][bookmark: _Toc92376061]2019-20
	[bookmark: _Toc91679976][bookmark: _Toc92376062]2020-21

	[bookmark: _Toc91679977][bookmark: _Toc92376063]Age
	[bookmark: _Toc91679978][bookmark: _Toc92376064]64 (18%)
	[bookmark: _Toc91679979][bookmark: _Toc92376065]68 (14%)
	[bookmark: _Toc91679980][bookmark: _Toc92376066]87 (20%)
	[bookmark: _Toc91679981][bookmark: _Toc92376067]113 (23%)
	[bookmark: _Toc91679982][bookmark: _Toc92376068]61 (20%)

	[bookmark: _Toc91679983][bookmark: _Toc92376069]Disability
	[bookmark: _Toc91679984][bookmark: _Toc92376070]56 (16%)
	[bookmark: _Toc91679985][bookmark: _Toc92376071]90 (19%)
	[bookmark: _Toc91679986][bookmark: _Toc92376072]97 (23%)
	[bookmark: _Toc91679987][bookmark: _Toc92376073]100 (20%)
	[bookmark: _Toc91679988][bookmark: _Toc92376074]65 (21%)

	[bookmark: _Toc91679989][bookmark: _Toc92376075]Gender reassignment
	[bookmark: _Toc91679990][bookmark: _Toc92376076]11 (3%)
	[bookmark: _Toc91679991][bookmark: _Toc92376077]4 (1%)
	[bookmark: _Toc91679992][bookmark: _Toc92376078]5 (1%)
	[bookmark: _Toc91679993][bookmark: _Toc92376079]7 (1%)
	[bookmark: _Toc91679994][bookmark: _Toc92376080]0 (0%)

	[bookmark: _Toc91679995][bookmark: _Toc92376081]Pregnancy & maternity
	[bookmark: _Toc91679996][bookmark: _Toc92376082]7 (2%)
	[bookmark: _Toc91679997][bookmark: _Toc92376083]16 (3%)
	[bookmark: _Toc91679998][bookmark: _Toc92376084]21 (5%)
	[bookmark: _Toc91679999][bookmark: _Toc92376085]25 (5%)
	[bookmark: _Toc91680000][bookmark: _Toc92376086]11 (4%)

	[bookmark: _Toc91680001][bookmark: _Toc92376087]Race
	[bookmark: _Toc91680002][bookmark: _Toc92376088]46 (13%)
	[bookmark: _Toc91680003][bookmark: _Toc92376089]71 (15%)
	[bookmark: _Toc91680004][bookmark: _Toc92376090]52 (12%)
	[bookmark: _Toc91680005][bookmark: _Toc92376091]61 (12%)
	[bookmark: _Toc91680006][bookmark: _Toc92376092]37 (12%)

	[bookmark: _Toc91680007][bookmark: _Toc92376093]Religion or belief
	[bookmark: _Toc91680008][bookmark: _Toc92376094]15 (4%)
	[bookmark: _Toc91680009][bookmark: _Toc92376095]26 (5%)
	[bookmark: _Toc91680010][bookmark: _Toc92376096]16 (4%)
	[bookmark: _Toc91680011][bookmark: _Toc92376097]21 (4%)
	[bookmark: _Toc91680012][bookmark: _Toc92376098]7 (2%)

	[bookmark: _Toc91680013][bookmark: _Toc92376099]Sex
	[bookmark: _Toc91680014][bookmark: _Toc92376100]34 (10%)
	[bookmark: _Toc91680015][bookmark: _Toc92376101]38 (8%)
	[bookmark: _Toc91680016][bookmark: _Toc92376102]35 (8%)
	[bookmark: _Toc91680017][bookmark: _Toc92376103]41 (8%)
	[bookmark: _Toc91680018][bookmark: _Toc92376104]36 (12%)

	[bookmark: _Toc91680019][bookmark: _Toc92376105]Sexual orientation
	[bookmark: _Toc91680020][bookmark: _Toc92376106]9 (3%)
	[bookmark: _Toc91680021][bookmark: _Toc92376107]13 (3%)
	[bookmark: _Toc91680022][bookmark: _Toc92376108]6 (1%)
	[bookmark: _Toc91680023][bookmark: _Toc92376109]5 (1%)
	[bookmark: _Toc91680024][bookmark: _Toc92376110]8 (3%)

	[bookmark: _Toc91680025][bookmark: _Toc92376111]Socio-economic
	[bookmark: _Toc91680026][bookmark: _Toc92376112]21 (6%)
	[bookmark: _Toc91680027][bookmark: _Toc92376113]38 (8%)
	[bookmark: _Toc91680028][bookmark: _Toc92376114]22 (5%)
	[bookmark: _Toc91680029][bookmark: _Toc92376115]54 (11%)
	[bookmark: _Toc91680030][bookmark: _Toc92376116]36 (12%)

	[bookmark: _Toc91680031][bookmark: _Toc92376117]Other
	[bookmark: _Toc91680032][bookmark: _Toc92376118]85 (24%)
	[bookmark: _Toc91680033][bookmark: _Toc92376119]110 (23%)
	[bookmark: _Toc91680034][bookmark: _Toc92376120]89 (21%)
	[bookmark: _Toc91680035][bookmark: _Toc92376121]91 (18%)
	[bookmark: _Toc91680036][bookmark: _Toc92376122]53 (17%)

	[bookmark: _Toc91680037][bookmark: _Toc92376123]Total number of issues
	[bookmark: _Toc91680038][bookmark: _Toc92376124]348
	[bookmark: _Toc91680039][bookmark: _Toc92376125]474
	[bookmark: _Toc91680040][bookmark: _Toc92376126]430
	[bookmark: _Toc91680041][bookmark: _Toc92376127]495
	[bookmark: _Toc91680042][bookmark: _Toc92376128]309



The data in table 16a highlights that the general trend has remained consistent.
It can be noted that the number of guidance products we produced during this period reduced considerably as a result of having to respond to the COVID-19 pandemic. The priority during this period was to produce guidance as soon as possible in order to react to the needs of the healthcare system. Therefore, some of the guidance that we produce had to be paused. This directly correlates to the reduction in the number of equality issues.
[bookmark: _Toc91680043][bookmark: _Toc92376129]Table 17b: Number and % of equality issues with impact on recommendations by protected and other characteristic
	Protected characteristic
	2016-17
	2017-18
	2018-19
	2019-20
	2020-21

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

	Disability
	37 (33%)
	33 (18%)
	39 (25%)
	39 (18%)
	22 (21%)

	Gender reassignment
	3 (3%)
	3 (2%)
	3 (2%)
	7 (3%)
	1 (1%)

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

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

	Religion or belief
	8 (7%)
	11 (6%)
	8 (5%)
	10 (5%)
	2 (2%)

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

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

	Socio-economic
	8 (7%)
	10 (5%)
	7 (5%)
	17 (8%)
	11 (10%)

	Other
	24 (21%)
	67 (37%)
	33 (21%)
	50 (24%)
	23 (22%)

	Total number of guidance recommendations impacted
	163
	193
	157
	246
	105



The data in table 16b highlights that there has been a decrease of over 50% in the number of equalities issues identified during 2020/21 compared to 2019/20. However, simultaneously, there also has been a reduction of 50% in the total number of pieces of guidance produced during the same period as discussed above. 


[bookmark: _Toc92445011][bookmark: _Toc92376130]Appendix 2: Workforce diversity summary as of 31 March 2021
This section summarises key trends in NICE’s workforce diversity by protected characteristic, as of 31 March 2021. More detail about NICE’s workforce can be found in the annual workforce report, published in July 2021. 
[bookmark: _Toc91680045][bookmark: _Toc92376131][bookmark: _Toc92445012]Gender
The overall gender split of the workforce has not changed significantly over time, with the proportion of females as of 31 March 2021 at 71%, the same as 2020.
The biggest percentage change as of 31 March 2021 relates to bands 5 and 9 where the percentage of female staff increased from 76% to 86%, and from 69% to 79% respectively. 
Men continue to be over-represented in the most senior grades and some lower grades relative to the overall workforce. 
NICE’s gender pay gap report is available on our website. 
Electronic Staff Record (ESR) does not currently provide an option for employees who prefer to self-describe (national work relating to this issue is on-going).
[bookmark: _Toc91680046][bookmark: _Toc92376132][bookmark: _Toc92445013]Disability
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. 
There were 43 staff declaring a disability which is 5.9% of the workforce. This is an increase on the previous year (31 staff, or 4.5%).
[bookmark: _Toc91680047][bookmark: _Toc92376133][bookmark: _Toc92445014]Age
Just over half (51%) of NICE’s workforce are 40 years old or less, similar to last year (54%). 
[bookmark: _Toc91680048][bookmark: _Toc92376134][bookmark: _Toc92445015]Sexual orientation
5% of staff have recorded their sexual orientation as lesbian, gay or bisexual, which is the same as 2019/20. 
[bookmark: _Toc91680049][bookmark: _Toc92376135][bookmark: _Toc92445016]Religion and belief
The largest proportion were staff who identified themselves as Christian (35%) followed by no religion (27%), similar to last year.
[bookmark: _Toc91680050][bookmark: _Toc92376136][bookmark: _Toc92445017]Ethnicity
The overall proportion of black, Asian and minority ethnic staff has increased to 14.7%, an increase from 12.3% for the period 2019/20.
The percentage of black, Asian and minority ethnic staff at band 1- 7 and above is 17.7%, which is an increase from 15.0% for 2019/20.
The percentage of black, Asian and minority ethnic staff at band 7 and above has increased to 13.2% from 11.4% in 2019/20. 
The percentage of black, Asian and minority ethnic staff at band 8 and above has increased to 11.1% from 8.7% in 2019/20.
There continues to be under-representation of black, Asian and minority, ethnic staff at more senior levels, especially at band 8d and above. On March 31st, 2021, there were no staff in band 9 roles, with all staff at that level self-declaring as white, and only 4 black, Asian and minority, ethnic staff at band 8d.
[bookmark: _Toc91680051][bookmark: _Toc92376137][bookmark: _Toc92445018]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, via ESR, and are regularly encouraged to do so.
There were 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.
A comparison of the equality profiles of candidates for this period with those from 2019/20 shows small improvements in application/appointment figures for some groups, including an increase in the percentage of successful applications from Asian or Asian British candidates. There were also improvements for those self-declaring as gay or lesbian.
However, the data also shows continued challenges with attracting and appointing candidates from groups currently under-represented at NICE, particularly those from a black, Asian and minority ethnic background. 
For the period 2020/21, there were small decreases in the numbers of applications from black or black British candidates, as well as those from an Asian or Asian British background.
Candidates from these groups were also significantly less likely to be appointed following interview than white candidates. Our data tells us that interviewees from a black or black British background faired especially unfavourably during the period 2020/21, with white candidates being 5 times more likely to be appointed following interview. 
The data relating to interview is especially concerning and suggests that race and ethnicity may be a significant factor in whether or not a candidate is appointed following interview. 
Key findings with regard to the equality profiles of applicants, interviewees and appointees for 2020/21 include: 
[bookmark: _Toc92445019]
Ethnicity
[bookmark: _Toc91680052][bookmark: _Toc92376138]Table 18: Application, interview and appointment data for black, or black British, and Asian or Asian British candidates
Please note: bracketed percentages are for 2019/20
	Ethnicity
	Applications (% of total applications)
	Invited to Interview (% of total invited to interview)
	Appointed (% of total appointments)
	Difference in % interviewed and % appointed (% points)
	Relative likelihood of white candidate being appointed from interview

	White
	52.% (51%)  
	68% (61%)
	77% (85%)
	+9 (+24)
	n/a

	Asian/ Asian British
	22% (23%)
	15.% (16%)
	11% (5%)
	(-4) (-11)
	1.5 (4.8)

	Black/ Black British
	13.5% (15%)
	8% (11%)
	2% (3%)
	(-6) (-8)
	4.8 (5.4)



[bookmark: _Toc92445020]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)
[bookmark: _Toc92445021]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 6.9% of those appointed declared a disability. 
[bookmark: _Toc92445022]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. 
[bookmark: _Toc92445023][bookmark: _Toc92376139]Appendix 3: Workforce Race and Disability Equality Standards 
[bookmark: _Toc90888193][bookmark: _Toc91680054][bookmark: _Toc92376140][bookmark: _Toc92445024]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 2019, 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 staff, and, 
· to improve black, Asian, and minority ethnic representation at the Board level of the organisation.
The NHS Workforce Disability Equality 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. NICE, together with other ALBs, first submitted WDES data in 2020, for the period 2019/20.
[bookmark: _Toc90888194][bookmark: _Toc91680055][bookmark: _Toc92376141][bookmark: _Toc92445025]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. 
[bookmark: _Toc90888195][bookmark: _Toc91680056][bookmark: _Toc92376142]Improved data capture in 2020/21
As indicated in last year’s Annual Equality Report, we have made a number of changes to our Annual Staff Survey questionnaire to enable us to better fulfil reporting for the WRES and WDES.
[bookmark: _Toc91680057][bookmark: _Toc92376143]Insights from our 2020/21 WRES and WDES data
Since 2019, NICE has participated in the NHS Workforce Race Equality Standard (WRES); in 2020, we 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.
In 2020 the HR team submitted returns to NHS England and Improvement (NHSE/I) for both the WRES and WDES for the period 2019/20, as requested. We are still awaiting a publication date for the WRES and WDES national reports for 2020, which in both cases have been delayed due to the COVID-19 pandemic.
The WRES and WDES teams have also postponed data collection for the period 2020/21. To ensure consistency in our own reporting, and as an aid to action planning, we have decided to produce WRES and WDES data sets for our own use. These will be published as a part of this Annual Equality Report on our website, accepting they will be available to public scrutiny without the context of benchmarking from other arm’s length bodies (ALBs).
Key insights from our WRES and WDES data for 2020/21 is given below. Where possible and useful, we give comparative data from previous WRES and WDES collections. However, it should be noted that our Annual Staff Survey for 2020 was postponed due to COVID-19, so we are unable to give comparative data for those metrics which are drawn from that source. 
In common with data relating to our new workforce equality objectives, the key findings from our WRES and WDES data collection for 2020/21 are disappointing, and, at times, make for uncomfortable reading.
They show small improvements in the representation of black, Asian and minority ethnic and disabled staff, and raise concerns about the employee experience of staff from these groups. It is especially concerning that there has been a 5-fold increase in the percentage of black, Asian and minority ethnic staff reporting personal experiences of discrimination, and that 16% of those self-identifying as disabled report being bullied in the past 12 months (in contrast to 4% of non- disabled staff).
As elsewhere in this report, data should be seen in the context of improving declaration rates and, in the case of ER cases, small numbers. 
[bookmark: _Toc91680058][bookmark: _Toc92376144][bookmark: _Toc92445026]Key insights for the WRES 2020/21
Our WRES data for this year suggests small improvements in the percentage of self-reported black, Asian and minority ethnic staff at bands 1-7, and band 8a and above, as compared to last year. However, black, Asian and minority ethnic staff continue to be underrepresented at senior levels, and especially at band 8d and above. It is notable that since we began reporting against the WRES in 2019, we have been unable to report any black, Asian and minority ethnic staff at band 9 or very senior manager (VSM) level. 
According to the WRES calculations, white interview candidates are 1.70 times more likely to be appointed after interview than people from black, Asian and minority ethnic backgrounds, which has decreased from 3.38 times more likely in 2019/20, and 3.19 in 2018/19.
In 2020/21, 4% of white staff and 10% of black, Asian and minority ethnic staff reported experiencing harassment, bullying or abuse from staff within the last 12 months. In 2018/19, when we last reported against this metric, the figures were 6% and 10% respectively.
According to our data, 2% of white staff and 10% of black, Asian and minority ethnic staff reported experiencing discrimination in 2020/21. For 2018/19, when we last reported this metric, the percentages were 2% for both black, Asian and minority ethnic and white staff. 
31% of black, Asian and minority ethnic staff reported that they felt there were equal opportunities; the percentage for white staff was 48%. This is the first time we have been able to report against this metric, so no comparative data is available.
There were no staff from a black, Asian and minority ethnic background involved in a disciplinary process in 2020/21, which is the same as 2019/20.
[bookmark: _Toc91680059][bookmark: _Toc92376145][bookmark: _Toc92445027]Key insights for the WDES 2020/21
Our WDES data for this year suggests a small improvement in the percentage of self-reported disabled staff at senior levels, notably at band 9, compared to last year. However, disabled staff continue to be underrepresented at bands 8c, 8d and VSM levels. Disabled staff are currently over-represented at bands 3 and 4. 
According to the WDES calculations, in the period 2020/21 applicants with disabilities had a similar likelihood of being appointed after interview, compared to non-disabled applicants. This is the same as for 2019/20.
For the period 2020/21, 16% of disabled staff reported having personally experienced bullying in the workplace, in contrast to 4% for non-disabled staff. 
35% of disabled staff and 46% of non-disabled staff believe that NICE provides equal opportunities with regard to career progression or promotion.
54% of disabled staff report that they are satisfied with the extent to which NICE values their work. The percentage is 62% for non-disabled staff.
In the past 2 years, no staff who have declared a disability were involved in a formal capability procedure.
[bookmark: _Toc90888196][bookmark: _Toc91680060][bookmark: _Toc92376146][bookmark: _Toc92445028]Our WRES results for 2020/21
Here are the key findings against the 9 WRES metrics, which is based on our workforce data for the 2020/21 financial year, and data from NICE’s Annual Staff Survey 2021.
[bookmark: _Toc90888197][bookmark: _Toc91680061][bookmark: _Toc92376147]WRES Indicator 1: Percentage of black, Asian, and minority ethnic staff in each band and Very Senior Managers (VSM) compared with the percentage of staff in the overall workforce 
This metric examines the diversity of the workforce in respect of race, comparing percentages of staff across grades. 


[bookmark: _Toc90888198][bookmark: _Toc91680062][bookmark: _Toc92376148]Chart 1: Race profile across grades

Chart 1 shows the race profile of our staff across salary grades. Staff from black, Asian and minority ethnic backgrounds are underrepresented in senior roles, and especially at bands 8d and above.

[bookmark: _Toc90888199][bookmark: _Toc91680063][bookmark: _Toc92376149][bookmark: _Toc92445029]WRES Indicator 2: Relative likelihood of staff being appointed after interview across all posts
[bookmark: _Toc90888200][bookmark: _Toc91680064][bookmark: _Toc92376150]This indicator examines whether applicants from black, Asian and minority ethnic 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 1.70 times more likely to be appointed after interview than people from black, Asian and minority ethnic backgrounds.
[bookmark: _Toc90888201][bookmark: _Toc91680065][bookmark: _Toc92376151]WRES Indicator 3: Relative likelihood of staff entering the formal disciplinary process 
This indicator examines the relative likelihood of employees from black, Asian and minority ethnic 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 black, Asian and minority ethnic background involved in a disciplinary process (which is the same as for the period 2019/20).
[bookmark: _Toc90888202][bookmark: _Toc91680066][bookmark: _Toc92376152]WRES Indicators 4 to 8
Data for indicators 4 to 8 is provided by the Annual Staff Survey 2021. It should be noted that our annual survey for 2020 was postponed due to COVID-19, so comparisons with last year are not available. 

[bookmark: _Toc90888203][bookmark: _Toc91680067][bookmark: _Toc92376153]WRES Indicator 4: Relative likelihood of staff accessing non-mandatory training and career progression development (CPD)
According to data taken from our Annual Staff Survey, the relative likelihood of black, Asian and minority ethnic background and white staff accessing non-mandatory development and training is about the same (white staff are 1.14% more likely to access).
[bookmark: _Toc90888204][bookmark: _Toc91680068][bookmark: _Toc92376154]WRES Indicators 5 and 6: Percentage of staff experiencing harassment, bullying or abuse in the last 12 months (5: Externally focussed and 6: Internally focussed).
 10% of black, Asian and minority ethnic staff and 4 % of white staff reported experiencing harassment, bullying or abuse from staff within the last 12 months. No staff from these groups reported abuse from the public.
[bookmark: _Toc90888205][bookmark: _Toc91680069][bookmark: _Toc92376155]WRES Indicator 7: Percentage of staff believing that NICE provides equal opportunities for career progression or promotion. 
31% of black, Asian and minority, ethnic staff reported that they felt there were equal opportunities; the percentage for white staff was 48%.
[bookmark: _Toc90888206][bookmark: _Toc91680070][bookmark: _Toc92376156]WRES Indicator 8: This indicator looks at the percentage of staff who have personally experienced discrimination at work from their manager, team leader or other colleagues.
For this period, 10% of black, Asian and minority ethnic staff reported having experienced discrimination, with 73% reporting that the discrimination came from a manager, 36% from colleagues. For white staff, the percentage was 2% (54% from managers; 58% from colleagues).
[bookmark: _Toc90888207][bookmark: _Toc91680071][bookmark: _Toc92376157]WRES Indicator 9: Percentage difference between the organisations’
[bookmark: _Toc90888208][bookmark: _Toc91680072][bookmark: _Toc92376158]Board voting membership and its overall workforce.
This indicator considers if the respective percentage of self-declared black, Asian and minority ethnic employees on the voting Board is lower than the overall black, Asian and minority ethnic workforce percentage, according to data held in our ESR system and by the Department of Health and Social Care who are responsible for non-executive appointments.
We have an incomplete data set for this metric with regard to our NEDs, so are not submitting a return as per the full WRES template. 
The figures for our voting executive team are presented in Table 18
[bookmark: _Toc91680073][bookmark: _Toc92376159]Table 19: Voting Board membership as of 31 March 2021
	
	Black, Asian and minority ethnic
	White
	Unknown

	Voting Executive Members
	0
	100%
	0



[bookmark: _Toc90888209][bookmark: _Toc91680074][bookmark: _Toc92376160][bookmark: _Toc92445030]Our WDES data
Below are the key findings against the 10 WDES metrics, which is based on our workforce data for the 2020/21 financial year.
[bookmark: _Toc90888210][bookmark: _Toc91680075][bookmark: _Toc92376161]WDES Indicator 1: Percentage of staff in each band and VSM compared with the percentage of staff in the overall workforce.
5.9% of NICE’s staff have declared a disability, which is an increase on the previous year (31 staff, or 4.5%). 






[bookmark: _Toc90888211][bookmark: _Toc91680076][bookmark: _Toc92376162]Chart 3: Disability profile across pay bands

Disabled staff are over-represented in bands 3 and 4, and under-represented at bands above 8c (except band 9) 
[bookmark: _Toc90888212][bookmark: _Toc91680077][bookmark: _Toc92376163]WDES Indicator 2: Relative likelihood of staff being appointed after interview across all posts.
For the period 2020-2021, applicants with disabilities had a similar relative likelihood of being appointed following interview, compared to non-disabled applicants (non-disabled staff were 1.05 times more likely to be appointed). There is no change, in this respect, from last year.
[bookmark: _Toc90888213][bookmark: _Toc91680078][bookmark: _Toc92376164]
Chart 4: Disability profile across recruitment stages

[bookmark: _Toc90888214][bookmark: _Toc91680079][bookmark: _Toc92376165]WDES Indicator 3: Relative likelihood of 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, 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.
[bookmark: _Toc90888215][bookmark: _Toc91680080][bookmark: _Toc92376166]WDES indicators 4a to 9a
Data for indicators 4a to 9a is provided by the Annual Staff Survey 2021. It should be noted that our annual survey for 2020 was postponed due to COVID-19, so comparisons with last year are not available. 
[bookmark: _Toc90888216][bookmark: _Toc91680081][bookmark: _Toc92376167]WDES Indicator 4a: Percentage of staff experiencing harassment, bullying or abuse from the public, managers and other colleagues
16% of disabled staff reported having personally experienced bullying for the period 2020/21, in contrast to 4% for non-disabled staff. 
Disabled staff who had experienced bullying reported that the source was a manager/team leader in 67% of cases, or a colleague in 56% of instances. For non-disabled staff, the percentage was 35% from a manager, and 57% for a colleague. 
No disabled staff reported having experienced bullying from a member of the public.
[bookmark: _Toc90888217][bookmark: _Toc91680082][bookmark: _Toc92376168]WDES Indicator 4b: Percentage of staff saying that the last time they experienced harassment, bullying or abuse at work, they or a colleague reported it.
22% of disabled staff say that they reported the last instance of bullying that they experienced; for non-disabled staff, the figure is 35%.
[bookmark: _Toc90888218][bookmark: _Toc91680083][bookmark: _Toc92376169]WDES Indicator 5: Percentage of staff believing that the organisation provides equal opportunities for career progression or promotion.
35% of disabled staff and 46% of non-disabled staff believe that NICE provides equal opportunities with regard to career progression or promotion.
[bookmark: _Toc90888219][bookmark: _Toc91680084][bookmark: _Toc92376170]WDES Indicator 6: Percentage of staff saying that they have felt pressure from their manager to come to work, despite not feeling well enough to perform their duties.
52% of disabled staff had felt pressure to come into work, with the pressure coming from their manager in 32% of cases. This compares to 30% of non-disabled staff feeling pressure, with 35% reporting that the pressure came from their manager.
[bookmark: _Toc90888220][bookmark: _Toc91680085][bookmark: _Toc92376171]WDES Indicator 7: Percentage of staff saying that they are satisfied with the extent to which their organisation values their work.
54% of disabled staff are satisfied with the extent to which NICE values their work. The percentage is 62% for non-disabled staff.
[bookmark: _Toc90888221][bookmark: _Toc91680086][bookmark: _Toc92376172]WDES Indicator 8: Percentage of disabled staff saying that their employer has made adequate adjustment(s) to enable them to carry out their work
78% of disabled staff who had indicated that they needed adjustments had received them. 
[bookmark: _Toc90888222][bookmark: _Toc91680087][bookmark: _Toc92376173]WDES indicator 9a: The staff engagement score 
This metric is measured using the Annual Staff Survey Employee Engagement Index (EEI).
The staff engagement score for disabled staff is 75/100 and 80/100 for non-disabled staff.
[bookmark: _Toc90888223][bookmark: _Toc91680088][bookmark: _Toc92376174]WDES indicator 9b: Has your organisation taken action to facilitate the voices of disabled staff in your organisation to be heard? 
In the period to March 31st, 2020- 2021, we actively solicited the views of disabled staff across our people workstreams, for example when developing our organisational EDI objectives and EDI Action Plan for 2021/22.
Since then, we have been taking every opportunity to build the voices of disabled staff into everything we do, our new approach to equality impact assessment, launched in April 2021, for example, explicitly encourages staff to engage with disabled staff when planning any workforce change activity. In October 2021 staff launched a new network for disabled staff, the Disability Advocacy and Wellbeing Network (DAWN).
[bookmark: _Toc90888224][bookmark: _Toc91680089][bookmark: _Toc92376175]WDES Indicator 10: Percentage difference between the organisation’s Board voting and executive 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 19 below are auto calculated using a formula created by the WDES team.
We have an incomplete data set for this metric with regard to our NEDs, so are submitting data for our Executive members only. 



[bookmark: _Toc90888225][bookmark: _Toc91680090][bookmark: _Toc92376176]Table 20: Voting and Executive Board membership as of 31 March 2021
	
	Disabled
	Non-disabled
	Unknown

	Executive membership
	0
	100%
	0

	Difference (executive membership– overall workforce
	6%
	13%
	-7%





[bookmark: _Toc92376177][bookmark: _Toc92445031]Appendix 4: Breakdown of workforce by protected characteristic (as of March 31st 2021)
[bookmark: _Toc90888227][bookmark: _Toc91680092][bookmark: _Toc92376178]The total staff headcount on March 31st was 728.
	[bookmark: _Toc90888228][bookmark: _Toc91680093][bookmark: _Toc92376179]Age
	Headcount
	% of workforce 

	[bookmark: _Toc90888229][bookmark: _Toc91680094][bookmark: _Toc92376180]20 and under
	4
	0.4

	[bookmark: _Toc90888230][bookmark: _Toc91680095][bookmark: _Toc92376181]21-25
	24
	3.3

	[bookmark: _Toc90888231][bookmark: _Toc91680096][bookmark: _Toc92376182]26-30
	81
	11.1

	[bookmark: _Toc90888232][bookmark: _Toc91680097][bookmark: _Toc92376183]31-35
	106
	14.5

	[bookmark: _Toc90888233][bookmark: _Toc91680098][bookmark: _Toc92376184]36-40
	161
	22.1

	[bookmark: _Toc90888234][bookmark: _Toc91680099][bookmark: _Toc92376185]41-40
	120
	16.6

	[bookmark: _Toc90888235][bookmark: _Toc91680100][bookmark: _Toc92376186]46-50
	91
	12.5

	[bookmark: _Toc90888236][bookmark: _Toc91680101][bookmark: _Toc92376187]51-55
	73
	10.1

	[bookmark: _Toc90888237][bookmark: _Toc91680102][bookmark: _Toc92376188]56-60
	52
	7.3

	[bookmark: _Toc90888238][bookmark: _Toc91680103][bookmark: _Toc92376189]61-65
	12
	1.6

	[bookmark: _Toc90888239][bookmark: _Toc91680104][bookmark: _Toc92376190]66-70
	4
	0.6

	[bookmark: _Toc90888240][bookmark: _Toc91680105][bookmark: _Toc92376191]Total
	728
	





	[bookmark: _Toc90888241][bookmark: _Toc91680106][bookmark: _Toc92376192]Ethnic Group
	Headcount
	% of workforce

	[bookmark: _Toc90888242][bookmark: _Toc91680107][bookmark: _Toc92376193]Black, Asian and minority ethnic
	107
	14.7%

	[bookmark: _Toc90888243][bookmark: _Toc91680108][bookmark: _Toc92376194]Not Declared
	36
	5.0%

	[bookmark: _Toc90888244][bookmark: _Toc91680109][bookmark: _Toc92376195]White
	585
	80.4%

	[bookmark: _Toc90888245][bookmark: _Toc91680110][bookmark: _Toc92376196]Total 
	728
	



	[bookmark: _Toc90888246][bookmark: _Toc91680111][bookmark: _Toc92376197]Disability
	Headcount 
	% of workforce

	[bookmark: _Toc90888247][bookmark: _Toc91680112][bookmark: _Toc92376198]No
	634
	87.1%

	[bookmark: _Toc90888248][bookmark: _Toc91680113][bookmark: _Toc92376199]Not Declared
	49
	6.7%

	[bookmark: _Toc90888249][bookmark: _Toc91680114][bookmark: _Toc92376200]Yes
	45
	6.2%

	[bookmark: _Toc90888250][bookmark: _Toc91680115][bookmark: _Toc92376201]Total
	728
	 



	[bookmark: _Toc90888251][bookmark: _Toc91680116][bookmark: _Toc92376202]Gender
	Headcount 
	% of workforce

	[bookmark: _Toc90888252][bookmark: _Toc91680117][bookmark: _Toc92376203]Female
	520
	71.0%

	[bookmark: _Toc90888253][bookmark: _Toc91680118][bookmark: _Toc92376204]Male
	208
	28.1%

	[bookmark: _Toc90888254][bookmark: _Toc91680119][bookmark: _Toc92376205]Total
	728
	 





	[bookmark: _Toc90888255][bookmark: _Toc91680120][bookmark: _Toc92376206]Religious Belief
	[bookmark: _Toc90888256][bookmark: _Toc91680121][bookmark: _Toc92376207]Headcount
	[bookmark: _Toc90888257][bookmark: _Toc91680122][bookmark: _Toc92376208]% of workforce

	Atheism
	201
	27.6%

	Buddhism
	5
	0.7%

	Christianity
	252
	34.6%

	Hinduism
	14
	1.9%

	Islam
	22
	3.0%

	Jainism
	2
	0.3%

	Judaism
	3
	0.4%

	Other
	79
	10.9%

	Sikhism
	4
	0.6%

	Not declared
	146
	20.1%

	Grand Total
	728
	 

	
	
	



	Sexual Orientation
	
	% of workforce

	Bisexual
	17
	2.3%

	Gay or Lesbian
	25
	3.4%

	Heterosexual or Straight
	589
	80.9%

	Other sexual orientation not listed
	2
	0.3%

	Undecided
	1
	0.1%

	Not declared
	94
	12.9%

	Grand Total
	728
	 




[bookmark: _Toc92376211][bookmark: _Toc92445032]Appendix 5: Abbreviations
	[bookmark: _Toc90888261][bookmark: _Toc91680126][bookmark: _Toc92376212]Abbreviation
	[bookmark: _Toc90888262][bookmark: _Toc91680127][bookmark: _Toc92376213]Description

	[bookmark: _Toc90888263][bookmark: _Toc91680128][bookmark: _Toc92376214]ALBs
	[bookmark: _Toc90888264][bookmark: _Toc91680129][bookmark: _Toc92376215]Arm’s length bodies

	[bookmark: _Toc90888265][bookmark: _Toc91680130][bookmark: _Toc92376216]APG
	[bookmark: _Toc90888266][bookmark: _Toc91680131][bookmark: _Toc92376217]Antimicrobial prescribing guidance

	[bookmark: _Toc90888267][bookmark: _Toc91680132][bookmark: _Toc92376218]CG
	[bookmark: _Toc90888268][bookmark: _Toc91680133][bookmark: _Toc92376219]Clinical guideline

	[bookmark: _Toc90888269][bookmark: _Toc91680134][bookmark: _Toc92376220]CPD
	[bookmark: _Toc90888270][bookmark: _Toc91680135][bookmark: _Toc92376221]Career Progression Development

	[bookmark: _Toc90888271][bookmark: _Toc91680136][bookmark: _Toc92376222]CQC
	[bookmark: _Toc90888272][bookmark: _Toc91680137][bookmark: _Toc92376223]Care Quality Commission

	[bookmark: _Toc90888273][bookmark: _Toc91680138][bookmark: _Toc92376224]DAWN
	[bookmark: _Toc90888274][bookmark: _Toc91680139][bookmark: _Toc92376225]Disability Advocacy and Wellbeing Network

	[bookmark: _Toc90888275][bookmark: _Toc91680140][bookmark: _Toc92376226]DG
	[bookmark: _Toc90888276][bookmark: _Toc91680141][bookmark: _Toc92376227]Diagnostics guidance

	[bookmark: _Toc90888277][bookmark: _Toc91680142][bookmark: _Toc92376228]EDI
	[bookmark: _Toc90888278][bookmark: _Toc91680143][bookmark: _Toc92376229]Equality, Diversity and Inclusion

	[bookmark: _Toc90888279][bookmark: _Toc91680144][bookmark: _Toc92376230]EEI
	[bookmark: _Toc90888280][bookmark: _Toc91680145][bookmark: _Toc92376231]Employee Engagement Index

	[bookmark: _Toc90888281][bookmark: _Toc91680146][bookmark: _Toc92376232]EIA
	[bookmark: _Toc90888282][bookmark: _Toc91680147][bookmark: _Toc92376233]Equality Impact Assessment

	[bookmark: _Toc90888283][bookmark: _Toc91680148][bookmark: _Toc92376234]ER
	[bookmark: _Toc90888284][bookmark: _Toc91680149][bookmark: _Toc92376235]Employee Relations

	[bookmark: _Toc90888285][bookmark: _Toc91680150][bookmark: _Toc92376236]ESR
	[bookmark: _Toc90888286][bookmark: _Toc91680151][bookmark: _Toc92376237]Electronic Staff Record

	[bookmark: _Toc90888287][bookmark: _Toc91680152][bookmark: _Toc92376238]ET
	[bookmark: _Toc90888288][bookmark: _Toc91680153][bookmark: _Toc92376239]Executive Team

	[bookmark: _Toc90888289][bookmark: _Toc91680154][bookmark: _Toc92376240]FTE
	[bookmark: _Toc90888290][bookmark: _Toc91680155][bookmark: _Toc92376241]Full-Time Equivalent

	[bookmark: _Toc90888291][bookmark: _Toc91680156][bookmark: _Toc92376242]GUT
	[bookmark: _Toc90888292][bookmark: _Toc91680157][bookmark: _Toc92376243]Guideline updates team

	[bookmark: _Toc90888293][bookmark: _Toc91680158][bookmark: _Toc92376244]HR
	[bookmark: _Toc90888294][bookmark: _Toc91680159][bookmark: _Toc92376245]Human Resources

	[bookmark: _Toc90888295][bookmark: _Toc91680160][bookmark: _Toc92376246]HST
	[bookmark: _Toc90888296][bookmark: _Toc91680161][bookmark: _Toc92376247]Highly specialised technologies guidance

	[bookmark: _Toc90888297][bookmark: _Toc91680162][bookmark: _Toc92376248]IPG
	[bookmark: _Toc90888298][bookmark: _Toc91680163][bookmark: _Toc92376249]Interventional procedures guidance

	[bookmark: _Toc90888299][bookmark: _Toc91680164][bookmark: _Toc92376250]LGBTQ+
	[bookmark: _Toc90888300][bookmark: _Toc91680165][bookmark: _Toc92376251]Lesbian, Gay, Bisexual, Transgender, Queer and others

	[bookmark: _Toc90888301][bookmark: _Toc91680166][bookmark: _Toc92376252]LTR
	[bookmark: _Toc90888302][bookmark: _Toc91680167][bookmark: _Toc92376253]Labour Turnover Rate

	[bookmark: _Toc90888303][bookmark: _Toc91680168][bookmark: _Toc92376254]MTG
	[bookmark: _Toc90888304][bookmark: _Toc91680169][bookmark: _Toc92376255]Medical technologies guidance

	[bookmark: _Toc90888305][bookmark: _Toc91680170][bookmark: _Toc92376256]NED
	[bookmark: _Toc90888306][bookmark: _Toc91680171][bookmark: _Toc92376257]Non-executive Director

	[bookmark: _Toc90888307][bookmark: _Toc91680172][bookmark: _Toc92376258]NEDG
	[bookmark: _Toc90888308][bookmark: _Toc91680173][bookmark: _Toc92376259]NICE Equality and Diversity Group

	[bookmark: _Toc90888309][bookmark: _Toc91680174][bookmark: _Toc92376260]NHSE/I
	[bookmark: _Toc90888310][bookmark: _Toc91680175][bookmark: _Toc92376261]NHS England and Improvement

	[bookmark: _Toc90888311][bookmark: _Toc91680176][bookmark: _Toc92376262]PHG
	[bookmark: _Toc90888312][bookmark: _Toc91680177][bookmark: _Toc92376263]Public health guideline

	[bookmark: _Toc90888313][bookmark: _Toc91680178][bookmark: _Toc92376264]QS
	[bookmark: _Toc90888314][bookmark: _Toc91680179][bookmark: _Toc92376265]Quality standard

	[bookmark: _Toc90888315][bookmark: _Toc91680180][bookmark: _Toc92376266]REN
	[bookmark: _Toc90888316][bookmark: _Toc91680181][bookmark: _Toc92376267]Race Equality Network

	[bookmark: _Toc90888317][bookmark: _Toc91680182][bookmark: _Toc92376268]TA
	[bookmark: _Toc90888318][bookmark: _Toc91680183][bookmark: _Toc92376269]Technology appraisal guidance

	[bookmark: _Toc90888319][bookmark: _Toc91680184][bookmark: _Toc92376270]ToR
	[bookmark: _Toc90888320][bookmark: _Toc91680185][bookmark: _Toc92376271]Terms of Reference

	[bookmark: _Toc90888321][bookmark: _Toc91680186][bookmark: _Toc92376272]VSM
	[bookmark: _Toc90888322][bookmark: _Toc91680187][bookmark: _Toc92376273]Very Senior Manager

	[bookmark: _Toc90888323][bookmark: _Toc91680188][bookmark: _Toc92376274]WDES
	[bookmark: _Toc90888324][bookmark: _Toc91680189][bookmark: _Toc92376275]Workforce Disability Equality Standard

	[bookmark: _Toc90888325][bookmark: _Toc91680190][bookmark: _Toc92376276]WRES
	[bookmark: _Toc90888326][bookmark: _Toc91680191][bookmark: _Toc92376277]Workforce Race Equality Standard
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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	



Disabled	Band 1	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	M	&	D	VSM	0	0	9.0909090909090912E-2	0.16666666666666666	5.8823529411764705E-2	4.9180327868852458E-2	7.0484581497797363E-2	0.05	6.1855670103092786E-2	3.8461538461538464E-2	0	7.1428571428571425E-2	0	0	Non-disabled	Band 1	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	M	&	D	VSM	0	0.33333333333333331	0.27272727272727271	0.69047619047619047	0.80392156862745101	0.90163934426229508	0.89427312775330392	0.87857142857142856	0.91752577319587625	0.92307692307692313	0.97435897435897434	0.9285714285714286	1	0.8571428571428571	Not Disclosed	Band 1	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	M	&	D	VSM	1	0.66666666666666663	0.63636363636363635	0.14285714285714285	0.13725490196078433	4.9180327868852458E-2	3.5242290748898682E-2	7.1428571428571425E-2	2.0618556701030927E-2	3.8461538461538464E-2	2.564102564102564E-2	0	0	0.14285714285714285	



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	
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