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Delivery of Strategic Objectives
3 – Investing: We support our people to develop the skills and ways of working needed to deliver our mission, both now and in the future.	
Link to Board or Committee remit:	
This is linked to the Board’s role in monitoring SLAB’s performance.
Link to Risk Management:			
Our staff are our most valuable asset. Our People & OD policies, practices, and team are key to managing and mitigating the corporate risks 3, 4 and 7.  
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We consider this paper suitable for publication.	
Executive Summary:			
This report is written to update the Board on data that provides insight into the wellbeing, performance, and culture of SLAB.	
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Details: 	The last annual report was provided

Report
1.0	BACKGROUND
1.1 	The purpose of this report is to update the Board on the key activities that support the wellbeing of SLAB from an employee perspective. The report shows the key indicators that inform wellbeing and engagement across SLAB alongside the key activities that have taken place over the last year, as well as those that will be run by the People & OD team in the coming year.
1.2 	The people who work for SLAB are key to the delivery of our corporate objectives and as a result the key indicators in this report highlight the culture and engagement of the employee, which has a direct impact on our ability to deliver a high-quality service. 
1.3	Investing in our People is Corporate Objective 3. Including our Annual People Report is essential to ensuring transparency, accountability, and alignment with our corporate plan to highlight our diversity, equality, and inclusion. Providing insights into our workforce and team priorities demonstrates both delivery against our corporate objective and mitigation of risks around our staff.

2.0 	KEY INDICATORS 
2.0.1 	Several indicators are monitored to show the health and wellbeing of SLAB in terms of their employee engagement, performance, and culture. The purpose of monitoring is shown in the table and performance is discussed below.

	Data
	Purpose  

	Employee Profile
	Shows the demographics of our employees, informs succession planning, monitors our equalities and diversity, and provides recruitment insight.

	Employee Turnover
	An indicator of employee retention (split retire/leaver), insights to patterns (neither high not low good for SLAB), and highlights the cost of recruitment and training (expensive)

	Employee Sickness
	Understand the patterns and cost to absence, trace patterns to inform productivity, engagement, and leadership effectiveness.

	Number of discipline/ Grievance/performance cases
	Informs effectiveness level of engagement and leadership, and 
identifies patterns.

	Recruitment time to hire and number of vacancies
	Provides insight into how effectively we attract new talent. 

	Number of formal training days (recorded)
	Training is key to enhancing performance and investing in employees.

	Gender Pay Gap
	Statutory requirement which shows the mean and median gender gap for hourly pay, as well as informs policies and practices when seeking to attract and retain a diverse workforce.



2.1	Summary
2.1.1 Despite a challenging year in terms of workload for the People & OD team, data shows that the steps we have taken over the last year are having a positive impact. The implementation of the Job Evaluation and Grading Project, whilst challenging, appears to have had little impact on absence or turnover. Having the leadership and development programme in place to support changes that we have faced, and will continue to face, has provided a framework for us to build on as we develop. We have made positive steps this year and will continue to monitor their impact as we implement further developments. I would like to acknowledge the hard work and resilience of the People & OD team, which I am very proud to lead.

2.2 	Employee Profile

Figure 1. Number of employees by age as of 31 March 2025					
 

Figure 2. Number of employees by length of service as 31 March 2025


2.2.1 	Looking at age and length of service of employees in SLAB, 70% are over 40 and 54% have over 11 years’ service. This is a continuation of the pattern we saw last year. However, 39% of employees have between one and five years’ service, indicating that we can attract new employees to the organisation. Despite this, only 3% of our employees are in the under 25 age bracket, suggesting that we may need to look at how we recruit and attract younger individuals into SLAB to provide a more balanced tenure, and further consider our approach to skills sharing and succession planning. Client Legal Services have recently recruited several trainees. We will look to explore this kind of approach further through workforce planning to ensure that we have entry level jobs and development opportunities available to support a younger workforce. 
2.2.2 	Despite almost half of all staff having joined us in the last ten years, it remains the case that many employees stay with SLAB for a significant part of their career. This could be to do with the niche legal aid skills and knowledge that employees develop working for SLAB, which is positive as there is a lot of knowledge and expertise held within SLAB. In addition, the new policy development, Job Evaluation and Grading Project, and work on employee wellbeing continues to promote SLAB as a good employer. The negative of long tenure is that it can make change more challenging, as some people use past experience as a predictor of the future. It also leads to certain pockets of expertise that may be difficult to replace because of the knowledge acquired by an individual. It can also mean that some highly specialised staff may not consider themselves to have transferable skills and so may stay with SLAB not through explicit choice but due to lack of perceived options for external career development. However, the GALA program and systems development, along with workforce planning, will look to address these potential challenges over the coming years.

2.3 	Employee Turnover
2.3.1	Our employee turnover has increased slightly from 6.1% in 2023-24 to 6.9%, with the most common reason for leaving continuing to be retirement. This is to be expected given our age demographic. This turnover figure also reiterates the points made above that SLAB is a place that people can remain for much of their career.
2.3.2 	We lost several PDSO solicitors due to several factors within the profession in 2022, and in 2023 we also experienced an increased turnover within CLAO. The work done with the Job Evaluation and Grading Project removed the recruitment and retention allowance from PDSO and aligned CLAO and PDSO, incorporating allowances into the salaries of Grade 6 and 7. While we were concerned COPFS were recruiting and that their salaries, while more aligned, remain higher, we have so far not experienced another increase in turnover within PDSO because of this.   
2.3.3 	The 6.9% turnover figure is not a concern as a healthy organisation should always have a level of turnover. The UK national figure for employee turnover in 2024 is predicted to be as high as 34% (CIPD) and the rate varies from sector to sector. The comparatively low turnover also suggests that SLAB has a positive culture where people wish to stay, often for some time. 

2.4 	Employee Sickness 
2.4.1 	The absence rate for SLAB is 3.6% which equates to 9.4 days lost per Whole time Equivalent (WTE). This is a decrease in days from 2023-24 where we had 4.8% (11.6 days) lost per WTE.
2.4.2	This is a positive decrease, which reflects the proactive approach managers are taking to absence management with support from the People & OD team. We introduced a new sickness absence policy in July 2023 and have trained all managers on implementation. This is having a positive impact as it has reduced the number of long-term absence (over 28 days). Our absence percentage is made up of 1.21% short-term (under 28 days) and 2.42% long-term absence. 
2.4.3	We will continue to monitor the sickness levels within SLAB. Sickness levels across the UK are seeing an increase (CIPD), and our levels are higher than we would like and have an impact on some operational areas. Our absence rates are lower when compared to Scottish Government who are sitting at 3.8% absences for Q4 2024 (SLAB 3.6%). The Office of National Statistics (ONS) has not yet published figures for 2024.
2.4.6 	There continues to be an increasing prevalence of mental health related absence which might suggest a broader concern with employee wellbeing, but this does not appear to be supported by the wider evidence we have. For example, the employee survey uses the PERMA index to measure the extent to which employees are flourishing in the workplace. The model is based around five dimensions, and calculates a derived statistic based on five questions:
1) Positive emotion: Overall how satisfied are you with your life nowadays?
2) Engagement: I am interested in my work.
3) Relationships: The people in my team can be relied upon to help when things get difficult in my job.
4) Meaning: Overall to what extent do you feel things in your life are worthwhile?
5) Accomplishments: My work gives me a sense of personal accomplishment.

2.4.7	Using the Civil Service People Survey (CSPS) model, SLAB currently has a PERMA index of 76%. The CSPS 2022 PERMA Index UK benchmark is 73%.
2.4.8	We are continuing to heavily utilise our Occupational Health provision through our supplier Optima Health. The People & OD team have made 53 OH referrals from April 2024 to March 2025. These OH referrals aim to support employees experiencing ill health or provide proactive wellbeing and neurodiversity support. These are not all individual cases, multiple referrals may be made during longer-term absences or proactive wellbeing management. 
2.4.9 	We continue to use our Employee Assistance Provider, First Psychology, to provide counselling and Cognitive Behavioural Therapy (CBT) sessions for colleagues. Colleagues also have access to a 24/7 confidential helpline where they can access professional support; this service is provided as part of our EdenRed benefits package. We continue to work with Headtorch to deliver mental health awareness training to equip managers with the skills to proactively manage wellbeing and reduce sickness absence.
2.4.10 	The total number of referrals to First Psychology because of an OH recommendation or self-referral from April 2024 to March 2025 was 15. This includes referrals for Counselling, CBT and Keep Well Sessions. 

2.5 	Disciplinary Grievance and Performance Cases
2.5.1	We have had five formal grievances raised during 2023-24, one in relation to the Job Evaluation and Grading Project, and the remaining four in relation to our Solicitor Contact Line (SCL). This is an area of the organisation that we have worked with and continue to do so to resolve concerns around working practices which differ from much of SLAB, as SCL delivers a 24/7 service. We also had three informal grievances which were resolved, one in relation to the Job Evaluation and Grading Project, and a further two were related to working relationships.
2.5.2 	There has been no formal disciplinary action taken during the year 2024-25.
2.5.3	While we have had no formal performance management cases, there have been two cases dealt with informally. Often cases may present as performance. However, there can be a component of absences from sickness or a protected characteristic under the Equality Act that through exploration has allowed this case to be resolved at the informal stage.

2.6 	Recruitment
2.6.1	We continue to recruit several new employees: we advertised 41 posts last year and filled 39, with three currently being actively recruited.
2.6.2 	The time to fill a vacancy from opening to offer for grades three and above is 13.6 weeks (CIPD metric is 6.4 weeks). Our investment in the recruitment portal from Oracle Cloud, as per our priorities for this year, should allow us to speed up this process. While there is no evidence to suggest this, we may be losing quality candidates due to the time it takes us to hire: the implementation of our new recruitment portal should enable us to track this more effectively. For the 39 posts filled, we had 785 applicants. This suggests that our recruitment activity is effective. 
2.6.3. 	In looking at the profile of the applicant pool for 2024-25, across various protected characteristics, minority groups (for instance, white and non-white ethnic minorities, persons following an ‘other religion or belief’, and LGBTQ people) tend to be better represented than within the existing SLAB workforce, suggesting that SLAB is successfully attracting a diverse applicant pool. 
2.6.4.   However, in looking at recruitment outcomes, these groups also tended to be somewhat less likely to be appointed. For instance, whilst persons declaring ‘other national identity’ made up 20-25% of applicants, they comprised only 10-15% of those appointed (it should be noted that this was not the case for all protected characteristics, however). This may have an impact on the rate at which SLAB’s workforce profile changes. All recruiting managers must now complete unconscious bias training. We will look to investigate this further to see what barriers may be preventing these groups from being successfully recruited.
2.7 	Learning and Development
2.7.1   From April 2024 to March 2025 167 formal training days were rolled out. The formal evaluations showed that all training courses were well received by delegates and met the training needs. 

Central Learning Plan 
2.7.2 	From April 2024 to March 2025, the total cost of the central training plan was £164,200. The core focus of the training plan was: 
· Leadership and Management Development (Think Works Leadership and Management Development programme, 1-1 Management Coaching) = 31%
· Training related to new people-related policies (Dignity at work workshops for all managers, domestic abuse awareness training for People & OD, and a domestic abuse webinar for all employees) = 11%
· Training resources and materials (Learning Management System, Cardinus health and safety system, and Vinci works e-learning content platform) = 13%
· Health and Wellbeing (Mental Health awareness, Health and Wellbeing conferences, resilience training) = 8%  
· Digital Skills = 6%.
2.7.3 	Additionally, there was a variety of ad hoc training courses covering counter fraud, call handling, report writing, statistics, presenting data, project and programme management, internal CPD sessions, health and safety, and first aid.   
2.7.4 	Over the next year we will be implementing our new Learning & Development Policy alongside continuing to invest heavily in upskilling our employees in a range of different areas including performance management, conflict resolution, facilitated conversations, and sexual harassment. This training has been identified because of policy development.

2.8	Gender pay gap
Figure 3. Proportion of male and females when divided into four pay quartiles by hourly rate
	
	Hourly rate
	Total
	Males
	Females
	Male %
	Female %

	Q1 
	13.17-15.93
	95
	34
	61
	35.8%
	64.2%

	Q2
	15.93-20.56
	95
	19
	76
	20.0%
	80.0%

	Q3
	20.56-28.19
	95
	35
	60
	36.8%
	63.2%

	Q4
	29.29-70.77
	95
	40
	55
	42.1%
	57.9%

	Total
	-
	380
	128
	252
	33.6%
	66.3%



2.8.1	In March 2025, our mean (average of salaries) gender pay gap for all employees (full and part time) was 7.3%. This figure shows that our mean gender pay gap has decreased from 9.6% in 2024, which demonstrates a positive move in the right direction. The gender pay gap for all employees in Scotland (using ONC/ASHE data) in 2024 was 8.3%, meaning SLAB is now outperforming the national position on this metric. The Job Evaluation and Grading Project has improved the position but has not changed the demographic of our employees.
2.8.3	The median hourly rate for men is £23.90 and for women is £19.68, resulting in a median gender pay gap as a % of men’s pay of 17.7%. This is unchanged from 2023.
2.8.4	The median pay gap is less prone to fluctuation than the mean. This is because the median (middle) hourly rate values for both men and women coincide with large clusters of employees at the tops of grades (grade four for women, grade five for men). For these medians to align would require significant change in one or more of the overall size, gender distribution, and grade profile of the organisation. The scale of change needed is unlikely to occur naturally, given our generally low turnover rate.
 2.8.5	SLAB has a significant majority of senior posts held by women, and we continue to have a higher proportion of women in the lower paid grades, particularly grades three and four that comprise almost the whole of quartile two.

3.0	2023-24 Activities
3.1 Our key activities from this year were:
· policy reviews: Dignity at Work, Domestic Abuse, Learning & Development, Grievance, and Performance Management
· the employee survey corporate action plan
· an investigation of value/purpose/desire to be a trauma informed organisation
· developing the first corporate workforce planning strategy
· revising staffing establishment and procedure guidance
· implementation of Oracle Recruitment.

4.0 	2024-25 PRIORITIES 
4.1 Projects prioritised for the forthcoming year are:
· policy reviews: Leave, Disciplinary, and Retirement procedures
· reviewing of our performance management framework and competency framework
· reviewing our employee benefits
· further developments for our leadership and development programme 
· workforce planning rollout to identified areas of the organisation
· further developments of Oracle functionality. 

Governance links 
Any relevant information linked to key heads of corporate governance.
1. Finance and resources 			
Delivery against corporate objective one – Investing in Our People – will be within available administration funding. Availability of employee resources to deliver is within the staffing establishment.
2. Risk	
Corporate risk 3, if we do not effectively recruit, retain, and develop our staff. Corporate risk 4 if our policies and procedures are not up to date, reviewed regularly or staff trained in them.  
Corporate risk 7 if there are changes in national legislation impact.
3. Legal and compliance
N/A.
4. Performance
The report covers the key indicators used to inform the wellbeing and performance of SLAB from a People perspective. 
5. Equalities impact
N/A.
6. Privacy impact and data protection
N/A.
Communications and engagement
This paper will be published. Key information is also included in the Annual Report and financial statements. GMB Union is a key stakeholder and engaged through Joint Consultative Committee meetings.
Conclusion and next steps 
The Board is asked to note:
a) the progress against the People Strategy, 
b) the key indicators for SLAB.
Appendix and/or further reading links
N/A.
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