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2025 results: Deep Dive

• These results show the picture for the whole organisation and show 
the 2025 Our Voice responses plus comparison to 2024 historical Our 
Voice responses

• There are benchmarks provided via the Qualtrics internal benchmarks 
for all other Qualtrics users, the UK Healthcare sector and (where 
applicable) the wider 2024 NHS Survey results 
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Overall response rate:

Our Voice 2024:
62% (+3)

NHS Staff 
Survey 2024:
50% (+15%)

Overall Core Engagement score:

Sentiment analysis:

Favourable Neutral Negative

Strongly 
disagree

Somewhat 

disagree

Neither 
agree or 
disagree

Somewhat 

agree
Strongly 

agree

FavourableNegative Neutral

Score methodology:

Headline metrics



Invited CompletedCentreInvited CompletedDirectorate

All Directorates achieving over 50% response rate.

Directorate Response Rate



Invited CompletedBand

Encouraging response 
from Bands 3 and 4 given 
the scale of these 
groups.

Response rate by band



Directorate Analysis

*Please note: On any line, some 
Directorates may share the same 
score but different colours. This is 
because the colour is influenced 
by the scores and colours of the 
questions that make up that 
driver. By expanding the view to 
reveal all the questions this is 
then visible.



Responses 
indicate 
engagement with 
our core purpose 
and values, and an 
understanding of 
our impact on the 
wider NHS system. 

Encouraging to 
see colleagues 
recognising their 
Wellbeing is being 
cared for by their 
Manager.

Top 5 Scoring Questions



Responses highlight an 
opportunity to improve 
colleagues experience of 
Strategy, Transformation & 
Change.

Colleagues expressed 
dissatisfaction with Reward, 
however we are scoring higher 
than the wider NHS.

One Speaking Up question has 
performed poorly and 
warrants further investigation.

Bottom 5 Scoring Questions



• In 2024, the Executive Team agreed our priorities would focus on Growth and Harassment, 

Bullying, Abuse & Discrimination to improve engagement.

Growth Harassment, Bullying, Abuse & 
Discrimination

▪ 12.1% internal bullying (improvement of 

1.1 from 2023)

▪ Focus on LGBT+ Colleagues (14.7%), 

Disabled Colleagues (21.8%)

▪ Second lowest scoring driver, however an 
improvement of 5.6 to 5.8 in 2024 

▪ Lowest Scoring Segment: Healthcare 
Assistants in Bands 3 and 4 scoring 4.4 

2024 National Action Plan delivered several initiatives to focus on these priorities. 

2024 Priorities



➢ Deep Dive Sessions
➢ Career Connected Conversations
➢ Career Development Handbook
➢ Roadshows were held at 10 NHSBT locations
➢ Visits to 5 Mobile Teams 
➢ Communications Campaign (Nov 2024)

➢ Forward Together & Anti-Racism Framework
➢ Resolution Policy Launch
➢ Increase in FTSU Team Champions
➢ New Mediators 
➢ Network Engagement (LGBT+ & DAWN)
➢ Mentoring and development
➢ Inclusive recruitment initiatives
➢ Inclusive leadership training
➢ Review of Central D&I Structure
➢ Communications and anchor events

Growth
Harassment, Bullying, Abuse & 
Discrimination

2024 National Action Plan 



+ 11%
2024

+ 4%

+ 15%

+10% (vs 2024)

Despite progress in this space, in particular for higher bands, lower band colleagues 
continue to score lower around opportunities for Growth. 

2025 Growth Insights



The data below identifies that colleagues at Band 3 & 4 in Blood Donation are scoring this 
question lower than other groups; in particular those identifying as Disabled. 

GROWTH - I have good opportunities to learn and develop

all NHSBT

60%

B3 / 4 Other Bands

47% 68%

BD Not BD BD Not BD

41% 52% 65% 68%

Disability No Disability Disability No Disability Disability No Disability Disability No Disability

27% 45% 42% 54% 60% 66% 63% 69%

2025 Growth Insights



Respondents

(sent to 7087)

Response Rate 

(out of 7087)

Response Rate 

(out of Total ESR Count)

Core 

Engagement 

Score

National 4641 65.4% N/A 65%

Ethnic 

Minority
1221 17.2% 67.5% 68%

LGBT+ 274 3.8% 74% 62%

Disability 875 12.3% 88% 56% 

Neurodiv

erse
635 5.1% N/A 59%

The data highlights that 
ethnic minority colleagues 
are more engaged than other 
ethnic groups, which is 
encouraging, indicating the 
likely progress being made 
through initiatives such as 
Forward Together and other 
inclusive culture activity.

Response rates and engagement for minority 
groups in comparison to national scores



Harassment, Bullying and Abuse: Numbers and % of 

colleagues declaring instances of harm October 2025 compared to May 2024

HBA- Managers, & 
Other Colleagues

HBA- Donors, 
Patients, Service 
Users & Other

Discrimination- 
Managers Other 
Colleagues

Discrimination- 
Donors, Patients, 
Service Users & 
Other

National 2025 9.4 %  (429) 1.9% (90) 5.9% (273) 1.1% (52)

National 2024 12.1% (589) 7.3% (353) 9.9% (483) 2.9% (140)

Ethnic Minority 2025 11.2% (135) 1.9% (24) 9.1% (111) 1.8% (22)

Ethnic Minority 2024 12.5% (127) 6.3%(64) 14.3%(134) 5.2% (54)

LGBT+ 2025 14.3% (39) 5.1% (14) 9.5% (26) 3.6% (10)

LGBT+ 2024 14.7% (43) 13.4%(39) 14%(41) 4.8%(14)

Disabled 2025 15.5% (133) 2.6% (23) 11.2% (98) 1.4% (13)

Disabled 2024 21.8% (137) 9.3% (59) 19.8%(124) 4.5%(29)

Neurodiverse 2025 16.4% (102) 4.6% (29) 11.8% (75) 3.1% (20)

Neurodiverse 2024 19.8% (73) 8.4% (31) 15.6% (57) 5.7%(21)
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In most cases we see 
a drop in the 
numbers of 
colleagues indicating 
that they have 
experienced 
Harassment, Bullying 
and Abuse, or 
Discrimination 
compared to last year. 

Exceptions are:
- Ethnic minority 

colleagues.
- Neurodiverse 

colleagues.

Harassment, Bullying and Abuse: Instances of harm October 

2025 compared to May 2024 (by number of individuals)



Those who reported having 
experienced HBA:

▪ 63% (268) of those who 
experienced HBA said the HBA 
experienced was from their peers 
(not their Manager which was 
21% (90).
 

▪ This identifies a need for action to 
address HBA peer to peer as well 
as via Manager.

▪ Of those who specified having 
experienced HBA from Donors, 
Patients or members of the public 
62% (74) said the HBA they 
experienced was from Donors.

Who harassed, bullied or 
abused you?

Who harassed, bullied or abused 
you?

Harassment, Bullying and Abuse: New data for 2025 – insight 

into who is doing the HBA



-2%
2024

The biggest influence on our performance against this driver is how well Transformation & 
Change is perceived to be managed, rather than how well we communicate the impact of the 
changes.

There is opportunity to improve both the management of change and transformation and the 
communication to help our people understand the impact.

Transformation & Change (Noteworthy Driver)



In addition, Band 8c and Band 8b colleagues scored this driver the lowest, as they are likely to be those 
implementing the bulk of any change and experiencing/managing any corresponding impact.

Band 8c
28%

Band 8b
32%

Band 6
35%

Band 8a
36%

Band 7 
37%

Band 3 
38%

Band 4  
39%

Band 5  
40%

Band 8d  
42%

Medical 
45%

Band 2 
46% Band 9 

65%

There appears to be a direct correlation between Directorates who have experienced change processes (such as 
consultations or movements in Directorate) in the last twelve months and lower scores. 

Transformation & Change Insights



No Change
2024

To improve engagement for this driver, we need to shift the perception of senior leadership 
and build confidence in the strategic direction of the organisation. The communication of 
change can also be improved, but alone, this will not move the metric overall.

Strategy (Noteworthy Driver)



In common with the Transformation & Change driver, scores are lower for those Directorates who have 
recently experienced change processes.

Strategy Insights



+ 5%
2024

One question has scored significantly lower than the other Speaking Up questions and is worth 
further diagnosis. 

Patient Safety & Speaking Up (Noteworthy 
Driver)



Our analysis suggests colleagues have doubts about expressing concern, including fear that nothing will happen, or worse there 
could be repercussions in speaking out.  

Patient Safety & Speaking Up Insights



No available overall 2024 benchmark. However, all comparable questions have seen an increase in scores 
apart from the Senior Leader perception question highlighted.

Wellbeing



The workforce reports their 
Manager supports their 
Wellbeing (locally).

In contrast they do not 
consider that senior leaders 
care about their Wellbeing 
as much. 

The comments expand on 
why this is.

Wellbeing Insights



Colleagues who experienced change processes in the last twelve months scored lower than others, related to the 
perception of how well managed the change was rather than how it was communicated or understood. 
We will look to enhance change and transformation through leadership, culture and design - placing colleague 
experience at the heart of change design and delivery. This will include embedding change leadership capability across 
all levels, designing transformation initiatives with people in mind, strengthening our employee experience lens in 
change programmes and fostering an inclusive culture of change.  We believe this would not only improve engagement; 
it will build trust, resilience and alignment across the organisation.

Assessing the organisational appetite for investment in our Band 3 & 4 frontline colleagues. We will engage with these 
colleagues to surface their lived experiences, ambitions and perceptions of current development pathways; applying an 
employee experience lens to identify what meaningful growth looks like for this group and exploring inclusive 
development models.

The following were agreed by ET as priority focus areas based on this year’s results: 

Growth

Transformation & 
Change

(and Strategy)

We recommend a targeted and systemic approach to strengthen our culture of respect, equity and accountability.  
Continuing to embed inclusive leadership behaviours, ensuring our structures, processes and decision-making 
frameworks promote fairness and transparency; creating psychological safe spaces for dialogue, learning and allyship 
and enhancing our employee experience approach to include proactive listening, safe reporting mechanisms and visible 
follow through on concerns.  

Harassment, Bullying & 
Abuse

Above actions to be built into an overall Employee Experience Action Plan 

To be included in the Inclusive Culture Action Plan

Agreed areas of focus / next steps

1

2

3



Consistently, all colleagues who are in the minority in any given protected characteristic are expressing a poorer 
experience than other colleagues. We will be analysing this trend further to understand the nature of the issues facing 
these colleagues, in which scenarios, and what actions would support them.
In addition, there is a cohort of colleagues who are reluctant to give any demographic information yet score their 
experience very poorly. We will be seeking to understand the drivers behind these disparities to ensure our culture and 
systems are inclusive and psychologically safe for all.  

Scores given by younger (18-24 y/o) colleagues are markedly lower than other age groups suggesting a disconnect 
between organisational culture and the expectations or needs of younger, early career professionals. We will examine 
this trend further to understand the drivers behind the scores and to ensure we are creating an environment where all 
colleagues can thrive from the outset of their careers with us. 

The following areas were also agreed by ET for deeper analysis and investigation:

Age / length of service

Deepening 
understanding of 

minority and 
unidentified colleague 

experience

Colleagues' expressed doubts regarding the likelihood action would be taken should they Speak Up in NHSBT. We will 
take action to better understand why these views exist, the barriers (real and/or perceived) and what actions could be 
taken to strengthen our speak up culture.

Patient Safety & 
Speaking Out

Insights to be developed to inform an overall Employee Experience and/or Inclusive Culture Action Plans 

Agreed areas of focus / next steps

1

2

3



Appendices



Appendix 1: All driver categories

As we have seen in 
previous surveys, 
we continue to do 
well in drivers 
related to areas 
such as the 
understanding of 
the impact of our 
work, the focus on 
delivery and clear 
expectations, plus 
relationships with 
the colleagues 
around them.



Appendix 2: 

Ethnicity
Heat Map



Appendix 3: 

Age 
Heatmap



Appendix 4:

Gender
Heatmap



Appendix 5: 

Sexual
Orientation
Heatmap



Appendix 6: 

Disability
Heatmap



Appendix 7: 

Neurodiverse
Heatmap



Appendix 8: Directorates



Appendix 9: Centres



Appendix 10 : Length of service



Appendix 11:
High Level Diversity Data
HBA- Managers, & 
Other Colleagues

HBA- Donors, 
Patients, Service 
Users & Other

Discrimination 
Managers Other 
Colleagues

Discrimination- 
Donors, Patients, 
Service Users & 
Other

National 2025 9.4 %  (429) (1.2%) (90) 5.8% (273) 1.1% (52)

National 2024 12.1% (589) 7.3% (353) 9.9% (483) 2.9% (140)

Ethnic Minority 2025 11.2% (135) 1.9% (24) 9.1% (111) 1.8% (22)

Ethnic Minority 2024 12.5% (127) 6.3%(64) 14.3%(134) 5.2% (54)

LGBT+ 2025 15.5% (38) 11.4% (28) 10% (25 ) 4% (10)

LGBT+ 2024 14.6% (43) 13.4%(39) 14%(41) 4.8%(14)

Disabled 2025 15.5% (133) 2.6% (23) 11.2% (98) 1.4% (13)

Disabled 2024 21.8% (137) 9.3% (59) 19.8%(124) 4.5%(29)

Neurodiverse 2025 16.4% (102) 4.6% (29) 11.8% (75) 3.1% (20)

Neurodiverse 2024 19.8% (73) 8.4% (31) 15.6% (57) 5.7%(21)
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Transformation and 
Change

Positive Link to all other drivers

Management Support Positive Link to all other drivers

Recognition
Wellbeing
Management Support
Strategy
Wellbeing

Positive link with Engagement Score

This shows the driver 
categories where if we 
made improvements it 
would have a significant 
impact positive on other 
related drivers.

Appendix 12: Correlations



2024 Results 
Available

Detailed 
Analysis 

Conducted

National 
Priorities 
Agreed 

15 April- 
provided 

update on 
national 
actions

30th April- 
Procured new 

system 
(Qualtrics)

8th September- 
Survey Launch

11th October- 
Survey Close

4 November- ET 
Review results

June 2024           Aug 2024          Apr 2025           Apr 2025          Sep 2025           Oct 2025           Nov 2025  

Appendix 13: Timeline

We are here

• Review of 
Progress against 
national 
priorities

• Deep dive new 
insights from 
Qualtrics survey 
from 2025

• Agree new 
priorities 

• Deep Dive 
Session held to 
interrogate 
Growth Results

• Sessions begin 
with networks 
to address HBA 
& Discrimination

• Action planning 
begins

• Results available 
to Line 
Managers

• Qualtrics 
Launched

• Phase out from 
Peakon

• Project team 
assembled 



Appendix 14: 2024 Our Voice 
conversion

Original 

Peakon 0-10 

score

Calculated 

conversion 

Option 

one

Option 

two

Net 

Promotor 

Score

0 1 Negative Negative Negative

1 1.4 Negative Negative Negative

2 1.8 Negative Negative Negative

3 2.2 Negative Negative Negative

4 2.6 Neutral Negative Negative

5 3 Neutral Neutral Negative

6 3.4 Neutral Neutral Neutral

7 3.8 Positive Neutral Neutral

8 4.2 Positive Positive Neutral

9 4.6 Positive Positive Positive

10 5 Positive Positive Positive

As the scoring methodology used by Peakon for the 2024 survey is 
different to the new Qualtrics platform, we needed to apply a 
conversion formula to the data to make it compatible with.

The key differences:

• The Qualtrics platform uses a 5-point scale versus a 0-10 
eleven-point scale in the 2024 Peakon results. 

• A core metric of Qualtrics is the percentage of respondents 
scoring 4 or 5, which is classed as % favourable responses, it 
is important therefore that the historical data threshold of a 
positive response is appropriately mapped across.

The Qualtrics system can only map whole numbers across i.e. you 
cannot map to 2.6 as a decimal into the system. This meant that every 
score given in Peakon out of 10 needed to be mapped to a whole (1-5) 
category number. Therefore, we needed to round up or round down in 
the mapping to create a comparator for Qualtrics, meaning none of the 
options are a precise science or exact like for like match.

Following advice from our DDTS data colleagues, the 
project team agreed Option 2 as the most appropriate 
methodology to apply to the 2024 data conversion, 
and this has been applied to the data you will see in 
the platform. This applies a moderate conversion and 
attempts to mitigate the risk of either over or under-
representing historical results. 



Appendix 15: Qualtrics Identified Strengths & 
Opportunities

Scores and 
feedback 
indicating we are 
doing well with 
high level Core 
Engagement, with 
opportunities to 
improve indicated 
in Strategy, 
Change and 
Wellbeing
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