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Foreword by the Chairman 
 
It gives me pleasure to introduce this report of the Public Services Commission.  Despite the 
continued challenges provided by the ongoing global Coronavirus pandemic, a great deal has 
been achieved during the previous year.  
 
Whilst it was positive to see a return to some normality during the year, opportunities 
presented as a consequence of working through the pandemic have not been lost. One such 
example has been the development of Homeworking Guidelines to provide a framework to 
enable managers and staff to consider and implement homeworking, where practical, on a 
longer-term basis to improve service delivery, reduce costs, and contribute to the 
Government’s response to climate change.  
 
Work continues too on the New Public Service Project, which was started in May 2020, to 
explore how the Public Service could learn from, maintain and embed the positive ways of 
working during the pandemic.  The aim has been to develop a framework for considering 
ideas and options for designing holistic and integrated approaches to delivering public 
services.  The work has focused on proposing a set of guiding principles that would enable 
the Public Service to amplify and retain new practices that have been tried and worked well, 
but also let go of culture and practices that have been barriers, are no longer fit for purpose 
and are no longer necessary.  
 
The People Information Programme has advanced further during the previous 12 months, and 
the first phase for Employee and Manager Self-Service on the system is now complete.   It is 
now intended to progress the roll-out of additional functionality that offers further efficiencies, 
cost savings and improved system user experience. 
 
This report includes data and activity for the past 12 months for the public service. 
 
Finally, I would like to express my thanks to all staff on the front-line and behind the scenes, 
who have demonstrated commitment, professionalism and solidarity during the past year. 
 
Hon Ray Harmer, MHK 
Minister for Policy & Reform 
Chairman, Public Services Commission 
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Introduction by the Secretary 
 
The Isle of Man Public Service is the largest employer on the Island, providing a diverse and 
complex range of services to the people of the Isle of Man. Approximately half of the staff are 
employed under the umbrella of the Public Services Commission.   
 
The Public Services Commission has wide-ranging functions and is responsible for 
approximately 4829 civil servants, manual and craft workers, and education support staff, 
providing a wide range of essential services to the people of the Isle of Man. 
 
As Secretary of the PSC, my role is to support the Commission’s work in providing modern 
and attractive terms and conditions for staff so that the Isle of Man Government can continue 
to support the people of the Island. 
 
There have been many developments across the Isle of Man Public Service, and some of these 
are highlighted below:- 
 
COVID-19 
Many lessons were learnt during the COVID-19 lockdown and the subsequent 2021 circuit 
breakers. For example, the Public Service workforce demonstrated how flexible and responsive 
they were, adapting to new ways of working (such as home working) and taking on new roles, 
including being redeployed in entirely different environments and roles or different shift 
patterns. 
 
In the future, the challenges will be to build upon and develop the new ways of working and 
ensure that the Public Service workforce remains a flexible and agile workforce. 
 
Public Service People Strategy  
The Isle of Man Public Service People Strategy sets an ambitious agenda designed to enable 
us to deliver the outcomes and priority actions identified in the Programme for Government 
by developing the workforce’s credibility, capability, and character.  
 
For Isle of Man Public Service to be effective, the organisation must ensure it is developing 
and utilising the people employed to deliver the best service for the Isle of Man. 
 
2021/2022 is year four of a five-year strategy. Senior management teams within Departments 
continue to work within OHR to develop this strategy to deliver against the yearly outcomes. 
 
Recruitment 
A focus on hard-to-recruit roles and fast-tracking new joiners to support the need for 
additional staff to respond to the pandemic was a key deliverable during this year. In addition, 
the recruitment service and the Talent Acquisition Service has worked with the Economic 
Recovery Group (Our People), DfE Locate Team and Departments to develop and take forward 
several initiatives which will support the future of the Public Service including the: 

 Civil Service Fast Track scheme 
 Locate talent portal 

 Employee Referral Scheme 
 

The Isle of Man Public Service recognises that to attract the talent needed on the Isle of Man 
recruitment methods must be competitive and reach a wide range of different audiences. 
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Whistleblowing 
The Tynwald Select Committee, in respect of Whistleblowing, published its report in December 
2020. It determined that the current IOMG Whistleblowing (Confidential Reporting) Policy and 
Guidance was no longer fit for purpose and that the Whistleblowing Culture within the Isle of 
Man Public Service had to change. 
 
Work has now commenced on an interim policy that will be delivered during 2021 and 
amended as legislative changes are consulted on and implemented. The new Whistleblowing 
Policy will be developed in conjunction with all Public Sector Trades Unions. 
 
 
Equality Act Grading Projects 
The Industrial JEGS project continued during this year. The final appeals are being dealt with 
and will ensure that public service staff are treated fairly and equitably. Attention will now 
turn to Equality Grading projects regarding DESC staff who transferred into the PSC in January 
2020. 
 
In addition, the PSC Civil Service Departmental grades will also be subject to review. As other 
employment groups transfer into the PSC, they too will be subject to Equality Grading Projects. 
 
 
 

 

 

 
 
Jon Callister 
Secretary, Public Services Commission 
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Introduction 
 
Purpose of Report 
This report to the Chief Minister of the Public Services Commission contains, among other 
things, information about the work undertaken by the Commission and its officers in carrying 
out its statutory functions under the Public Services Commission Act 2015.  It is provided in 
accordance with Section 11 of the Act.  This document primarily covers the period from 1 April 
2020 to 31 March 2021. 
 
The Public Services Commission 
The Public Services Commission Act 2015 constitutes the Public Service Commission and assigns 
specific functions to it. The primary responsibilities of the Commission are: 
 

 to determine policies relating to the employment, and the terms and conditions of 
employment, of its employees that are consistent with the Isle of Man Public 
Service’s human resources strategy and policies; 

 to employ such persons on such terms as it considers appropriate; 
 to arrange for the recruitment and training of public service employees; 
 where appropriate, to negotiate or consult with its employees or their 

representatives, whether via those committees or otherwise, about the employees’ 
pay and other terms and conditions of employment; 

 to make arrangements for the assessment of performance and appraisal of 
individual employees of the Commission; 

 to make such arrangements as necessary for securing the welfare of public 
services employees; 

 where appropriate to discipline its employees and provide for the suspension or 
termination of their employment. 
 

Employees of the Public Service Commission are deployed in all Departments of Government, 
certain Statutory Boards and other Offices (referred to in the Act as Stationed Employers).  
Each of the Departments/Boards and Offices have Chief Executive Officers/Accounting 
Officers. While the Public Services Commission is the employer of PSC employees, PSC 
employees working within these Departments/Boards and Offices are accountable to their 
Chief Executive Officer/Accounting Officer.  
 
The Public Services Commission Joint Negotiating Committee (JNC) is responsible for 
negotiating terms and conditions and other employment matters such as pay for these staff 
groups.  Prospect and Unite the Union are recognised for collective bargaining under the Isle 
of Man Public Service Joint Negotiating Committee (JNC) Constitution. In addition, the Public 
Services Arbitration Agreement 2015 provides a framework for arbitration over pay, terms and 
conditions in the event of failure to agree.   
 
Membership and Meetings of the Public Services Commission  
Appointed directly by the Chief Minister, the Public Services Commission comprises a political 
Chairman and Vice-Chairman and three non-Tynwald members.  The Chief Secretary attends 
meetings as an adviser and Head of the Civil Service.  
 
The Public Services Commission typically meets monthly, with additional meetings arranged 
to deal with urgent business or to progress personal cases regarding PSC employees as they 
arise.   
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The Members of the Commission are: 
  
 

   

 
 

 
The Role of the Public Services Commission 
The Commission has a responsibility for developing corporate HR Policies and the Public 
Service People Strategy and scrutinising Departmental compliance with the implementation of 
PSC and corporate policies. To that end, the reserved functions of the Commission are as 
follows: 
 
Public Service Commission Employees 
 
The key responsibilities of the Commission in respect of Public Service Commission 
employees are: 
 

i) Strategy – 
 
a) Determining overall policies relating to the employment, and the terms and 

conditions of employment, of its employees, subject to the provisions of the Joint 
Negotiating Committee Constitution 2015.  

b) Setting the Commission’s strategic aims to assure a high calibre, appropriately 
skilled, motivated and rewarded Public Service. 

c) Setting the values and standards for the Commission, ensuring that employees 
know what is expected of them.  

d) Ensuring the Public Services Commission’s strategic objectives and obligations are 
clearly understood by the workforce and recognised trade unions. 

 
ii) Statutory Functions – To ensure the functions of the Commission are 

delegated as appropriate to Accountable Officers and the Office of Human 
Resources; 
 

iii) Accountability – Ensure that Accountable Officers and the Office of Human 
Resources are subject to appropriate levels of review and scrutiny of their 

 

 

 

 

 

 
Mr Kevin Cartledge Major Charles Wilson Mr Bill Mummery 

Mrs Jane Poole-Wilson, 

MLC  

Vice Chair 

Mr Ray Harmer, MHK 

Chair 
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delivery of the Commission’s strategic aims and implementation of its statutory 
functions 
 

iv) Values and Standards – To set the values and standards for the Commission, 
ensuring that employees know what standards of conduct are expected 

 
 
Corporate HR Strategies, Policies & Procedures 
 
The key responsibilities of the Commission in respect of the overall Government Workforce 
are: 
 
As directed by the Council of Ministers in accordance with Section 5(1)(n) of the Public 
Services Commission Act 2015 to: 
 

i) People Strategy - Provide oversight of the continued development and 
implementation of the Public Services People Strategy; 
 

ii) Corporate HR Policies  & Procedures - Develop and review corporate HR 
policies and procedures for approval by the Council of Ministers and monitor their 
consistent application across Government;  
 

iii) Accountability – Ensure that Accountable Officers and the Office of Human 
Resources are subject to appropriate levels of review and scrutiny of their 
delivery of the People Strategy and implementation of corporate HR policies & 
procedures 
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1. COVID-19 
 
When the COVID-19 pandemic impacted the Island from March 2020, work was undertaken 
to develop and implement new policies, procedures and guidelines to support staff and 
managers at work or requiring to self-isolate/shield during the pandemic. 
 
Amongst the numerous policies and guidelines introduced were: 

 Homeworking guidelines 
 COVID-19 pay scheme 
 Workforce Mobilisation and Redeployment guidelines 
 Caring Responsibilities guidelines 
 COVID-19 Vulnerable Persons Guidelines 
 COVID-19 Temporary Policy on Off-Island Travel 
 Coronavirus Managers Briefing Pack and FAQs for staff and managers 
 Health and Safety Risk assessments for buildings and working environments 

 
In addition, further guidelines were introduced as circumstances changed and restrictions 
eased, for example: 

 Wearing Face Masks for Public Service Employees 
 Guidelines on the Management of Self-Isolation 
 Annual Leave Carry Over guidelines 

 
As restrictions eased, guidelines and policies were archived as appropriate; however, these 
were quickly reinstated as circumstances dictated with further lockdown restrictions during 
the year, demonstrating the agile and nimble approach taken with supporting employees and 
managers during the pandemic. 
 
One of the critical challenges faced was ensuring that the right people were in the right place 

to support essential services and that resources were deployed to key areas of the public 

service to help with an effective response to the crisis.   

The LEaD team altered its core functions from 16 March 2020 due to COVID-19 restrictions. 

Following the initial lockdown, the training team was redeployed to assist with creating 

broader priority projects. This included developing and running the COVID-19 111 clinical 

helpline and contact-tracing services and the redeployment and mobilisation of Public Servants 

to supply essential resources across priority areas to ensure the continuation of essential 

services and support for areas impacted by the pandemic. During the initial and subsequent 

lockdowns, the team set up and managed the Redeployment and Mobilisation Scheme across 

the organisation. Across the three lockdowns, the team handled the redeployment of 568 

employees, fulfilling 249 redeployment requests. 

HR Business/Health Safety and Welfare established a new emotional support line for DHSC 
staff open seven days a week, supporting front line staff working through the pandemic.   
 
A post-COVID-19 pulse survey ran during June 2020 focusing on ‘Employee Experiences of 

Working throughout the COVID-19 Pandemic’ and received 1071 responses. The pulse survey 

showed us that that there was an increased appetite for working from home following the 

pandemic and that staff had become more aware of their environmental impact, appreciating 

the opportunity to make better, healthier, more sustainable choices both throughout their 

workday and at home. The results from this pulse survey were presented to Chief Officer 

Groups and were also used to inform the work of the New Public Service Project. 
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Following the initial lockdown, LEaD also designed and launched ‘Respond Recover Thrive’ 

Training across the organisation, focusing on reflecting on experience during COVID-19 and 

the learning that could be taken from this. 

In March 2021, the learning team were tasked with creating a second call centre within The 
Lodge to support the vaccination programme. 
 
LEaD increased development for alternative methods of delivering development activities, 
focusing on well-being and resilience during COVID-19, managing remotely and using 
reflection for the challenges faced during the pandemic. Supporting colleagues through 
change with a significant focus on people and changing services moving forward. Specific 
development and engagement activities were redesigned to run via Microsoft Teams to 
facilitate safer participation and continued learning opportunities. In March 2021 as a pilot 
scheme LEaD offered sessions over Microsoft Teams as an alternative to classroom 
delivery.  20 delegates took up this opportunity to attend virtual sessions. 
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The Public Service People Strategy 
 

The Public Service People Strategy was launched as a five-year strategy in 2018, made up of 
themes that capture how the Public Service wants to recruit, work with, manage and support 
all the people employed by the Isle of Man Public Service and support the key responsibilities 
of the Commission. During 2020-21 Strategic Objectives were achieved under the five themes 
outlined below, with particular business development and OHR delivery areas included under 
the most relevant theme. Priorities for 2021/22 are shown in Appendix 1. 
 

2. Attract and Hire 
 
2020-2021 Strategic Achievements 
 

 
 

a. Employer Brand 
 

The Public Service Careers Facebook page has seen a 30% increase in followers, with an 
average daily reach of the careers page of 22,165 people. The page is highest ranked 
compared to similar pages on Facebook, including Isle of Man Job Centre, Search & Select, 
Paragon and Ambitions Recruitment. The Public Service LinkedIn page has 2,097 followers, 
and the Isle of Man Public Service Careers Twitter page has 1,663 followers in total. The Public 
Service vacancies website has had over 2.4 million page views. 
 

b. Pro-active and Competitive Recruitment 
 

A Fast-Track Scheme for graduates within the Civil Service was approved via the Economic 
Recovery Group and Chief Officers. 
 
The Talent Acquisition Service has focused on pro-active recruitment using the Locate Talent 
portal by approaching 240 leads for hard-to-recruit roles. 
 
The Employee Referral Scheme framework was developed and agreed. The scheme is now 
in operation in the DESC.   
 

c. Methods of assessment which find the best candidate  
 
There has been a focus on enhancing skills and information for hiring managers during 20/21, 

including the provision of recruitment masterclasses as part of Leadership Development Week, 

delivering an in-house recruitment webinar and launching the Recruiters Network, providing 

regular updates, guides and good practice information to all hiring managers every quarter. 
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Recruitment Activity 

 
Recruitment demand remained high during the year despite, and at times because of, COVID-

19. 

There were 812 job vacancy adverts placed in 2020/21; 233 (22%) less than 2019/2020.   

This was for a range of reasons, including: 

o Corporate decisions made that recruitment adverts were to be postponed/only essential 
vacancies filled whilst the economic/financial impact of COVID-19 was assessed 

o Talent pool recruitment reducing the number of individual adverts required (44 
vacancies filled this way during the year) 

o A temporary increase in informal “expressions of interest” where roles had to be filled 
at very high speeds due to the emergency (mainly COVID-19 111/TNS team) 

 
Overall, candidate application numbers remained the same during 2021 compared to last year 
(14,361 2020/2021 vs 14,435 2019/2020) despite reducing adverts. There has been an 
increase in applications per vacancy, a likely outcome of uncertainty experienced in private-
sector job markets.  There were 55 jobs advertised externally that attracted over 50 
applications, the majority of which were entry-level roles. 732 (5%) of candidate applications 
were into talent pools. 
 
The impact of the AO talent pool has resulted in an average 38% reduction in time to hire 

being achieved for hiring managers who used the Administrative Officer talent pool to recruit 

to their vacancies.  The use of talent pools has also been extended during the year to DESC 

Lunchtime Assistants and Whole-time Firefighters. 

A total of 1,743 appointments were made to positions during 2020/2021.  This represents an 

overall increase in recruitment of 1% but a reduction in substantive recruitment (jobs with 

contracted hours) of 18.3% (1061 to 867).  

The split of types of appointment are as follows: 

Employment type Total  

Apprentice 4 

Limited Term 175 

Permanent  684 

Relief/Bank/Casual 876 

Seasonal 4 

 

Eight hundred seventy-six appointments were made to bank/relief and supply positions during 

2020/2021, increasing 31.7% compared to 2019/2020.  COVID-19 and proactive actions have 

driven this year’s increase to guard against anticipated pressure on the health service/to 

support the vaccination drive (e.g. 118 Bank Vaccinators).  However, it reflects a general rise 

in bank/casual recruitment observed in recent years. The split for external and internal 

appointments was around 60/40, with approximately 60% of recruitment from external 

appointments and 40% made up of internal transfers, promotions or appointments. 

Candidates declined 134 job offers in 2020/2021, and 60 offers were withdrawn by hiring 

managers before an appointment was made.  



 

12 
 

A sample analysis of 57 of the declined jobs in 2020/21 showed that 42% were for bank 

positions, 4% were for joining the talent pool, and 54% were for substantive posts. Of the 

bank positions, almost 30% were for Bank Health Care Assistant roles.  COVID-19 was 

responsible for many declined offers for bank staff, with people registering to help with the 

response but then finding they did not have availability, registration, or could not travel due 

to COVID-19. Almost 30% mentioned the pandemic in their reason for withdrawing. 37.5% 

did not provide a reason for declining. Other reasons for declining a bank position included 

finding a substantive role, changing personal circumstances and a decision to stay in the UK.  

Where candidates declined substantive offers, reasons included; they accepted another IOM 

Public Service position, changes in personal circumstances, being offered a promotion at their 

current workplace, not wanting to move jobs in the current climate, salary expectations not 

being met, and challenges relocating to the Isle of Man.  

Talent Acquisition Service 
 
In 2020/2021, work delivered by Talent Acquisition Service included: 
 

 Supporting a high volume of bespoke recruitment associated with the creation of Manx 
Care which was complex and individual, 

 Continuing to support recruitment of hard to recruit vacancies 

 Purchasing a collective advertising package from the British Medical Journal and NHS 
Jobs; significantly increasing vacancy reach for DHSC, 

 Delivering a ‘leavers guide for managers’ to support off-boarding and increase 
advocacy, 

 Working with DfE to commence use of their Talent Portal for Public Sector roles 
 Providing guidance on remote interviewing for managers during dramatic shifts in 

recruitment practice during Isle of Man border restrictions. 
 
 

Appendix 2 contains additional recruitment statistics.  
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3. Retain and Engage 
 
2020-2021 Strategic Achievements 
 

 
 

a. LEaD Training and Engagement 
 
LEaD reviewed and launched an updated Corporate Induction. The refreshed approach 

provides a blended learning experience combining both face-to-face and online modular 

learning for new starters. 

An updated website and prospectus was launched to provide a central, accessible access hub. 

The hub contains everything about Learning, Education and Development, including training 

opportunities, information on the coaching network, Have Your Say Survey Results and recent 

studies and information.  The prospectus is broken down based on the four learning pathways 

(Working, Skills, Managing, and Leading). In addition, courses are designed to provide the 

building blocks to provide employees with their learning and development portfolios. 

Leadership Week ran between 9th and 13th November 2020, focussing on adaptive leadership. 

A total of 314 attendees were welcomed either virtually or face to face. 

The ‘Have Your Say’ Employee Engagement Survey moved to a pulse survey approach and 

will be delivered as a priority through 2021/2022. There will be five pulse surveys covering 

the following themes; Cultural Assessment, People Qualities, Shared Purpose, Equality of 

Voice/Wellbeing and Learning and Development. 

During normal operating parameters, 1427 delegates attended 216 learning events through 

LEaD during the year.  

Appendix 3 contains additional LEaD statistics.  
 

b. PSC Policies and Procedures 
 
In September 2020, the harmonised PSC Grievance procedure was implemented in addition 

to the PSC Redeployment and Redundancy procedure. 

Until introducing this policy, PSC Manual and Craft employees did not have a Redeployment 

and Redundancy policy.  
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4. Reward and Recognise 
 
2020-2021 Strategic Achievements 
 

 

a. Equality Act - Pay and Grading 
 

Industrial JEGS 

The Industrial JEGS programme aims to ensure that all Manual and Craft staff who transferred 

into the PSC in 2015 are appropriately graded and paid with regard to equality legislation.  It 

had been hoped the programme, which has involved an extensive grading and quality 

assurance exercise for around 1,500 staff, would be completed in early 2020 but has suffered 

delays due to COVID-19.  However, it is nearing completion, with the final appeals process 

due for completion in June 2021.    

b. Information Governance 
  

From 1 April 2020 to 31 March 2021, there was one reportable data breach in Cabinet Office 
(OHR). Personal data breaches have demonstrated a trend of reduced risk as additional 
controls are implemented. 2% of data incidents were reportable in 2020/21 compared to 28% 
in 2019/20 and 48% in 2018/19. 
 
From 1 April 2020 to 31 March 2021, 35 Subject Access Requests were submitted to Cabinet 

Office (OHR). This demonstrates an increase in individuals exercising their right of access 

under Data Protection law; in comparison, 17 Subject Access Requests were submitted in 

2019/20 and 5 in 2018/19.  

c. Payroll 
 
During the year, the Payroll team has focused on maintaining and enhancing accuracy whilst 

also adapting to the range of impacts to the Public Service’s payroll caused by peaks and 

changes in demand across the substantive and casual workforce.   

The average payroll accuracy rate (based on the number of payslips issued vs 

over/underpayments during the period) during 2020/21 was as follows: 

 

As published by the Chartered Institute of Payroll Professionals (CIPP), the UK 
benchmark accuracy rate is 97%. 

 2020-21 Accuracy rate 

Monthly payroll 97.34% 

Weekly payroll 99.40% 

Monthly pensioner payroll 99.91% 

Constabulary pensioner payroll 99.76% 
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5. Healthy and Well 
 
2020-2021 Strategic Achievements 

 

 
 

a. Mental Health 
  

National Stress Awareness Month was recognised in April 2020, with 28 sessions scheduled 
covering various subjects. As this occurred during a lockdown period, the majority of these 
were moved to remote access. A package of 20 mental health awareness training sessions 
has been commissioned to be held over two year period. Assistance was provided to create 
the ‘Are You OK’ community pages and several articles provided for local media and published 
on the page. 
 

b. Sickness Absence 
 
Despite the pandemic, sickness absence (days lost per FTE) across the Public Service has 
trended down this year.1 The number of staff who have taken no absence due to sickness has 
risen by 10% to almost 50%.  
 
The average number of days lost per FTE is 13.19; this is down from 15.43 in 2019/2020.2 
 
The direct cost of absence for the Isle of Man Public Service has reduced by 14.88% from 
2019/2020.  
 
In 2019/2020, the top three causes of days lost for absence across the Public Service were;  

 Cough, cold and flu (13.64% of total days lost),  
 Musculoskeletal (16.92% of total days lost), and  
 Stress anxiety and depression (28.24% of total days lost).  

These were also the top three reasons in 2018/2019.  
 
In 2020/2021, ‘Stress, Anxiety and Depression’ remains the most significant cause of absence 
within the Public Service. However, it has reduced to 19.41% of total days lost of absence, 
equating to a decrease of 12,208 days lost in 2020/2021 compared to 2019/2020.  

                                                           
1 In the UK, the Office for National Statistics and the Chartered Institute of Personnel and 
Development (CIPD) reported record low sickness absence rates being recorded across the 
UK. The UK ONS indicates that whilst ‘COVID-19 might have led to additional sickness 
absence, furloughing, social distancing, shielding, self-isolation and increased homeworking 
appear to have helped reduce other causes of absence’. However, they also highlight that 
these measures should be used with caution as a comparator.   
2 Absence data was generated on 20/05/21 and is a snapshot of information at this time. 
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Musculoskeletal remains the second highest cause of absence, accounting for 19.13% of total 
days. This percentage is higher than 2019/2020 as absence has reduced overall this year but 
in real terms is a reduction of 342.88 of total days lost. In 2020/2021, most musculoskeletal 
absence is a result of personal matters and not work-related.  
 
‘Coughs, Colds and Flu’ absence has reduced significantly and is no longer in the top three 
reasons for illness. For 2020/2021, it accounted for just 4.62% of total days lost. Instead, 
absence related to COVID-19 is the third highest cause of absence within the Public Service, 
equating to 14.36% of total days lost in 2020/2021. The majority of this time was lost as a 
result of shielding (9.56%).  
 
Absence as a result of ‘Vomiting and Diarrhoea’ has reduced by 48.8%. This, along with the 
reduction in ‘Cough, Colds and Flu’, is likely a direct impact of COVID-19, increased social 
distancing, working from home and improved hygiene routines.  
  
The pay groups showing a higher than the average number of days lost per FTE (13.19) are 
PSC Manual and Craft, Public Transport and NJC staff. When looking at the Department 
information, DHSC, DOI and DHA all show a higher than the average number of days lost per 
FTE. These staff groups and Departments are likely to include a higher proportion of staff who 
have not been able to work at home during the pandemic and therefore more significantly 
affected by COVID-19, for example, by the requirement for shielding. Despite this, for both 
Public Transport and NJC, the absence level has reduced from the previous year, and DHSC 
and DOI absence levels have decreased. Manual and Craft is the only staff group to have 
increased from the last year; further analysis of the data showed that in 2020-2021, 3,127.5 
days were lost due to COVID-19 shielding for this staff group.  
 
 ‘Allergic reaction’ is a category not captured in 2019/2020; however, it has been added this 

year and has been the standard for logging absence due to reactions to the COVID-19 

vaccination. The vaccination programme started in January, and the majority of these 

absences are likely COVID-19 related.  

The ACTIV8 programme has been extended to the DfE, Cabinet Office and DOI. The scheme 
has been used to support the well-being of all employees. Specifically, concerning absence, it 
has focused on people returning to work on a phased return, staff absent and staff who may 
be in work but struggling with mental or physical health issues.  
 
Appendix 4 contains additional statistics related to sickness absence.  

 
c. Casework 

 
There were 26% fewer capability cases opened across this year concerning absence than in 

2019/2020; this is likely a direct result of reducing sickness absence levels seen across the 

service, suggesting that this may be a direct result of COVID-19.  

Within the Department of Infrastructure, an increased presence from HR, improved links with 

occupational health, early intervention and delivering capability and return-to-work interview 

training, have improved the speed with which concerns are addressed. This may have 

contributed to reduced levels of capability cases opened concerning absence and 

performance. In 2020/2021, cases decreased by 56% compared to 2019/2020.  

Appendix 5 contains additional statistics related to casework.  
 



 

17 
 

d. Health, Safety and Welfare 
 
The welfare service has provided support across the whole of the Public Service with 418 
individual clients during the period, providing support to staff throughout the pandemic, 
operating a front-line health worker support telephone line seven days per week. There was 
a rise in referrals in July following the wider return to work. Some clients have continued with 
telephone consultations whilst the majority have returned to face to face sessions. A dominant 
theme has been ‘bereavement’, with an inability to attend funerals a particularly strong theme. 
 
The Health and Safety advisory team supported all Departments when returning to places of 
work, including offices, schools, etc., ensuring the necessary risk assessments were in place, 
as the Public Health’ rules’ evolved.  
 
Workspace assessments have increased as people return after extended periods of home 
working, accentuating differences in the two locations. 
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6. Redesign and Develop 
 
2020-21 Strategic Achievements 
 

 

a. Organisational Development 
 

The Organisational Development and Design team have designed and delivered ten bespoke 
workshops across seven Departments Boards and Offices to support organisational 
effectiveness in implementing cultural and strategic transformation through the people and 
structures of the Public Service.  
 
Details of these can be found in Appendix 3.  
 
A review of the Safeguarding Business Support team was undertaken and recommendations 
made for the future of the team to maximise efficiency.  
 
People Information Programme (PiP) 

PiP functionality has increased to include: 
 

• Annual leave, TOIL and Flexi requests 
• Sickness absence recording 
• Special leave recording 
• Mileage and expense claims 
• Dashboard analytics for managers 
• Employment and position changes for managers 
• Leavers 

  
During the period, all Government Departments, Boards and Offices went live with the above 
functionality (except for Transport Services in DoI and the Financial Services Authority).  
 
HR processes were streamlined with the introduction of PiP, achieving on average a 50% 
reduction of process steps. 
 

b. New Public Service 
 
In May 2020, work began exploring how the public service could learn from, maintain, and 
embed the positive ways of working demonstrated in the Isle of Man Public Service during the 
initial response to the COVID-19 pandemic.  
 
For the New Public Service Project, the aim has been to develop a framework for considering 
ideas and options for designing holistic and integrated approaches to delivering public 



 

19 
 

services. Services that are founded in a set of guiding principles that enable us to work 
together for the greater good in providing understandable, clear and visionary activity that 
benefits the people of the Isle of Man. 
 
Specifically, the work focussed on setting out the following objectives: 
 
1  Possible guiding strategic principles for the future of the Isle of Man public 

service,  
2  Appraisal of ideas and options that could be progressed to move towards a 

new public service,  
3  How any change might best be delivered.  

 
Six principles have been developed from a range of activity and options and a detailed action 
plan describing the next steps for progressing the new public service has been development 
and is being implemented. 
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Appendix 1   
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Appendix 2 

Recruitment Activity 

 
Adverts 

During the year 2020/2021, there were 812 adverts turned live. Of these, 769 were for 

substantive recruitment (full/part-time) and 43 were bank/relief/casual/talent pool 

advertisements. 131 adverts were internal only, and 681 were externally advertised.  

 

  Total 2019/2020 Total 2020/2021 

Advert total (all) 1045 812 

Advert total (excluding bank) 1045 769 

Advert (external) 887 638 

Advert (internal only) 158 131 

Advert (relief/casual/talent pool)  Figure not collected  43 

 

Compared with the year 2019/2020, this represents an overall decrease of 276 adverts 
(excluding bank, relief and casual recruitment). 
 
Applications 

 

In 2020/2021, there were 14,361 applications for positions; this is compared with 14,435 in 

2019/2020.  

Appointments 

 

In 2020/2021, 867 people were appointed to substantive positions across the Public Service. 
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 Total 
2019/2020 
Excluding 

bank 

Total 
2020/2021 
Excluding 

bank 

DHSC/Manx Care  436 402 

DESC 248 198 

DOI 119 86 

Cabinet Office 46 71 

Treasury 67 23 

DHA 52 26 

DEFA 29 19 

DfE 30 13 

AGC 11 7 

MNH 8 4 

Communications Commission 0 3 

FIU 4 3 

General Registry  2 3 

GSC 2 7 

PSPA 3 2 

MIRS 1 0 

OFT 2 0 

ICO 1 0 

Total: 1061 867 

 

Substantive / Bank Appointments 

 

 
 

The amount of casual appointments has increased during the COVID-19 period with large 

recruitment drives for DHSC/Manx Care casual staff, most notably Bank Health Care Assistants 

and vaccination staff. However, it’s worth noting that the usual heritage recruitment drives 

(DOI Rail and MNH) didn’t go ahead during this year. 
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Appendix 3 

LEaD Activity 
 
Leadership week events running between 9th & 13th November 2020 

Leadership Week Event/Session Number of 
participants 
who 
attended 

Communication and Strategic Planning  29 

Finding Safety in Scrutiny 18 

Ice Cube to Slush Puppie 47 

How Neuroscience Can Support Adaptive Leadership 16 

ILM First Line Managers Development Programme Taster 22 

ILM Leadership Development Programme Taster 11 

Leading to Change or Change to Lead 25 

Leading Through Uncertainty: Applying One Rule and Three Questions 20 

Recruitment Masterclass: Using Social Media 2 

The Happy Chappy guide: The chemistry of Communication 33 

Working Together Through Crisis 32 

Systems Thinking 15 

Effective Communication: Facilitation Skills  9 

Effective Communication: Listening Skills 4 

Lightning Lunchtime talk – Development opportunity programme  2 

Lightning lunch – Leadership Academy 2 

Overcoming Personal Barriers 6 

Adaptability and Resilience  21 

Total 254 
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Learning Education and Development Learning Events 2020/21 

Learning Event Number 
of events 
delivered 

Number of 
participants 
who 
attended 

Adjustment to Retirement  2 34 

Administration and Monitoring of Sickness absence  3 31 

Agenda and Minutes  3 19 

Introduction to lean processing  2 9 

Aspiring Middle Managers Development Centre 1 4 

Aspiring Senior Development Centre 1 5 

Customer Service: Being ‘Great in Practice’  2 12 

Customer Service: What ‘Great’ Looks like  2 14 

Building Resilience 4 26 

Writing Public Service Documents: Business Cases  1 9 

Chairing Meetings 3 8 

Coaching Skills  3 21 

Communicating face to face 3 11 

Control of Substances Hazardous to Health (COSHH) 5 84 

Dementia Capable Care: Behaviours 1 10 

Data Protection Principles 1 3 

De-Escalation 1 5 

Effective Communication: Writing Skills 2 12 

Effectively using your time 3 10 

eLearn Vannin Managers Training 1 1 

Emergency First Aid 10 63 

Engagement at Work  3 15 

Excel for Work  10 36 

Facilitation Skills  1 4 

Fire Awareness 5 47 

Fire Wardens Training 4 43 

First Aid at Work 4 26 

First Aid at Work Requalification  1 12 

First Line Management development Programme (6 day)  3 33 

Having Difficult Conversations 2 18 

H&S: What you need to know 6 56 

High Performance Essentials People 3 15 

High Performance Essentials Processes 2 7 

ILM Assignment Tutorials  1 2 

Impact Analysis  1 1 

Improving Wellbeing & Resilience During COVID-19 3 19 

Introduction to Coaching and Mentoring 6 44 

Introduction to Data Breaches 1 7 

Introduction to Data Protection Principles 1 10 

Isle of Man Government Corporate Induction 1 38 

Leadership Development Programme  2 28 

Lightning Lunchtime talk – Development opportunity 
programme  

1 2 

Lightning lunch – Leadership Academy 1 2 

Living Our Vision And Values 3 15 
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Managing Health and Safety 2 6 

Managing Organisational Risk  1 3 

Managing Risk 3 28 

Managing the Political Interface  1 10 

Models of Coaching  2 15 

Isle of Man Government Meet and Greet  1 25 

My Computer 3 6 

Overcoming Personal Barriers 3 13 

Paediatric First Aid  3 15 

PowerPoint for Work  5 10 

Programme for Government  2 14 

Project Management Tools 2 8 

Project Management an Introduction  3 24 

Remote Management Challenges Post COVID-19 4 10 

Remote Management Communications post COVID-19 1 6 

Remote Management Tools Post COVID-19 4 14 

Safer Food  4 35 

Safer Object Handling  3 14 

Safer people Handling Instructor Refresher 1 11 

Skills for Making Tough Decisions - Processes 1 4 

Skills for Making Tough Decisions - People 1 6 

Strategic Thinking 1 4 

Stress Awareness 3 37 

Supporting Change Module 1 Understanding Change  4 17 

Supporting Change Module 2 – Managing Change  4 13 

Supporting Change – Change Management 3 11 

The Art of Influencing 2 8 

The Change Curve, understanding the impact of changes 
brought about by COVID-19 

1 5 

The Positive ‘No’ 2 15 

The Power of Feedback 1 5 

The Power of Reflection 1 1 

The Power of Self 2 13 

The Public Purse 1 7 

The Role of Personality and Emotional Intelligence  2 12 

The Role of Power 2 7 

Understanding Insights Discovery 1 6 

Using Reflection for the Challenges of working during COVID-
19 

1 4 

Writing Public Service Documents: Reports 2 5 

Word for Work 4 12 

Health & Safety in Workplace Level 2  2 14 

Basic Life Support for Department of Infrastructure 8 83 

Total 216 1427 
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eLearning packages developed between 2020/2021 
 

Department eLearning package title New/Updated 

Cabinet Office Guidance for Lone Workers  New 

Health & Social Care Nasogastric Tubes New 

Cabinet Office GDPR Basic Awareness  Updated 

Enterprise Public Records Act 1999 New 

Cabinet Office Online Appraisals New 

Cabinet Office Records and Information Management 
Training 

New 

Financial Services Authority Information Security Annual Update Updated 

Cabinet Office Duty of Candour New 

Health & Social Care Infection Prevention and Control COVID-
19  LEVEL 2 

New 

Health & Social Care COVID-19 Infection Prevention and 
Control  

New 

Cabinet Office Managing remotely New 

Cabinet Office Working from Home New 

Cabinet Office Contact Tracing New 

Manx Care How to use a combined throat and nose 
swab kit to test COVID-19 

New 

Cabinet Office Code of Conduct New 

Treasury Treasury Induction update Updated 

Cabinet Office Corporate Induction New 

Total  17 

 

Assessment Centres for senior roles supported by LEaD during 2020/2021 19 

 

Psychometric assessments undertaken and supported by LEaD during 2020/2021 131 

 

Bespoke organisational design activities across Isle of Man Public Service 

2020/21 

Departments Workshop 

DHSC Strategic Planning Workshop (virtual) 

PSPA Bespoke Appraisal Workshop 

DOI, Facilities Management 

Section 

Bespoke Post –  

COVID-19 Lessons Learned Workshop 

DESC, Villa Gaiety Bespoke Management Workshop 

DfE, Motorsports Team Bespoke Policy and Strategy Planning Away Day. Bespoke Policy 
and Strategy Follow Up Day 

MUA,  Senior Operational 
Managers 

Bespoke Respond, Recover, Thrive Team Building Workshop 

CABO, Public Health Bespoke Future Planning Away day Workshop 

CABO, Safeguarding Team  Team Action Planning Workshop 

DESC, School Advisory Team Team Canvas Strategic Framework Workshop 
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Appendix 4 

 

Corporate Sickness Absence Statistics 1 April 2020 – 31 March 2021 

 
Average days lost per FTE by pay agreement for 2020/2021 
 

  
 
 

Average days lost per FTE for 2020/2021 by Department 
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Duration of individual absences in 2020/2021  

 

Workforce Total by Duration % of Annual Absence % of Current Workforce 

 2019/2020 2020/2021 2019/2020 2020/2021 

Zero Absence - - 39.33 49.71 

3 days or fewer 2.94 2.89 19.31 17.94 

4-20 days 18.13 15.99 26.50 19.43 

21-90 days 42 41.45 12.09 10.31 

91-180 days 21.7 25.34 2 2.08 

181 – 365 days 14.71 12.4 0.76 0.5 

>365 0.52 1.94 0.01 0.04 

 
 
 
 
 
 
 
Direct Cost of Sickness Absence in 2020/2021 
 
 

 Total cost (£) FTE Cost per FTE (£) 

 2019/20 2020/21 2019/20 2020/21 2019/20 2020/21 

April 835,959 836,521 6909.26 6973.74 121 120 

May 949,126 896,248 6876.94 6985.01 138 128 

June 805,484 836,490 6900.00 6993.31 117 120 

July 926,540 819,285 6888.88 7031.86 134 117 

August 844,460 647,480 6899.08 7018.45 122 92 

September 928,767 808,420 6918.34 7033.85 134 115 

October 1,073,682 956,618 6897.28 7045.03 156 136 

November 1,066,006 911,254 6946.28 7060.93 153 129 

December 1,199,846 858,076 6936.32 7034.61 173 122 

January 1,218,099 953,557 6981.11 7111.82 174 134 

February 1,092,349 756,658 6980.86 7086.82 156 107 

March 1,345,568 1,176,884 7014.92 7109.35 192 166 

Total  12,285,885 10,457,490 6929.11 7040.40 1,772 1,485 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

29 
 

Absence Information by Cause of Absence 
 
 Days Lost % of total days 

lost 

Average days lost 

per absence 

 2019/20 2020/21 2019/20 2020/21 2019/20 2020/21 

Accident at work 228 11 0.21 0.01 12.67 2.2 

Alcohol or drug related 27 5 0.03 0.01 13.5 5 

Allergic Reaction NA 336.17 NA 0.36 NA 2.35 

Blood Disorder (e.g. 

Anaemia/Leukaemia) 

444 316 0.41 0.34 26.12 19.75 

Cancer 2673.5 4357.5 2.50 4.69 56.88 85.44 

Chest, respiratory  4618 3150 4.32 3.39 9.56 14.93 

Cough, Cold, Flu Symptoms 14600.5

3 

4288.78 13.64 4.62 5.87 4.20 

COVID-19 Diagnosed 7 1137.5 0.01 1.22 3.5 14.58 

COVID-19 Self Isolation NA 3325.11 NA 3.58 NA 6.32 

COVID-19 Shielding NA 8875.5 NA 9.56 NA 31.93 

Dental 876.5 313.5 0.82 0.34 5.07 2.61 

Ear, Nose, Throat 2212.5 1062.58 2.07 1.14 6.64 4.02 

Endocrine, Glandular (e.g. 

Diabetes, Thyroid, Metabolic) 

760.5 1014.5 0.71 1.09 17.69 27.42 

Eye, Vision 960.5 495 0.90 0.53 11.43 6.6 

Gastrointestinal (excluding 

vomiting and diarrhoea)  

4113.5 3779.68 3.84 4.07 7.27 7.83 

Gynaecological (female)/ 
Anthological (male) 

2427 3092.48 2.27 3.33 10.83 15.09 

Headache, Migraine 2643 1962.83 2.47 2.11 4 3.02 

Heart, Cardiac, Blood Pressure, 
Circulatory 

3322.5 3500.54 3.10 3.77 25.56 23.49 

Mental Health – Other NA 7471.33 NA 8.05 NA 36.80 

Musculoskeletal  18110 4749 16.92 5.11 19.14 13.34 

Musculoskeletal – Back (Work 
related) 

NA 447.5 NA 0.48 NA 10.65 

Musculoskeletal Injury Fracture 

(Work-related) 

NA 65 NA 0.07 NA 21.67 

Musculoskeletal Other 

(excluding back, including next) 

(Work Related) 

NA 1045 NA 1.13 NA 10.77 

Musculoskeletal – Personal NA 11460.62 NA 12.34 NA 22 

Neurological, Nervous system 1786.5 2469 1.67 2.66 24.14 31.25 

Operations, hospitalisation 1837.5 NA 1.72 NA 49.66 NA 

Other 2156.5 1217.5 2.02 1.31 15.63 22.55 

Pregnancy related 1016.5 844 0.95 0.91 12.55 12.79 

Skin 382.5 983 0.36 1.06 6.95 14.25 

Stress, Anxiety, Depression 30227.5 18019.52 28.24 19.41 38.26 NA 

Stress, Anxiety, Depression – 
Personal  

NA 10495.02 NA 11.30 NA 25.98 

Stress, Anxiety, Depression – 
Work-Related 

NA 7524.5 NA 8.10 NA 40.45 

Third-party injury NA 32.8 NA 0.04 NA 8.2 

Unknown 6645.5 508.5 6.21 0.55 25.66 12.40 

Vomiting, Diarrhoea 4929 2523.59 4.61 2.72 3.65 3.28 

Totals 107006 92860.02 
Note: Stress, Anxiety, Depression for 2020/21 is a combined figure of Stress, Anxiety, Depression – Personal, 
and Stress, Anxiety, Depression – Work-Related due to reporting changes to allow for comparison. 

Appendix 5 
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HR Business Casework 2020/2021 

 
Category Open Cases at 

Start of Period  
 

Cases Closed in 

Period  
 

Cases Opened in 

Period 
 

Open cases at 

the end of the 
period 

  
2019/20 2020/21 2019/20 2020/21 2019/20 2020/21 2019/20 2020/21 

Discipline  31 33 82 53 84 51 33 31 
Whistleblowing  0 0 2 0 2 5 0 5 
Capability 
Attendance  

54 76 76 67 97 72 75 81 

Capability 
Performance  

18 10 27 15 19 23 10 18 

Grievance  10 13 14 10 17 12 13 15 
Absence 
Management 
Well-Being  

72 50 150 121 129 148 51 77 

Organisational 
Development  

3 5 7 13 9 13 5 5 

Redeployment 
Redundancy  

4 8 25 21 29 19 8 6 

Ill Health 
Retirement  

4 3 4 6 1 4 3 1 

Fairness At 
Work  

27 29 38 46 41 36 27 19 

Terms & 
Conditions  

0 1 1 4 1 4 0 1 

Informal 
Action  

37 27 61 30 51 19 26 16 

Service Review  1 1 2 1 2 0 1 0 
Other  8 7 15 11 14 14 7 10 
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This document can be provided in large print or as an audio recording on request 

 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

Office of Human Resources 
3rd Floor, Illiam Dhone House,  

Circular Road, Douglas, Isle of Man, IM1 1AG  

 


