	HUMAN RESOURCES AND WORKFORCE REPORT



	This quarterly report summarises PCT wide staffing establishments, vacancies, turnover, sickness and bank


	October – December 2009


This report provides a summary of the workforce information for NHS Brent for the period October to December 2009.   Section 6. provides a summary of the staff attitude survey results for the 2009 survey.
	1. Human resources balanced score card


The table below contains the key human resources in the areas of sickness, vacancy, bank and turnover. Data shown is as at 31 December for Staff in Post, SIP, and Vacancy, for the quarter ending in December 2009 for Sickness and Bank or in the case of turnover is the turnover rate for the year to the end of December.  A key to the traffic light rating is provided immediately following the tables.
Aggregated data is also shown for Brent Community Services.

Table 1:  HR Metrics (by Directorate
) – Including Brent Community Services
	Directorate
	SIP WTE
	Sickness
	Vacancy
	Bank

	Turnover

	Executive Office
	14.33
	1.59%
	0.49%
	0%
	13.61%

	Finance & Performance
	46.12
	1.60%
	23.13%
	4.39%
	36.01%*

	Human Resources
	8.56
	1.28%
	4.89%
	0%
	35.06%

	Primary Care & Community Commissioning
	26.88
	2.83%
	29.76%
	0.83%
	20.53%

	Public Health
	27.98
	3.45%
	7.26%
	6.62%
	14.54%

	Strategic Commissioning 
	43.46
	0.72%
	1.45%
	0.11%
	7.80%

	Total:
	167.32
	1.87%
	14.17%
	2.55%
	21.33%

	
	
	
	
	
	

	Brent Community Services
	575.37
	4.02%
	14.53%
	9.58%
	13.22%

	Total Including Brent Community Survives:
	742.69
	3.53%
	14.42%
	8.48%
	15.49%



*see section 3. for more information regarding the high turnover in Finance & Performance
Table 2:  HR Metrics (targets)

	Metric
	Green
	Amber
	Red

	Sickness 
	≤ 3%
	> 3% and < 4.7%
	≥ 4.7%

	Vacancy 
	≤ 10%
	>10% and < 20%
	 ≥ 20%

	Bank use (% of WTE)
	< 3%
	≥ 3% and < 5%
	≥ 5%

	Turnover (YTD) 

	≤ 15%
	> 15% and < 25% 
	≥ 25%


	2. Staff in post


The number of staff in post 31 December was 167.32 WTE (174 headcount). A breakdown of staff, by directorate, over the last year is provided.

Table 3:  Staff Breakdown by Occupation Group (Dec 2008 to Dec 2009)
	
	Chief Executive
	Finance & Performance 
	Human Resources
	Primary Care & Community Commissioning
	Public Health
	Strategic Commissioning
	Grand
Total

	Dec-08
	10.91
	45.08
	9.11
	18.57
	21.54
	26.05
	131.26

	Jan-09
	11.91
	47.08
	10.11
	20.57
	23.04
	27.20
	139.91

	Feb-09
	11.91
	47.28
	9.51
	22.88
	22.44
	27.20
	141.22

	Mar-09
	11.91
	46.28
	8.91
	22.88
	23.44
	26.20
	139.62

	Apr-09
	12.91
	48.88
	8.91
	22.88
	23.44
	26.72
	143.74

	May-09
	12.91
	48.38
	8.77
	23.88
	24.44
	26.72
	145.10

	Jun-09
	12.91
	47.38
	8.33
	22.92
	24.44
	28.32
	144.30

	Jul-09
	14.40
	46.78
	8.33
	20.88
	24.52
	27.57
	142.47

	Aug-09
	15.40
	47.78
	9.33
	21.88
	24.98
	29.57
	148.93

	Sep-09
	14.40
	50.31
	9.33
	22.88
	25.98
	38.26
	161.16

	Oct-09
	14.40
	51.92
	8.56
	26.88
	26.98
	40.26
	168.99

	Nov-09
	14.33
	51.92
	8.56
	27.88
	28.98
	42.46
	173.13

	Dec-09
	14.33
	46.12
	8.56
	26.88
	27.98
	43.46
	167.32


The staff numbers for Finance & Performance and Human Resources do not include the staff who since 1 April 2009 have been included in Brent Community Services APO.  The staff that were assigned to Brent Community Services before formal separation in April are not included for the months leading up to this.
	3. Turnover 



The turnover rate for the year to the end of December 2009 was 21.32%.

In the last 12 months there have been 62 starters (60.70 WTE) and 39 leavers (35.51 WTE). 
The chart below shows the annualised turnover rate over the last year.  The increase in turnover in December 2009 was associated with redundancies due to reconfiguring of the finance department with purchasing no longer being a separate function.   Of the eight staff that left in December seven were associated with this activity and these staff account for almost 20% of the total leavers over the last 12 months.
Chart 1:  Turnover (annual) Rate
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	4. Vacancies 



At 31 December 2010, the Trust had a vacancy rate of 14.17%.
Table 4 below shows the vacancy rate by Directorate.
Table 4:  Vacancies (by Directorate)

	Directorate
	Budgeted WTE
	Staff in Post
	Vacancy (WTE)
	Vacancy (Rate)

	Executive Office
	14.4
	14.33
	0.07
	0.49%

	Finance & Performance
	60
	46.12
	13.88
	23.13%

	Human Resources
	9
	8.56
	0.44
	4.89%

	Primary Care & Community Commissioning
	38.27
	26.88
	11.39
	29.76%

	Public Health
	30.17
	27.98
	2.19
	7.26%

	Strategic Commissioning
	44.1
	43.46
	0.64
	1.45%

	Total:
	194.94
	167.32
	27.62
	14.17%


	5. Sickness absence


The annualised sickness rate over the last year can be seen in the chart 2, below.  The average sickness rate for Strategic Health Authorities is also shown; this is the closest type of NHS organisation to a commissioning PCT that currently has benchmarking data.
Chart 2:  Sickness (annual) Rate
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	6. Staff Attitude Survey


The results of the 2009 staff attitude survey were published by the Care Quality Commission on 17 March 2010.  The survey is carried out for the PCT as a whole and the results represent the combined survey responses from NHS Brent and Brent Community Services.  The complete survey report is available on the CQC’s website and the results will be communicated on the PCT’s intranet.

The response rate for this survey was 60%, this is an increase on the 56% last year and a large increase on the 47% response rate for the 07 survey; it was average for PCTs in England.  The lowest response rate was 41 and the highest 70%, the average response rate was 61%.
Overall the results show an increase at the rate of improvement for the PCT but the results are still low compared to other PCTs.
This year there are 40 Key Findings, KF, up from 36 on last year’s survey.  These scores for each of these findings are mainly summary scores derived from combining the results of several questions together.  These 40 Key Findings are divided in to four Staff Pledges and two additional Themes

STAFF PLEDGE 1: To provide all staff with clear roles and responsibilities and rewarding jobs for teams and individuals that make a difference to patients, their families and carers and communities.

STAFF PLEDGE 2: To provide all staff with personal development, access to appropriate training for their jobs and line management support to succeed.

STAFF PLEDGE 3: To provide support and opportunities for staff to maintain their health, well-being and safety.

STAFF PLEDGE 4: To engage staff in decisions that affect them and the services they provide, individually, through representative organisations and through local partnership working arrangements. All staff will be empowered to put forward ways to deliver better and safer services for patients and their families.

The two additional themes are:

Staff satisfaction

Equality and diversity

Of the 36 scores on the 2009 survey that were measured in the 2008 survey 18 showed an improvement, 17 showed no change and one showed a reduction.  In this context an improvement or reduction in the score is a statistically significant change from the previous year’s score.
Comparing the PCT’s results against other results for PCTs we were in the top 20% of scores for two KFs, better than average for three scores, average for four scores, below average for ten scores and in the lowest 20% for 21.
The results will be communicated to staff via several routes including discussions with the Staff Engagement Group and JNCC, Team Brief and ‘Marks View’ and directorate and team meetings.  Management reports commissioned from the survey contractor will isolate the results of the survey for NHS Brent and Brent Community Services staff separately.

The full results of each Key Finding are below in table 5.
Table 5: Summary Results of the 2009 Staff Survey
	STAFF PLEDGE 1: To provide all staff with clear roles and responsibilities and rewarding jobs for teams and individuals that make a difference to patients, their families and carers and communities.
	Change from 2008
	Compared to Other PCTs
	2009 Score
	PCT Average

	KF1. % feeling satisfied with the quality of work and patient care they are able to deliver
	No Change
	Lowest 20%
	65%
	73%

	KF2. % agreeing that their role makes a difference to patients
	No Change
	Lowest 20%
	87%
	89%

	KF3. % feeling valued by their work colleagues
	No Change
	Lowest 20%
	70%
	80%

	KF4. % agreeing that they have an interesting job
	Improvement
	Below Average
	80%
	81%

	KF5. Quality of job design
	Improvement
	Average
	3.42
	3.43

	KF6. Work pressure felt by staff
	Improvement
	Lowest 20%
	3.25
	3.06

	KF7. % working in a well structured team environment
	No Change
	Average
	50%
	48%

	KF8. Trust commitment to work-life balance
	No Change
	Lowest 20%
	3.39
	3.62

	KF9. % working extra hours
	No Change
	Below Average
	68%
	65%

	KF10. % using flexible working options
	No Change
	Lowest 20%
	69%
	80%

	STAFF PLEDGE 2: To provide all staff with personal development, access to appropriate training for their jobs and line management support to succeed.
	
	
	
	

	KF11. % feeling there are good opportunities to develop their potential at work
	Improvement
	Below Average
	45%
	46%

	KF12. % receiving job-relevant training, learning or development in last 12 months
	No Change
	Below Average
	79%
	81%

	KF13. % appraised in last 12 months
	Improvement
	Below Average
	68%
	73%

	KF14. % having well structured appraisals in last 12 months
	Improvement
	Better Than Average
	38%
	33%

	KF15. % appraised with personal development plans in last 12 months
	Improvement
	Below Average
	62%
	67%

	KF16. Support from immediate managers
	Improvement
	Lowest 20%
	3.60
	3.73

	STAFF PLEDGE 3: To provide support and opportunities for staff to maintain their health, well-being and safety.
	
	
	
	

	Health and safety
	
	
	
	

	KF17. % receiving health and safety training in last 12 months
	Improvement
	Lowest 20%
	51%
	77%

	KF18. % suffering work-related injury in last 12 months
	No Change
	Average
	11%
	11%

	KF19. % suffering work-related stress in last 12 months
	Improvement
	Lowest 20%
	31%
	28%

	KF20. % Staff saying hand washing materials are always available
	Decline
	Lowest 20%
	41%
	61%

	Errors and incidents
	
	
	
	

	KF21. % witnessing potentially harmful errors, near misses or incidents in last month
	No Change
	Below Average
	26%
	24%

	KF22. % reporting errors, near misses or incidents witnessed in the last month
	Improvement
	Highest 20%
	99%
	96%

	KF23. Fairness and effectiveness of procedures for reporting errors, near misses or incidents
	Improvement
	Below Average
	3.37
	3.44

	Violence and harassment
	
	
	
	

	KF24. % experiencing physical violence from patients / relatives in last 12 months
	No Change
	Better Than Average
	5%
	6%

	KF25. % experiencing physical violence from staff in last 12 months
	No Change
	Lowest 20%
	4%
	1%

	KF26. % experiencing harassment, bullying or abuse from patients / relatives in last 12 months
	No Change
	Average
	16%
	15%

	KF27. % experiencing harassment, bullying or abuse from staff in last 12 months
	No Change
	Lowest 20%
	25%
	14%

	KF28. Perceptions of effective action from employer towards violence and harassment
	No Change
	Lowest 20%
	3.45
	3.59

	Health and Well-being
	
	
	
	

	KF29. Impact of health and well-being on ability to perform work or daily activities
	Not asked
	Lowest 20%
	1.64
	1.57

	KF 30. % feeling pressure in last 3 months to attend work when feeling unwell
	Not asked
	Lowest 20%
	26%
	18%

	STAFF PLEDGE 4: To engage staff in decisions that affect them and the services they provide, individually, through representative organisations and through local partnership working arrangements. All staff will be empowered to put forward ways to deliver better and safer services for patients and their families.
	
	
	
	

	KF31. % reporting good communication between senior management and staff
	Improvement
	Lowest 20%
	29%
	32%

	KF32. % agreeing that they understand their role and where it fits in
	Improvement
	Highest 20%
	54%
	47%

	KF33. % able to contribute towards improvements at work
	No Change
	Below Average
	63%
	69%

	ADDITIONAL THEME: Staff satisfaction
	
	
	
	

	KF34. Staff job satisfaction
	Improvement
	Lowest 20%
	3.39
	3.60

	KF35. Staff intention to leave jobs
	Improvement
	Lowest 20%
	2.88
	2.53

	KF36. % that would recommend the trust as a place to work or receive treatment
	Not asked
	Lowest 20%
	3.34
	3.52

	KF37. Staff Motivation at Work
	Not asked
	Better Than Average
	3.92
	3.88

	ADDITIONAL THEME: Equality and diversity
	
	
	
	

	KF38. % having equality and diversity training in last 12 months
	Improvement
	Below Average
	40%
	43%

	KF39. % believing trust provides equal opportunities for career progression or promotion
	Improvement
	Lowest 20%
	80%
	94%

	KF40. % experiencing discrimination at work in last 12 months
	No Change
	Lowest 20%
	11%
	5%


Document notes
� NOTE 1:  Directorate Establishments





Data for the Chief Executive Directorate do no include non-Executive, or PEC members.


Data for Primary Care Commissioning do not include PBC Federation members


Data for HR and Finance and Performance do include staff are employed as NHS Brent staff but that provide part of their time for Brent Community Services.  There is a budget recharge for these staff.





� NOTE 2:  Bank Usage





Agency Staff are not included.  Reporting on agency usage is to be reviewed in time for the next workforce report.





� NOTE 3:  Turnover Target





Following discussion at the Board Meeting in November the targets for turnover were revised to those shown.





� NOTE 4:  Turnover





Definition of Turnover:  





The definition of turnover is simply the number of leavers per period against the average number of employees per period.


Total number of leavers over period 		x 100�Average total number employed over period


[Source: Chartered Institute of Personnel Development]





� NOTE 5:  Vacancies





To show the vacancies within the Trust, it has been decided to use the following formula for determining vacancies:-


			


Agreed Establishment (WTE)	�
less�
Staff in Post (WTE).�
�
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