	HUMAN RESOURCES AND WORKFORCE REPORT



	This report summarises Trust-wide staffing establishments, vacancies, turnover, sickness, recruitment and agency spend


	April 2007 – September 2007



This report provides a summary of the Workforce information for Brent Teaching Primary Care Trust for the financial year 2006/2007 1st April 2006 to 31st March 2007 (full year).

Summary/Headlines  
· Staff in post as at 31st October 2007 = 750.10 WTE / 872 (headcount)
· Sickness level for the reporting period = 5.57%
· There have been 30.14 WTE/43 (headcount) starters and 112.74 WTE / 132 (headcount) leavers for the financial year up to 31st October 2007.
· Average starters for the financial year up to 31st October 2007: 6 (headcount)

· Average leavers for the financial year up to 31st October 2007: 19 (headcount)

	1. Staff in Post


Staff in post at 31st October 2007 is 750.10 WTE.  A breakdown of staff, by occupational group, from April 2007 to October 2007 is provided.

	 
	Health Care Assistants
	Administrative and Clerical
	Allied Health Professionals
	Medical and Dental
	Nursing and Midwifery Registered
	Others
	Grand Total

	Apr-07
	87.30
	306.22
	151.16
	27.33
	244.44
	14.49
	830.94

	May-07
	84.28
	302.26
	151.24
	27.33
	243.08
	16.49
	824.68

	Jun-07
	83.74
	296.01
	145.26
	26.50
	242.08
	13.87
	807.46

	Jul-07
	83.74
	298.34
	140.61
	27.10
	238.54
	14.09
	802.42

	Aug-07
	80.89
	290.58
	135.11
	25.59
	235.25
	14.09
	781.51

	Sep-07
	77.95
	290.58
	126.35
	25.59
	225.96
	13.09
	759.52

	Oct-07
	77.84
	289.28
	122.80
	26.59
	222.83
	10.76
	750.10


Figure 1:  Staff Breakdown by Occupation Group (April to October 2007)

There has been a 26% reduction in the workforce from 01 April 2006 to 31st October 2007.  The workforce reduction for this financial year (from 01 April 2007 to 31st October 2007) is approximately 16%.  To ensure that patient care is not compromised, managers will need to review and agree minimum staffing levels.

Figure 2 shows the total staff in post over the 2006/2007 and 2007/2008 (YTD) financial years.
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Figure 2:  Staff in Post by month (for financial years 2006/2007 and 2007/2008 (YTD)

Work continues with the Finance and Workforce team to revise and update HR systems with budgeted establishments agreed with Finance in recent budget setting & review meetings.  This work is 75% complete and the remainder will be completed by early 2008.

Recently, the London SHA published a number of workforce benchmarking reports based on the FIMS submissions for September.

PCTs have been grouped to reflect the demographics (using the Office of National Statistics area clusters).  This sees Brent grouped with PCTs such as Lewisham PCT, Southwark PCT, Lambeth PCT, Haringey Teaching PCT, City & Hackney Teaching PCT and Newham PCT.
[image: image2.emf]
Figure 3:  SHA Benchmarking Summary for September 2007

This summary shows that Brent PCT is on target with their staff in post forecast submitted to the SHA earlier this year and that the paybill is 11.2% under forecast as are the locum spend (20.5% under forecast) and the agency spend (48.1% under forecast).
	2. Turnover 


We continue to see more leavers than starters for the reporting period.  There has been an average of 19 leavers to 6 starters for the period 01st April 2007 to 31st October 2007.

Starters for the financial year up to 31st October 2007:  30.14 WTE/43 (headcount)

Leavers for the financial year up to 31st October 2007:  112.74 WTE / 132 (headcount).

This trend continues from the previous year where there 283 leavers and 60 starters.
[image: image3.emf]Starters and Leavers - WTE

4.0

0.5

3.6

3.0

2.8

14.2

2.0

21.9

11.0

15.8

11.6

13.2

12.3

27.0

0.0

5.0

10.0

15.0

20.0

25.0

30.0

35.0

Apr-07 May-07 Jun-07 Jul-07 Aug-07 Sep-07 Oct-07

Month

No of starters/leavers

Leavers

Starters


Figure 4:  Starters & Leavers comparison – 01 April to 31st October 2007

	3. Sickness 


The sickness absence rate for the year to date (from 01st April 2007 to 30th September 2007) is 5.57%.  Currently, reducing sickness absence to a level of 3.0% is a priority for the Trust.  With this in mind, the HR operational team are meeting regularly with Managers to actively manage sickness cases.  Over the year (starting 01 April 2007) HR Managers have been actively managing 20 long terms sickness absence cases and 3 short term absence cases.  An average of 6 cases are resolved each month (4 through return to work, 1 through ill health retirement and 1 through incapacity dismissal).
A summary of the days lost to sickness over the year is provided below.  Days lost to sickness for the financial years 2005/2006 and 2006/2007 are also shown for comparison.
	 
	Apr
	May
	Jun
	Jul
	Aug
	Sep
	Oct
	Nov
	Dec
	Jan
	Feb
	Mar

	2005
	1364
	1484
	1873
	1866
	1934
	1898
	1748
	2012
	1889
	1864
	1604
	2012

	2006
	1391
	1459
	1425
	1579
	1616
	1746
	1779
	1898
	1794
	1848
	1512
	1309

	2007
	1135
	1281
	1472
	1487
	1454
	1327
	 
	 
	 
	 
	 
	 

	2007 Rate
	4.42%
	5.17%
	6.05%
	6.01%
	5.94%
	5.80%
	 
	 
	 
	 
	 
	 


Figure 5:  Days lost to sickness & sickness absence rate (YTD)

There have been a total of 8,156 days lost to sickness from 01st April 2007.  Using an average salary of £25K, this equates to lost wages of £782K.  Extrapolating this data using the average sickness days lost for the year to date, this will cost the Trust £1.6M approximately by March 2008 (please note this does not include bank or agency cover to fill these positions).
If sickness absence was reduced to a 3% absence rate, the saving to the Trust would be £774K in a financial year.

	4. Corporate Restructure


A summary of the corporate restructure is provided below.  This provides a breakdown of staff affected by the restructure, by Directorate as well as totals of staff slotted in and staff at risk.
	10th July 2007 - launch of consultation
	CL&IG
	Finance
	PD & E
	PC & CS
	Public Health
	HR
	CEO
	Strat. Comm.
	Total
	%

	No of staff affected by restructure
	23
	9
	40
	10
	22
	22
	1
	34
	161
	100%

	No of staff slotted in 
	19
	2
	15
	6
	17
	14
	0
	20
	93
	58%

	No of staff at risk
	4
	7
	25
	4
	5
	8
	1
	14
	68
	42%

	Position as of 1st November
	 

	No of staff slotted in and appointed
	22
	6
	18
	8
	18
	18
	0
	24
	114
	71%

	No  of staff remaining at risk
	1
	3
	22
	1
	3
	0
	0
	7
	37
	23%

	No of V/R &C/R approved
	0
	0
	0
	1
	0
	3
	1
	3
	8
	5%

	Leavers
	0
	0
	0
	0
	1
	1
	0
	0
	2
	1%

	
	
	
	
	
	
	
	
	
	161
	100%

	No of vacant posts
	8
	6
	10
	8
	3
	0
	0
	14
	49
	


Figure 6:  Corporate Restructure Summary
The new directorate structures became operational on the 1st November, however a number of posts remain to be filled.  The table above shows that as at the 1st November the restructuring project is 71% complete and arrangements are in place to interview the remaining staff at risk against the vacant posts and to complete this process as quickly as possible.  

A few staff have either requested voluntary redundancy or subject to compulsory redundancy due to them not securing an alternative employment within the trust.  For the latter group, efforts are being made to secure suitable alternative employment elsewhere in the local health community during their notice period.  All potential redundancies have to go through a rigorous approval process before being signed off and potential redundancy costs are scrutinised and carefully monitored.
	5. Employee Relations


The HR Operational team are currently managing 15 employee relations cases at various stages (6 at an informal stage, 5 at an investigatory stage, 1 at appeal stage and 3 at formal hearing stage).

There are no employment tribunal cases ongoing.

	 
	Mar-07
	Apr-07
	May-07
	Jun-07
	Jul-07
	Aug-07
	Sep-07
	Oct-07

	Facilitation/Informal Stage
	1
	4
	5
	7
	5
	5
	2
	6

	Investigation Stage
	1
	3
	5
	3
	4
	6
	9
	5

	Appeal Stage
	 
	 
	 
	2
	 
	 
	1
	1

	Stage 2: Formal Hearing
	9
	3
	2
	 
	1
	 
	 
	3 

	Monitoring Post Hearing
	 
	1
	 
	 
	 
	1
	 
	 

	Total Employee Relations Cases
	11
	11
	12
	12
	10
	12
	12
	15


Figure 7:  ER Cases currently being managed

Recruitment

As a result of vacant posts highlighted as part of the restructure, a number of posts have recently been authorised by the VCG and are in the early stages of recruitment.  Some of these positions are currently being filled through bank and agency while recruitment is ongoing.

Policies
The Trust currently has 30 active policies published.  The HR team have implemented a schedule for updating policies on a bi-annual basis.

The Validation and Ongoing Monitoring of Registration Policy was recently updated and presented at October’s JNCC for ratification.  The Recruitment policy is also being revised to link with the Validation and Ongoing Monitoring of Registration Policy which now falls under the HR umbrella.  This policy was previously managed by Clinical Governance.  Other policies currently under review are Bullying & Harassment, Grievance, Managing Sickness & Absence and Performance & Conduct policies.
	6. Brent Bank


There has been a steady increase in the use of temporary staffing from July 2007 onwards, attributed to vacancies and short term high sickness absence levels mainly in the areas of allied health professionals and the nursing teams within the wards in Willesden hospital and some increase in the use of administration staff.  The HR operational teams are working with line managers to support the management and reduction of sickness absence. 

Brent Bank usage for the financial year 2006/2007 is shown below in Table 1, with the usage for the current year (to date) shown in Table 2. 
	
	Apr-06
	May-06
	Jun-06
	Jul-06
	Aug-06
	Sep-06
	Oct-06
	Nov-06
	Dec-06
	Jan-07
	Feb-07
	Mar-07

	Target
	80.00
	80.00
	80.00
	80.00
	80.00
	80.00
	40.00
	40.00
	40.00
	40.00
	40.00
	40.00

	Nurses
	71.41
	68.52
	55.53
	63.63
	47.72
	52.90
	30.42
	27.82
	26.64
	26.57
	29.01
	32.63

	Admin & Clerical
	11.75
	9.19
	9.49
	9.40
	8.29
	8.00
	7.31
	6.51
	5.05
	4.43
	4.46
	6.19

	Total
	83.16
	77.71
	65.02
	73.03
	56.01
	60.90
	37.73
	34.33
	31.69
	31.00
	33.47
	38.82


Table 1: Brent Bank Usage - 2006/2007 financial year
	
	Apr-07
	May-07
	Jun-07
	Jul-07
	Aug-07
	Sep-07
	Oct-07

	Target
	40.00
	40.00
	40.00
	40.00
	40.00
	40.00
	40.00

	Nurses
	14.78
	9.04
	11.03
	11.33
	14.72
	17.16
	26.70

	Admin & Clerical
	5.55
	5.35
	3.93
	6.46
	8.16
	6.35
	7.58

	Total
	20.33
	14.39
	14.96
	17.79
	22.88
	23.51
	34.28


Table 2: Brent Bank Usage - 2007/2008 financial year (to date)

Although there are tighter controls in place to recruit for temporary staff, requests to recruit for less than three months can be authorised by the director of the service, alleviating the need for approval by the vacancy control panel. This appears to have encouraged the use of temporary staffing for less than three months requirement and correlates to some of the increases in usage seen. 

The majority of the nursing temporary cover is provided by Brent Bank. Requests for allied health professionals and the majority of requests for administrative and other staff are currently filled by agency staff.  There are plans to undertake a recruitment campaign for Brent Bank early in 2008. 

The Trust has a clear protocol in place to ensure that all temporary staffing requests are placed through Brent Bank.  Brent Bank continues to audit unauthorised agency usage and will be contacting managers who have been found to breach this protocol.
The Trust is currently in discussions with NHS Professionals and has completed an audit tool. The results of this will enable us to decide if working with NHS Professionals would be a viable option for the Trust.

	7. Personal Development Review


The Trust has had a personal development review (PDR) process in place for a number of years, supported by regular training sessions delivered by the Learning & Development team.   The uptake of PDRs has varied over the last 4 years, peaking during 2004 when the Trust was working towards its IWL Practice Plus, and is currently in a down-turn.

Two significant changes will be implemented over the coming months to increase the uptake of PDRs:

· Changes to the Documentation:    

The process for undertaking PDRs will remain largely the same.  The most significant change to note is the introduction of the “grandparent sign-off”.

· Changes to the Procedure:  

From 1st January 2008, a more robust monitoring system will be implemented to monitor the status of Appraisals and PDRs within the Trust.  This will ensure that all completed PDPs are submitted to the HR Directorate and will aid the development of corporate wide training initiatives and to maximise the commissioning of training providers.

	8. Agenda for Change & Knowledge & Skills Framework


All staff on national terms and conditions have been assimilated to agenda for change.   Therefore, the implementation stage of Agenda for Change has been completed and the Trust is now in a “maintenance” phase.

All reviews have been completed and the post holder and managers notified of the outcomes. Approximately 90 staff formally requested reviews, of which 9 did not provide further documentation, and one was “out of time”.  

It has been agreed that future job matches / evaluations will be outsourced to a “tried and tested” organisation, the cost of which will be attached to each job request.  Consistency Checking will continue in-house and staff will be released to participate in these panels.
Staff on local contracts

Prior to implementation approximately 25% of staff were on local terms & conditions.    Therefore, only 75% were automatically assimilated. The remaining 25% were offered the option to transfer to AFC terms and conditions.  In September 2007, the offer of transfer with effect from 01 April 2007 was made to the remaining 29 staff on local terms and conditions, and work is on-going to increase uptake of this offer.

Knowledge & Skills Framework

The Trust undertook a considerable amount of work in the initial phases of implementation of KSF however, more recently this has stagnated.    Recently, a “stock take” of the Trust’s current position has highlighted a number of areas where further work is required.   Currently 74% of staff have a KSF outline.
The Learning & Development team will be leading on the drive to ensure all remaining staff have a KSF outline through intensive one-off half-day workshops.  

When “taking stock”, it came to light that some of the KSF outlines may need revision, either because the outlines are not as full as advised in best practice, or they have now become out of date due to the development of roles in the last couple of years.   These outlines will be revised in “phase 2” of this programme of work.
	9. Staff Attitude Survey


Questionnaires for the Annual NHS National Staff Survey were distributed to staff during the week commencing 18th October 2007.  This year questionnaires have been sent to all PCT staff.

For the 2006 Annual survey, the return rate was 50%.    The aim for this year is to be get the return rate to 60% or greater.  All are being encouraged to complete the questionnaire and return it to the survey team.  This year the survey will again be conducted by Quality Health, an independent organisation hired by the NHS to send out, collect and analyse the surveys that are returned by staff.

At 05 November 2007, the return rate for Brent was 9% while the average return rate is 25% for all Trusts.

To encourage improvement in the return rates, an incentive (vouchers) have been approved by EMT for offer to staff.
Arthur Jones

Interim Director of Human Resources

November 2007
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