Board Report – July 2007

Summary Overview of the Staff Attitude Survey 2006 Results
1.  INTRODUCTION / BACKGROUND
The NHS Staff Attitude Survey (SAS) is designed to enable all staff of the NHS to have their say on the service that they provide and the jobs that they do. The views of staff (together with the views of patients, users and carers) is a valuable way of “feeling the pulse” of an organisation and finding out what is being done well and what could be done better. Not only is it good practice to listen to employees’ views but it also helps to benefit an organisation by benchmarking ideas across different NHS trusts

The SAS is undertaken and published every 12 months. It is produced in the form of questionnaires and the information is collated by the Health Care Commission whom produces individual feed back on trusts performance. This information then helps us to identify possible areas for development which we begin to improve on through the use of action plans. By producing a comparative analysis of year on year results, it is possible to identify different learning curves that can be adopted into our current policies and practices.
At Brent Teaching PCT questionnaires were sent to 683 randomly selected staff.  339 were completed and returned representing a response rate of 50% compared with a response rate of 56% during the Trusts 2005 Staff Attitude Survey. The national means response rate in all 310 Trusts was 53.6% overall which meant that the national response rate declined by 1% this year. All comparisons with other trusts made within this document are against other PCTs with mental Health/Learning Disability Services in England.
2. POSITIVE OUTCOMES
The results of the Staff Attitude Survey (SAS) have provided the Trust with and array of both positive outcomes and developmental opportunities.  Overall, the Trust performed similarly to the previous year, however, the points below highlight areas that are particularly worth noting.
The percentage of staff that were working in a well structured team environment was above average for all PCTs at 56%. Staff said that they work within a team of 15 or fewer which has clear objectives and that they meet regularly to discuss the teams effectiveness and how it could be improved. This combined with the positive outcome from the quality of job design (clear job content, feedback and staff involvement) has led to staff feeling that they have clear goals in their jobs and that they appreciate being given feed back. The Trust score of 3.38 was average for PCTs in England.
From the 28 key areas covered in the survey the Trust scored average and below average in some areas.  However, there are 5 key issues in the top priority group where there has been a real change which is statistically significant than the last year.

3.0 AREAS FOR CONCERN
3.1 Quality of Work Life balance

The results from the questionnaire indicated that overall scores compared to last year on work life balance were slightly higher. The Trusts scores in comparison to other trusts however were generally less positive. The responses from staff indicated that a reason for this could have been because 73% of Staff reported that they worked longer hours for which they are contracted.   

The uptake of flexible working practices was below average for PCTs with 78%, compared with the mean average of 80% for all PCTs, of Brent staff saying that they had taken advantage of at least one of the flexible working options available. 
By increasing flexible working practices the benefits to the organisation can be seen not only through motivating the individual but it by also helping to generate cost savings for the PCT. An increase in flexible working from 2005 could be partially attributed to the reduction in sickness levels from the same year. 

Below is an outline of which flexible working options were mostly taken. Just below 50% of all staff use flexi time as a way of managing work/life balance. This helps to demonstrate that flexibility within departments in regards to flexible working could facilitate an increase in job satisfaction.  
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3.2 Appraisals
The results from the survey indicated that there was some cause for concern in regards to appraisals. The Trust scores compared to other PCTs are generally about the same or less positive and overall scores compared to last year on training, learning and development have also shown a significant decrease. The importance of ensuring that appraisals are carried out helps to continue the development of staff and improve on the performance of the PCT. 
Overall there has been a decrease in the number of appraisals taking place and a low score in the structure of appraisals. (Currently in the lowest 20% of all PCTs) It has also arisen that Personal Development Plans are not being agreed within departments. Greater attention needs to be focused on this area in order to help develop and motivate staff.
The graph below outlines the percentage of people that have had appraisals and is crossed sectioned against all other PCTs. Brent has slightly fallen behind other trusts in relation to staff appraisals. Identifying from the results of the survey that this is now an area of concern it is advisable that this forms one of the five areas that feature within the action plan to be improved on.
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3.3 Job Satisfaction
The Trust scores among the lowest of all PCTs in regards to various aspects to their job. Staff were asked questions about how satisfied they are with their job in regards to recognition for good work, support from immediate manager and colleagues and the extent that the trust values their work. Compared to all other Trusts Brent is generally the same or less positive.

Overall scores compared to last year on issues relating to the organization in general has shown a significant decrease. Work pressure felt by staff has increased and staff intention to leave their jobs is among the highest 20% of PCTs. Compared to 2005 the trust has shown a statistically significant decrease in the extent of positive feeling within the organisation. A reduction from 3.17 in 2005 to 2.89 in 2006. 

In regards to how well employees felt they were able to complete their day-to-day tasks, 45% of staff said they were asked to do work without adequate resources to complete it, and 43% said they were asked to do unimportant tasks which prevented them from completing more important ones.
As the chart below shows, 51% felt that they could not meet all the conflicting demands on their time at work.
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3.4 Harassment, Bullying and Violence
Staff were asked questions about the extent to which they think the Trust takes effective action if staff are physically attacked, bullied, harassed or abused. Possible scores ranging from 1 to 5, with 1 representing the perception that the trust never takes any action, the trust scored 3.33. Which not only is within the lowest 20% of all PCTs but it is also slightly down on the 2005 result which was 3.37.
23% of staff had experienced harassment, bulling or abuse from patients, service users or their relatives in the previous 12 months and 21% had experienced harassment, bulling or abuse from colleagues or managers in the previous 12 months. On these issues the Trust scores compared to other Trusts are generally the same or less positive. 
The Trust needs to improve awareness of the reason to report bullying and harassment in a confidential fashion and consider publicising, in an anonymous way, the action taken by the Trust against those perpetrating violence, bullying, harassment or abuse.
3.5 Work related stress
The Trust needs to begin to develop a comprehensive approach with dealing with stress at work. The results of the staff survey indicate that compared to other Trusts, Brent’s results are less positive. Overall scores compared to last year on issues relating to the organization in general have shown a significant increase from 35% in 2005 with 46% of staff in the past year having suffered from work related stress. 
Internal factors such as the Trust having introduced cost saving programmes with the commencement of the turnaround team, the reduction in recruitment and departmental restructures may all lead to a negative impact on morale in the organisation and therefore it is likely that this could be the result in the level of stress that is present in the workplace. 

The trust needs to prioritise the issue of stress at work and analyse ways in which the Trust can meet legitimate problems, especially by improving communication, reducing conflicting pressures, and improving the quality of work processes to eliminate barriers to effective professional work. The table below illustrates how compared to other trusts, Brent has a significantly higher percentage of staff suffering from work related stress. 
	COMPARISONS WITH OTHER TRUSTS IN 2006
	Trust
	All
	Comparison

	Staff Saying they have been injured or felt unwell as a result of work-related stress
	46%
	33%
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4.0 How we compared against all other PCTs with Mental Health and Learning Disability Services in 2006
Compared with national benchmarks for PCTs with mental health/learning disability services nationally, the Trusts response rate was in the lower 20%
On the 28 key areas:
	Flexible Working

	% of staff working extra hours
	highest 20%

	% of staff working extra hours due to pressure & demand of the job 


	highest 20%

	% of staff quality of work life balance 

	lowest 20%

	% of staff using flexible working options 

	below average


	Appraisals

	% of staff appraised within previous 12 months 
	lowest 20%

	% of staff having well structured appraisal review 
	lowest 20%

	% of staff appraised with personal dev. Plan.
	lowest 20%


	Job Satisfaction

	% of staff receiving TLD 
	lowest 20%

	% of staff receiving job related TLD 
	lowest 20%

	% of staff working in well structured team environment
	above average

	Quality of job design 
	average

	Support from immediate managers 
	below average

	Extent of positive feeling within organization 
	lowest 20%

	% of staff having HST training 
	lowest 20%

	% of work related injury 
	highest 20%

	% of staff suffering work related stress 
	highest 20%

	Staff job satisfaction 
	lowest 20%

	Work pressure felt by staff 
	above average

	Staff intention to leave job 
	highest 20%

	Availability of hand washing materials 
	below average


	Health and Safety

	% of staff witnessing harmful errors, near misses of incidents 
	above average

	% Fairness of procedure for reporting error, near misses 
	lowest 20%


	Harassment, Bullying and Abuse

	% of staff experiencing physical violence from patients/ relatives 
	average

	% of staff experiencing physical violence from staff 
	highest 20%

	% of staff experiencing harassment, bullying/ abuse from patients/relatives 
	average

	% of staff experiencing harassment, bullying or abuse from staff 
	highest 20%

	Effective action towards violence and harassment 
	lowest 20%


5.0 Conclusion
Out of the 28 areas that are identified within the Staff Attitude Survey in 2006, the five main areas that have shown opportunity for improvement are the following:

· Quality of Work Life Balance

· Appraisals

· Job Satisfaction

· Harassment, Bullying and Violence and 

· Work related Stress
These areas will be identified within the Trust Action Plan that has arisen from the results of the survey and the comments made from The Healthcare Commission. 

The next Staff Attitude Survey is due to take place in winter 2007 
6.0 Staff Attitude Survey Action Plan
The Staff Attitude Survey (SAS) provides the Trust with information about the extent or level of staff attitudes each year.  However, it does not detail the reasons behind this or offer suggestions as to how the Trust should look to improve its performance.

The SAS provides the Trust with one set of information on specific areas relating to Trust’s performance.  Where reasonably practical, this evidence has been merged with other documents or performance measurement tools.  This therefore gives a more comprehensive picture.

The results from the Staff Attitude Survey should be put in the context of events of the previous year. The Trust has introduced major cost saving programmes with the commencement of the turnaround team. It has also experienced a severe reduction in recruitment along with departmental restructures such as the skill mix process like the School Nursing and District Nursing teams. This has had a negative impact on morale in the organisation and therefore it is likely that this may merge onto the results from the survey. 

The action plan below outlines future developments to help resolve some of the issues raised within the 2006 Staff Attitude Survey. The time scale for all actions is to be completed by the end of the current financial year. 

	Key Theme
	SAS response
	Detail
	Action to be taken
	By Whom

	Work/Life Balance


	78% of staff use flexible working
	1. Take further steps to increase awareness of policies that are in place on job sharing, flexible retirement etc., especially in hard to reach groups such as ancillary staff, or staff working on different sites.

2. Take further steps to increase awareness of support offered by the Trust in respect of childcare and support for staff having a caring role. This is in response to the governments approach to promoting help for carers.
	1. Draw attention to flexible working policies through use of internet and PDRs

2. Create awareness through intranet, email, post. Advise on issues relating to carers leave, carers association, flexible working with help from staff side.
	HR

Child and Care Services/ Staff Side

	Appraisals


	Currently lowest 20% of all PCTs
	1. Review ways of increasing the number of staff receiving an annual Performance Development Review or other appraisal.

2. Assess the way in which PDRs and other appraisals are conducted in order to increase their usefulness to staff.

3. Assess the written information given to staff as a consequence of their PDR.

4. Check on the coverage of PDRs amongst hard to reach groups, and take steps to increase coverage and monitor the incidence of appraisals.


	1. Line managers to look at teams PDRs and appraisals to identify if the frequency needs to be increased, i.e. quarterly instead of annually. 

2. Information to be distributed to all staff (via intranet) on the benefits of staff development.

3. Managers to ensure that they are up to speed on the process of PDRs and that they are aware of the correct way to complete them in order for their staff to achieve greater benefit.

4. To ensure that all individuals are having PDRs including staff who move around the PCT and lone workers 

	Trust Wide

HR

Trust Wide

Directors

	Job Satisfaction


	Work Pressure increased.

51% felt that they could not meet all the conflicting demands on their job.
	1. Communication on feedback of good work

2. Introduce better work planning and scheduling in order to reduce conflicting work demands on staff.

3. Put in place specific arrangements in each work group to ensure that staff receives clear feedback on how well they have performed their work.


	1. Ensure that managerial and supervisory roles include within their duty to communicate to staff that they have done well in their tasks where this is justified

2. Managerial and supervisory roles to ensure that work loads are distributed fairly and that individual staff are able to deal with work loads accordingly.

3. To be developed locally within departments to ensure longevity of PDR. Reference to the PDR policy maybe useful here.
	Trust Wide

Trust Wide

Departmental/Trust Wide

	Harassment, Bullying and Violence


	23% of staff had experienced harassment, bullying or abuse from patients, services users or their relatives in the previous 12 months
	1. Improve awareness of the need to report violence experienced by staff.

2. Improve awareness of the need to report bullying and harassment in a confidential fashion.

3. Consider publicising, in an anonymous way, the action taken by the Trust against those perpetrating violence, bullying, harassment or abuse.


	1. Draw employees’ attention to Bullying and Harassment policy through use of intranet.

2. Front of line staff need to be made aware through line managers how to report incidences when they occur. This should be re-enforced through using the Bullying and harassment and zero Tolerance policy. If any external training needs arise to contact training and development.

3. Currently considering possibilities and practicalities of this issue within HR


	HR/Risk Manager
Trust Wide & Training and Development

HR

	Work related Stress


	46% of staff have said that they suffered from work related stress.
	1. Prioritise the issue of stress at work and analyse ways in which the Trust can meet legitimate problems, especially by improving communication, reducing conflicting pressures, and improving the quality of work processes to eliminate barriers to effective professional work.


	1. Identify issues within PDRs to help generate possible resolutions to help alleviate stress. 

Ensure that staff our aware of counselling services available to them through occupational health. 
2.   Consider the commission of Trust wide stress Management programme
	Trust Wide and Occupational Health 


Staff Attitude Action Plan
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