Staff Attitude Survey Action Plan 2006

Introduction 

This is the second of three reports that will be presented to the Board in relation to the Trust’s Staff Attitude Survey (SAS) for 2005.

This report will detail the action plan arising from the survey results. The first report detailed the analysis of the survey, and the third report will outline the progress made against the action plan and will be presented at November’s Board meeting.

Preparation of the 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 it’s performance.

Learning the lessons from the Improving Working Lives (IWL) initiative, a number of focus groups have been held to discuss the outcomes of the 2005 SAS.  Views have been sought from a cross section of staff across the Trust.  Staff were encouraged to provide comments via the Intranet.  The action plan was also drawn up in conjunction with key individuals (eg Infection Control, Training & Development Manager) on specific areas to ensure deliverability.   It is from this inclusive work with staff that the action plan has been drawn-up.

It was noted that many of the themes from this year’s SAS were mirrored in the Trust’s IWL validation report.  Therefore the action plan also seeks to address these issues also.

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 triangulated with other documents or performance measurement tools.  This therefore gives a more comprehensive picture.

The results from the Staff Attitude Survey and the resulting feedback from focus groups should be put in the context of the events of the previous year.  The Trust has undergone the implementation of Agenda for Change, along with a Management restructure.  This has an a negative impact on morale in the organisation, and therefore there would also be a negative impact on the results from the survey.   

However, it should be noted that the focus groups were positive in their outlook.  Many of the action points below came directly from staff, their suggestions to the key areas identified for development.

All areas of the action plan are to be delivered within the coming financial year, but some areas may not be implemented until early 2007.  The next staff attitude survey is due to be undertaken in November / December 2006.  

Feedback from Focus Groups

Flexible Working

The Staff Attitude Survey highlighted that the Trust had a significantly low percentage of staff using flexible working

Comments arising from focus groups were that staff felt that flexible working was embedded in the organisation.  Staff reported that requests are now discussed with both the manager and the team in order to facilitate flexible working.

The IWL accreditation report stated that one of the areas of good practice was that flexible working was highly valued.
Training, Learning & Development

There was a poor response in the Staff Attitude Survey for the percentage of staff who had received Training, Learning & Development in the last year.  The percentage of staff who had been appraised had fallen, and the percentage of staff who attended Health & Safety training was significantly low.

The Focus groups highlighted that staff perceive training to be taught-courses, as opposed to the more blended styles of learning – such as CD -rom, on-the job.

Staff often feel that they do not cover to enable them to be released to attend formal training.    To aid this, formal courses need to be provided on different dates and more local.  Verbal report suggest that this has begun to happen and this is to be further encouraged.

Staff verbally report that the lead-in time for training is often too short.   This means that courses cannot be attended as cover cannot be arranged

The IWL report recommended that there was an increased proportion of staff receiving equality and diversity training

The focus groups highlighted the importance of 1:1s and appraisals.

Training at Induction is often deemed as inappropriate to some staff groups.  (eg Admin & Clerical staff being trained on lifting & handling for patients).  Feedback was that the training should be more profession specific.

As a result of the experience at induction, many staff feel “put off” to attend the refresher courses.  These courses should be re-packaged and re-launched to increase attendance numbers.

Managers also require more management information on attendees so that they can ensure that all staff do attend on a yearly basis.

The IWL accreditation report stated that one of the areas of good practice was that the Trust had a strong life long learning culture
Errors, near misses and incidents

The Staff Attitude Survey highlighted that the Trust had a a low percentage of staff witnessing errors, and subsequently a low percentage of staff reporting errors.  Alongside this, the survey also highlighted that staff had low confidence in reporting errors

Feedback from focus groups states that staff are often “put off” by the bureaucracy related to report errors (the same was reported with Bullying & Harassment)

.  

There is a feeling that some staff feel “exempt” from reporting errors, which leaves other feeling disinclined to do so themselves in the future.

Staff in the focus groups also highlighted that they feel that they do not get appropriate and prompt feedback after having reported an error 

Harassment, bullying, violence

Staff responses to this set of questions highlighted that a significant percentage of staff experienced bullying, harassment and violence from patients, experienced bullying & harassment from staff and had low confidence in the Trust taking effective action in resolving these issues.

Staff were very open with regards to this area in the focus groups.  They feel that this is an area in particular that they have received little training in.  The training would be best received if tailored to specific groups – eg Health Visitors need more around lone working than a receptionist.

Staff felt that unlike other Trusts, the signage regarding zero tolerance is poor or is placed inappropriately in public areas. Perhaps as a result, peer support is heavily relied on

The IWL accreditation report highlighted as an area for development was the provision of mobile phones and panic alarms for lone workers.

The re-introduction of HCOs is welcomed.  The re-launch of the HCO was also recommended as an area for development in the IWL accreditation report.
Improving security at Craven Park was recommended as an area for development in the IWL accreditation report. This action point seeks to address this.
Infection control/hygiene

The Staff Attitude Survey highlighted that the Trust needed to increase it’s availability of hand-washing

Staff did not express any real concerns relating to this area and it was difficult to gain a greater understanding of this area.  Staff appreciated the advice and support from the infection control team.

Job satisfaction

Responses from the Staff Attitude Survey showed that the Trust had a low level of job satisfaction, extent of positive feeling; that a significantly high number of staff wished to leave within the next 12 months;  and that there was a high level of work pressure felt by staff.

Staff highlight that this has been a difficult year, which has lead to a decrease in positive feeling.  It needs to be acknowledged that this coming year will be more difficult and that action needs to be taken to support all staff.

Directors visits are highly valued.  These should continue and be further developed to include meetings  for those working in corporate services and for those staff who work unsocial hours.   

The IWL accreditation report recommended as an area of development was more publicity for staff networks. As well, as the need to develop short, medium and long term priorities in workforce development, which in turn would lead to increased productivity.

Staff cited in the focus groups a range of reasons as to why staff are wishing to leave.   

Implementation

The implementation of the action plan will be through the Trust’s JNCC.

Karen Wise

Head of Workforce Development

July 2006
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	Key Theme
	SAS question to be addressed
	SAS response
	Action to be taken
	By Whom
	Deadline

	Flexible Working
	The percentage of staff using flexible working
	74%
	To increase the practice of discussing requests with the team to ensure “workability” prior to agreement with the manager


	HRMs to support managers and employees
	On-going



	Training, Learning & Development
	The percentage of staff receiving Training, Learning & Development 

The percentage of staff who were appraised.  

The percentage of staff who had (mandatory) Health & Safety training 


	94%

This is down by 11% and is now similar to the 2003 response level.

54%
	Raise awareness of the different forms of training & development that staff experience

To audit the Trust’s policy on protected time for training & Development.  

To continue to deliver training more locally to meet staff’s availability

Ensure that all courses are advertised with at least 2 month’s notice

Equality and diversity training should be mainstreamed through-out all training.  In the year 2006/7 particular importance will be given to the imminent employment legislative changes around Age and Disability.  Training will be delivered to raise awareness of this and will also cover other areas as applicable.
	Training & Development Department 

E&D training to be delivered in conjunction with interim HRM (to commence August 2006)
	Autumn 2006.

January 2007

On-going

On-going

To commence from September 2006.



	Errors, near misses and incidents
	The percentage of staff witnessing errors.  



The percentage of staff reporting errors.  



The level of confidence of staff in reporting errors.

	This is the lower than the last two years at 33%

This remains at 88%

3.26
	To further implement the PRISM through top down compliance.
	Risk Manager


	March 2007

	Harassment, bullying, violence
	The percentage of staff experiencing violence from patients.  



The percentage of staff experiencing bullying & harassment from staff.  

The percentage of staff experiencing bullying & harassment from patients.    

The level of confidence felt by staff in the effective action in resolving bullying and harassment


	This remains at 9%

This is lower than the last two years, but remains statistically high at 18%.

20%

3.37

	Consider commissioning training for all staff that is group specific

Consider more appropriate signage “Zero Tolerance”

The Complaints department is looking to launch customer service training from the autumn, along with a booklet.  

The new Zero Tolerance policy for patients has been ratified by the board & is being implemented.

Re-launch of the HCOs
	Training & Development

Complaints Department

Human Resources


	Autumn 2006

March 2007

Autumn 2006

Already in place – on-going implementation

Already commenced, to be fully operational by January 2007



	Infection control/hygiene
	Availability of hand-washing
	4.15
	To audit the hand-washing facilities & take appropriate actions
	Infection Control Team
	January/ February 2007

	Job satisfaction
	The level of job satisfaction.  


The number of staff wishing to leave within the next 12 months.  


The extent of positive feeling

The level of work pressure felt by staff.
	This is lower than the previous two years at 3.49

This is higher than in the previous two years at 2.82

3.13
	Raise awareness of carers leave

Develop catering facilities on more sites

Consider ways to reward & recognise staff.

Ensure that communication channels are effective particularly in relation to change management.

Ensure staff have regular 1:1s

Directors visits to continue, visibility of the CEO
	Child & Care Co-ordinator

To be considered through the work stream looking at Staff Benefits 

Human Resources & management working alongside Staff Side

Trust-wide
	On-going 

March 2007

On-going
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