	HUMAN RESOURCES AND WORKFORCE REPORT



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


	January - February 2006



This report provides a summary of the Workforce situation for the period January and February 2006.

Summary/Headlines
· The corporate restructure is completed and new structures are effective from 1st January 2006.
· Staff at risk continue to be supported through the redeployment process.

· Sickness level at the end of February = 4.96%
· The vacancy level at the end of February 2006 = 17.60%
· The turnover level for the period for the year to date (April 2005 to February 2006  = 12.8%

· The turnover level for the period January to February 2006 = 2.27%
· The 1st stage of testing on ESR began on 6th March 2006.  For the entire month of March, testing will be carried out on the new system with comparisons to the legacy (old) system to ensure that information held on the new system has been correctly loaded.
	1. Vacancy Rates


	Directorate
	Establishment (WTE)
	Staff in post (WTE)
	Vacancies (WTE)

	Chief Executive
	4.2
	2.2
	2

	Communications
	2
	3
	-1

	Human Resources
	21.89
	20.83
	1.06

	Commissioning & Modernisation
	46.85
	45.8
	1.05

	Finance & Buying
	26.72
	23.2
	3.52

	Joint Working & LD
	224.1
	155.74
	68.36

	Public Health
	30.64
	25.71
	4.93

	Nursing & Quality
	31.09
	29.92
	1.17

	Primary Care - Management
	8.77
	8
	0.77

	Primary Care – Harlesden
	50.15
	45.62
	4.53

	Primary Care – Kilburn
	83.33
	71.13
	12.2

	Primary Care – Kingsbury
	111.81
	104.55
	7.26

	Primary Care – Wembley
	216.33
	176.58
	39.75

	Primary Care – Willesden
	259.07
	208.28
	50.79

	Totals
	1116.95
	920.39
	196.56


Figure 1 - Staff Vacancy (WTE) by Directorate

As at 28th February 2006, the vacancy rate for the Trust was 17.60%.

	2. Turnover 


The turnover rate for the Trust for the year to date is 12.8%.  The turnover rate for the reporting period (January to February 2006) is 2.27%

Figure 2 below shows the number of staff who have joined and left the Trust for the period April 2005 to February 2006 by Directorate and the ratio of starters to leavers.
	Directorate
	Starters
	Leavers
	Starters to Leavers Ratio

	Chief Executive
	2 
	4 
	0.50 

	Human Resources
	12 
	8 
	1.50 

	Commissioning & Mod
	14 
	5 
	2.80 

	Finance & Buying
	2 
	1 
	2.00 

	Joint Working & LD
	16 
	16 
	1.00 

	Nursing & Quality
	10 
	9 
	1.11 

	Public Health
	8 
	8 
	1.00 

	Primary Care
	0 
	0 
	0.00 

	Harlesden Locality
	17 
	14 
	1.21 

	Kilburn Locality
	13 
	14 
	0.93 

	Kingsbury Locality
	32 
	18 
	1.78 

	Wembley Locality
	36 
	31 
	1.16 

	Willesden Locality
	64 
	43 
	1.49 

	Totals
	226 
	171 
	1.32


Figure 2 - Ratio of Starters to Leavers by Directorate (Year to Date)
The ratio of starters to leavers is 1:1.32.

Figure 3 below shows the starters and leavers by occupational group for the year to date.
	Occupational Group
	Starters
	Leavers
	Starters to Leavers Ratio

	Admin & Clerical  
	59 
	48 
	1.23 

	Ancillary  
	11 
	0 
	0.00 

	Senior Managers  
	7 
	15 
	0.47 

	Allied Health Professionals  
	29 
	26 
	1.12 

	Medical and Dental  
	9 
	8 
	1.13 

	Qualified Nurses  
	54 
	46 
	1.17 

	HCAs & Unqualified Nurses  
	56 
	28 
	2.00 

	Others  
	1 
	0 
	0.00 

	Totals
	226 
	171 
	1.32


Figure 3 - Ratio of Starters to Leavers by Occupational Group (year to date)
Figure 4 below show a comparison of starters and leavers by Directorate.
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Figure 4 – Comparison of Starters & Leavers by Directorate (by head count) [year to date]
	3. Sickness 


The chart below (Figure 5) shows a breakdown of the sickness absence rates by Directorate.  
[image: image2.emf]0.00%

1.38%

1.30%

9.90%

8.65%

6.48%

4.71%

4.17%

0.53%

1.79%

3.86%

6.23%

9.70%

6.92%

0%

2%

4%

6%

8%

10%

12%

14%

16%

18%

Chief Executive Commissioning & ModernisationCommunicationsFinance & BuyingPrimary Care – HarlesdenHuman ResourcesJoint Working & LDPrimary Care – KilburnPrimary Care – KingsburyNursing & QualityPrimary Care - Management Public HealthPrimary Care – WembleyPrimary Care – Willesden


Figure 5 – Sickness Absence by Directorate (as % of overall sick days)

Figure 5 above shows a continued reduction in the sickness rate.  This can be attributed to the work being undertaken by HR and Line Managers to closely monitor absences and support staff that show high absence levels.  HR is currently supporting line managers in several long term absence cases.
Monthly meetings with Line Managers and HR Managers continue to ensure that absences are picked up/highlighted at an early stage.
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Figure 6 – Sickness Absence by Occupational Group (as % of overall sick days) for January and February 2006
The chart above (Figure 6) shows the Sickness Absence by Occupational Group for the period January and February 2006 as a percentage of overall days lost for the period.

	4. Brent Bank 


Brent Bank is continuing to increase their numbers of new recruits month by month, an average of 150 timesheets are processed weekly which is an increase of 100% over the last eight months. This represents a marked improvement on bank usage. 

Emphasis has been place on recruiting more Administrative Bank staff at present, in order to be able to meet the increasing demands in this area and to reduce the need of using any agency staff. Interviews will be held at the end of March 2006.

Following the Recruitment Open day at Kingsbury Hospital seven new staff are ready to commence shifts.  Willesden Centre for Health and Care has recently recruited 15 new Bank staff.  In addition, recruitment to Paediatric nurses in Children’s Services is underway thus alleviating the heavy agency usage in this area.

Meetings with Senior Managers and the Procurement Manager to secure new LAP3 Nursing Service Level Agreements for Mental Health, General Nursing and Paediatric Care areas in partnership with Kensington and Chelsea and Westminster PCTs have also taken place.

A two day Trust Induction Programme has been implemented for all Bank staff and managers have been informed that this is mandatory for all new staff to attend and attendance will be monitored.
	5. Agenda for Change 


a) Job Evaluation

97% jobs have been completed to date and the remainder should be completed by end of March at the latest. 
b) Assimilation

The Trust has assimilated around 95% of staff covered by agenda for change pay.

A large percentage of the senior managers have now been offered the opportunity to transfer the new terms and conditions (majority hold locally determined contracts) with a very small percentage covered by Whitley terms and conditions and therefore assimilated directly to the new pay and bands. 

The assimilation process will be at 100% by end of March, with only ad hoc posts such as for those on maternity leave or long term sick leave remaining. 

c) Communication

All senior managers and clinicians were notified of their evaluation results through their line managers. Directors had agreed and signed the letters confirming the outcomes.

Staff subject to protection should have been informed of this in a meeting with their line managers with the option to have a HR Manager present to discuss the implications of the protection arrangements. All queries in relation to banding and pay should be addressed by line manager in the first instance. 
d) Reviews

A timetable is being coordinated for review panels with majority of reviews received to be completed by April at the latest. It is anticipated that the reviews will be ongoing for the next few months in line with post holders’ right to request review within three months of being notified of their outcomes or from the date they receive the matching report.
e) Knowledge and Skills Framework

70% outlines have been completed to date and the remainder should be completed by April.

The PDR policy will be ratified by Mid March and thereafter all staff are required to have a PDR in line with the requirements of PDR policy and KSF outlines. 

The policy will be launched in partnership with Learning and Development. The opportunity to attend briefing / training sessions for staff and managers on the use of KSF outlines for PDR purposes will also be offered to staff and managers.

f) Project completion

As the project draws to a close by end of March, the job evaluation and KSF work streams will be integrated into mainstream Trust processes for ongoing requirements for job evaluations and KSF outlines to be produced for new posts. A proposal will be presented to the JNCC and EMT in March to agree how this will be carried out in partnership in the future.
	6. Electronic Staff Record (ESR) 


Brent PCT continues to work jointly with Westminster PCT on the implementation of the Electronic Staff Record (ESR).  An implementation consultant from McKesson continues to work with us during this implementation.

With NW London as the Payroll provider for Brent, Westminster & Harrow PCTs as well as NW London Hospitals, a joint project group across the 4 Trusts was set up to manage the project. This has recently changed into two project groups to deal specifically with Brent and Westminster and Harrow and NWL Hospital who are in Waves 3 and 4 respectively of the implementation and therefore at different stages of the project.  It is felt that both groups will be able to get more focussed project management relating directly to their respective waves.  The 1st meeting of the revised project group for Brent and Westminster will take place on Monday, 13 March 2006.

The 1st phase of testing began on 6th March 2006 and involves HR and Payroll resources conducting testing on the new system and comparing this to data held on the old system to ensure that the correct information is held in both places.
Payroll resources continue to be an issue for the group as the Payroll Manager that was to be recruited to backfill the release of the substantive Payroll Manager has still not been completed.  As a result, the current payroll Manager cannot dedicate the required resources to the project.  This issue is being picked up with the Finance Director at NWLH and we hope this will be resolved quickly.

The 2nd of 4 readiness assessments was carried out in February and was passed with an Amber rating.  A recovery plan was implemented to address the outstanding items.  The 3rd assessment will take place at the end of March and work is currently ongoing to compile the evidence needed to allow us to progress to the implementation phase.

	7. Staff Attitude Survey (SAS) 


The Staff Attitude Survey (SAS) has been received by the Trust.  
Dr. Reg Pace presented the results to the Organisational Development Group, previously SMT.
There are a number of areas of good practice in line with the IWL report.  However, there are some areas of concern, namely:-

· Access to Learning & Development

· Issues of bullying and harassment

· Access to flexible working

· Health and safety training for all staff

The report will be discussed at the next EMT and an action plan agreed to address the areas of concern in the PCT.  This will be brought to the next Trust Board for information in May 2006 to report progress.
	8. Summary 


I will continue to report to the Board on a regular basis on human resource and workforce issues.

Paul Beal

Director of Human Resources & Organisational Development

March 2006
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