
	HUMAN RESOURCES AND WORKFORCE REPORT



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


	April 2006 – August 2006



This report provides a summary of the Workforce situation for Brent Teaching Primary Care Trust for the financial year 2006/2007 from 1st April 2006 to 31st August 2006 (YTD).

Summary/Headlines
· Sickness level for the reporting period = 4.08%.
· The vacancy level at the 31st August 2006 = 1.1%
· The turnover level for the year to date (1st April 2006 to 31st August 2006)  = 7.7%
	1. Vacancy Rates


In line with the cost savings plan, the forecast figures for establishment have been reviewed.  The revised establishment has been revised to the staff in post plus posts being actively recruited to.

The revised establishment figures are:-

1013 WTE up to 30 September 2006
1008 WTE up to 30 November 2006

988 WTE from 01 December 2006

The reductions in October are expected to be from fixed term contracts ending at the end of September and are not due to be renewed.  

The reductions from 1 Dec 2006 are expected to be from the Kingsbury staff being TUPEd to CNWL Mental Health Trust.

During the coming months, HR Managers will be working with Managers to revise their establishments in line with the revised figures. 

At 31st August 2006, based on the current revised establishment levels, the staff in post is 1002.33.  
The vacancy rate has been calculated as 1.1%.

A new resourcing protocol has been implemented for the Trust which is applicable to recruitment for permanent, fixed term and temporary staff and is in place until 31st March  2007 and is aimed at defining procedures in the following areas:-
1. Recruitment to vacant posts.
2. Recruitment to fixed term appointments.
3. Recruitment of Bank Staff
4. Procurement of agency Staff

5. Procurement of Management Consultants 

6. Redeployments

7. Redundancy

8. Monitoring and reporting of weekly and monthly metrics on recruitment and temporary staffing.
Recruitment or procurement can only commence if a department is in financial balance or have an agreed recovery plan in place.
	2. Turnover 


The turnover rate for the Trust for the year for the period 1st April to 31st August 2006 is 7.7%.  Turnover for the same period in the last financial year was 8.3%
Figure 1 below shows the number of staff who have joined and left the Trust for the period 1st April 2006 to 31st August 2006 by occupation group and the ratio of starters to leavers.
	Main Staff Group
	Starters
	Leavers
	Ratio

	Add Prof Scientific and Technical
	
	1
	-

	Additional Clinical Services
	2
	11
	0.18

	Administrative and Clerical
	15
	53
	0.28

	Allied Health Professionals
	10
	5
	2.00

	Estates and Ancillary
	2
	
	-

	Medical and Dental
	5
	4
	1.25

	Nursing and Midwifery Registered
	9
	14
	0.64

	Grand Total
	43
	88
	0.49


Figure 1 - Ratio of Starters to Leavers by Occupation Group [YTD] 
(April & August 2006)
The ratio of starters to leavers is 1:0.49.  

Figure 2 provides a comparison of starters and leavers for the same period in the previous financial year.
	
	2005
	2006

	
	Starters
	Leavers
	Ratio
	Starters
	Leavers
	Ratio

	Add Prof Scientific and Technical
	1
	 
	        -   
	 
	1
	        -   

	Additional Clinical Services
	40
	23
	    1.82 
	2
	11
	    0.18 

	Administrative and Clerical
	42
	37
	    1.17 
	15
	53
	    0.28 

	Allied Health Professionals
	20
	9
	    2.22 
	10
	5
	    2.00 

	Estates and Ancillary
	2
	 
	        -   
	2
	 
	        -   

	Medical and Dental
	4
	3
	    1.33 
	5
	4
	    1.25 

	Nursing and Midwifery Registered
	21
	26
	    0.81 
	9
	14
	    0.64 

	TOTAL
	130
	98
	    1.35 
	43
	88
	    0.49 


Figure 2 - Comparison of Starters to Leavers [2005/2006 vs 2006/2007 (April to August)]

Research by the Chartered Institute of Personnel & Development suggests that the optimum annual rate of turnover of an organisation should be roughly 12 – 14%, dependent on local demographics and the nature of the organisation, in order to reduce costs but also prevent stagnation within the workforce.

The DH Productive team has identified turnover as a key workforce indicator where savings can be made.  They have calculated that nationally £90 million savings can be made if every Trust were to reduce their turnover rate by 1% over the next 3 years.
The following table displays theoretical cost savings that Trusts may have made due to improved turnover rates between 04/05 and 05/06 (NWLSHA figures)

	2004/2005 Turnover rate
	2005/2006 Turnover
	% Change in Turnover
	Estimated Potential Saving Between 04/05 and 05/06

	16.3%
	12.3%
	-4.0%
	£300,000


Figure 3 – NWLSHA Turnover rates in sector
Trust figures:

The turnover level for the year (1st April 2005 to 31st March 20006) = 15.7%

The following table shows further potential savings, if Trusts were able to reduce their turnover rates by 1% over 3 years, or to the suggested “optimum” level of 14% (SHA figures).
	2005/2006 Turnover rate
	If 1% Reduction in 05/06 turnover rate
	Potential saving if turnover reduced by 1% over 3 year period on 2005 baseline
	If Turnover Rate is Reduced to 14%
	Potential saving if turnover reduced to 14% over 3 years on 2005 baseline

	12.3%
	11.3%
	£114,565
	Not Applicable
	Not Applicable

	15.5% (RBH)
	14.5%
	£218675
	14%
	£330,100


Figure 4 – Projected savings from reduction in turnover rates

Analysis of the starters and leavers for the period April to August 2006 was undertaken.  A breakdown is provided below by gender, ethnicity and age.
	Gender
	Ethnic Origin
	Leavers
	Starters

	Female
	A White - British
	27
	7

	 
	B White - Irish
	3
	 

	 
	C White - Any other White background
	4
	6

	 
	D Mixed - White & Black Caribbean
	1
	 

	 
	E Mixed - White & Black African
	1
	 

	 
	G Mixed - Any other mixed background
	1
	 

	 
	H Asian or Asian British - Indian
	9
	3

	 
	L Asian or Asian British - Any other Asian background
	1
	5

	 
	M Black or Black British - Caribbean
	10
	6

	 
	N Black or Black British - African
	1
	4

	 
	P Black or Black British - Any other Black background
	2
	 

	 
	R Chinese
	3
	 

	 
	S Any Other Ethnic Group
	3
	1

	 
	Z Not Stated
	3
	 

	Female Total
	 
	69
	32

	Male
	A White - British
	8
	1

	 
	B White - Irish
	1
	2

	 
	C White - Any other White background
	1
	1

	 
	H Asian or Asian British - Indian
	5
	3

	 
	K Asian or Asian British - Bangladeshi
	 
	1

	 
	L Asian or Asian British - Any other Asian background
	2
	 

	 
	N Black or Black British - African
	1
	 

	 
	P Black or Black British - Any other Black background
	 
	1

	 
	R Chinese
	 
	1

	 
	S Any Other Ethnic Group
	 
	1

	 
	Z Not Stated
	1
	 

	Male Total
	 
	19
	11

	Grand Total
	 
	88
	43


Figure 5 – Comparison of starters and leavers by ethnicity [April to August 2006]
	Gender
	Age Band
	Starters
	Leavers

	Female
	16 - 20
	 
	2

	 
	21 - 25
	2
	7

	 
	26 - 30
	11
	11

	 
	31 - 35
	2
	3

	 
	36 - 40
	6
	8

	 
	41 - 45
	4
	13

	 
	46 - 50
	4
	2

	 
	51 - 55
	2
	6

	 
	56 - 60
	1
	9

	 
	61 - 65
	 
	5

	 
	66 - 70
	 
	2

	 
	71 & above
	 
	1

	Female Total
	32
	69

	Male
	21 - 25
	3
	 

	 
	26 - 30
	3
	2

	 
	31 - 35
	2
	3

	 
	36 - 40
	1
	1

	 
	41 - 45
	1
	3

	 
	46 - 50
	 
	3

	 
	51 - 55
	1
	4

	 
	61 - 65
	 
	2

	 
	66 - 70
	 
	1

	Male Total
	11
	19

	Grand Total
	43
	88


Figure 6 – Comparison of starters and leavers by age bands [April to August 2006]
Figure 07 below shows the wage bill for the starters vs leavers for the period April to August 2006 (before on-costs).

	Staff Group
	Starters
	Leavers

	Add Prof Scientific and Technical
	 
	         41,038.00 

	Additional Clinical Services
	      19,428.36 
	       139,922.59 

	Administrative and Clerical
	    308,598.04 
	    1,110,518.42 

	Allied Health Professionals
	    235,186.60 
	       122,777.00 

	Estates and Ancillary
	       6,121.59 
	 - 

	Medical and Dental
	    128,582.00 
	       107,948.68 

	Nursing and Midwifery Registered
	    182,791.87 
	       344,434.44 

	Grand Total
	  880,708.46 
	  1,866,639.13 


Figure 7 - Wage bill - Starters & Leavers - Apr - Aug 2006
A comparison of starters and leavers by ethnicity and age for the period April to August 2005 against the same period for the current financial year is shown below.

	
	
	2005
	2006
	Difference

	Gender
	Age Band
	Starters
	Leavers
	Starters
	Leavers
	Starters
	Leavers

	Female
	16 - 20
	3
	3
	 
	2
	-3
	-1

	 
	21 - 25
	15
	10
	2
	7
	-13
	-3

	 
	26 - 30
	9
	12
	11
	11
	2
	-1

	 
	31 - 35
	18
	11
	2
	3
	-16
	-8

	 
	36 - 40
	13
	12
	6
	8
	-7
	-4

	 
	41 - 45
	20
	9
	4
	13
	-16
	4

	 
	46 - 50
	5
	10
	4
	2
	-1
	-8

	 
	51 - 55
	11
	5
	2
	6
	-9
	1

	 
	56 - 60
	6
	5
	1
	9
	-5
	4

	 
	61 - 65
	5
	4
	 
	5
	-5
	1

	 
	66 - 70
	4
	2
	 
	2
	-4
	0

	 
	71 & above
	1
	1
	 
	1
	-1
	0

	Female Total
	110
	84
	32
	69
	-78
	-15

	Male
	16 - 20
	0
	1
	 
	 
	0
	-1

	 
	21 - 25
	3
	1
	3
	 
	0
	-1

	 
	26 - 30
	4
	1
	3
	2
	-1
	1

	 
	31 - 35
	7
	1
	2
	3
	-5
	2

	 
	36 - 40
	1
	1
	1
	1
	0
	0

	 
	41 - 45
	1
	1
	1
	3
	0
	2

	 
	46 - 50
	2
	5
	 
	3
	-2
	-2

	 
	51 - 55
	1
	2
	1
	4
	0
	2

	 
	56 - 60
	1
	 
	 
	 
	-1
	0

	 
	61 - 65
	 
	 
	 
	2
	0
	2

	
	66 - 70
	 
	 
	 
	1
	0
	1

	
	71 & above
	 
	1
	 
	 
	0
	-1

	Male Total
	20
	14
	11
	19
	-9
	5

	Grand Total
	130
	98
	43
	88
	-87
	-10


Figure 8 – Comparison of starters and leavers
	3. Sickness 


The sickness rate for the period 1st April 2006 to 31st August 2006 was 4.08%.  

Figure 9 below shows a breakdown of sickness days by occupational group.
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Figure 9 – Sickness Absence Rate by Occupational group (April – August 2006)
HR Managers are continuing to support Line Managers to closely monitor absences and support staff that show high absence levels.  Several long term sickness absence cases have now been resolved through OH support and one ill health retirement.

Monthly meetings with Line Managers and HR Managers continue to ensure that absences are picked up/highlighted at an early stage.
The CIPD’s annual absence management survey indicated an average absence rate for the public sector was 4.3% (down from 4.5% of the previous year) or 9.9 days per person; while private sector absence rates are 3.5% (down from 3.7% in the previous year) and 8 days per employee per year.
Brent is currently showing an absence rate of 4.08% (7.26 days per person).

A comparison of the sickness absence rate for the period April to August 2005 against the current period is shown below.
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Figure 10 – Comparison of Sickness Absence Rate by month (April to August 2005 and 2006)
	4. Brent Bank


Currently, the approach to Temporary Staffing within the Trust has been revised.  When Brent Bank was first conceived in May 2004, the remit was to establish and manage an in-house Bank.  The pilot phase commenced early 2005 in Kingsbury Hospital and was rolled out to Willesden Hospital and Community Nursing later in the year.   Simultaneously, the number of agency workers was rationised, with many being offered permanent or fixed term contracts with the Trust.  

Managers were also encouraged to reconsider why they were requesting a temporary worker, as previous practice was to employ a “temp” could work in a post for a number of years whilst no active recruitment was being undertaken and hence leaving an unstable situation for both the Trust & the “temp”.   Managers were asked to specify the length of their temporary staff booking (no more than 3 months).

In 2004, agency spend was £7.9 million.  This reduced to £3.9 million in 2005.  The Trust has worked to implement a PASA agreement which has helped to drive down costs.  However, due to the national drive to bring down the rates charged by agencies, the margin between bank & agency staff is now slight in comparison with two years ago.

More recently, the current drive on efficiencies had led to discussions around temporary staffing strategy.  In addition, recent developments such as the introduction of Payment by Results and CPLNHS need to be considered as this policy will have an impact on staff.  There will be an increase in the need for flexibility in response to activity in order to ensure financial balance.  

Traditionally Trusts have made reductions in bank / agency expenditure to achieve financial balance.  If this is not properly manager, it can lead to additional pressure on permanent staff. 

Brent Bank is working closely with managers to reduce bank  & agency expenditure.  A key area of work is around demand management.  The following needs to be explored at a local level with managers.

The table below shows the hours recorded & the associated costs (before on-costs). Please note, that hours are recorded two weeks after the hours have been worked as a result of payroll administration procedures.

Community Nursing:  Recently, bank and agency staff have been restricted in Health Visiting and District Nurses. As can be seen below, there has been a significant drop in District Nursing, but the effects of the restriction is still to be shown in Health Visiting

	
	July
	August

	
	Hours
	Cost
	Hours
	Cost

	Total DN
	1326
	18,789.95
	379.5
	9,270.085

	Total HV
	375
	6,755.46
	629.7
	11,188.92


At Willseden Hospital the ward managers are working with the Brent Bank team in setting targets to minimise bank usage.  As can be seen below, in July there was a peak in bank activity.

	 
	June
	July
	August

	 
	Hours
	Cost
	Hours
	Cost
	Hours
	Cost

	Fifoot
	1413.5
	£13,039.93
	1961
	£19,010.70
	1299.5
	£12,244.15

	Furness
	838.8
	£8,228.38
	1156
	£10,856.25
	811.9
	£8,126.87

	Menzler
	660.8
	£6,422.39
	1139
	£11,398.68
	789
	£8,168.54

	Robertson
	982.85
	£11,619.03
	1127.65
	£13,194.73
	636
	£8,556.88

	Total
	3895.95
	£39,309.74
	5383.65
	£54,460.38
	3536.4
	£37,096.44


	5. Summary 


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

Karen Wise
Acting Director of Human Resources

September 2006
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