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WORKFORCE REPORT

Summary

The workforce report summarises the Workforce situation for the period January to February 2005.

The report analyses the sickness, vacancies and turnover figures for the period and provides a summary of the human resources operational activities that took place during the quarter.

The Brent Bank at Kingsbury Hospital was launched on 17th January 2005.  Rollout of the bank to community nursing at Willesden Hospital will be carried out during April 2005.

BrentBank is now accepting all bookings for Admin and Clerical Staff and formalised procedures for managers for booking Bank staff have been developed/introduced.  All requests for agency/bank staff can now only be done against established posts.

A review of the Kingsbury Bank will be carried out to determine any cost benefits to the organisation.
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This paper aims to promote the following values of the PCT:

Put the patient at the centre   
(
Be a good employer


(
Be a trusted partner


(
Be innovative


(
Be accessible


(
Be outcome focussed

(

	HUMAN RESOURCES AND WORKFORCE REPORT



	This report summarises Trust-wide staffing establishments, vacancies, 

turnover, sickness, recruitment and agency spend 



This report provides a summary of the Workforce situation for the period January to February 2005.

Summary of Work Undertaken during the period:

· The Kingsbury Bank was launched on 17th January 2005.  

· The A&C bank has been implemented

· Implementation of new AHP contract

· Number of successful recruitment campaigns

· HR Restructure

Summary

Headlines

· Vacancy level at the end of February 2005 = 18%
· Turnover level for the period January to February  = 2.3%
· Turnover level for the financial year, up to February 2005 = 7.9%

· Sickness level for the period = 4.8%
· Agency spend for the year to date is £4.55m
	1. Vacancy Rates 


The information below represents the staff in post at the end of February 2005.

The vacancy rate for each Directorate is determined by the budgeted WTE less staff in post.

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

	Chief Executive
	4.2
	4.20
	0.00

	Communications
	2
	3.00
	-1.00

	Human Resources
	21.89
	20.43
	1.46

	Commissioning & Modernisation
	46.85
	46.08
	0.77

	Finance & Buying
	26.72
	22.20
	4.52

	Joint Working & LD
	224.1
	159.07
	65.03

	Public Health
	30.64
	26.11
	4.53

	Nursing & Quality
	31.09
	28.92
	2.17

	Primary Care - Management
	8.77
	8.00
	0.77

	Primary Care - Harlesden
	50.15
	48.12
	2.03

	Primary Care - Kilburn
	83.33
	62.96
	20.37

	Primary Care - Kingsbury
	111.81
	105.48
	6.33

	Primary Care - Wembley
	216.33
	175.17
	41.16

	Primary Care - Willesden
	259.07
	201.58
	57.49

	Totals
	1115.95
	911.32
	204.63


Table 1 – Staff Vacancy WTE by Directorate

Figure 1 below shows the Vacancy rates by Directorate.
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Figure 1 - Vacancy Rates (by Directorate)

Note:

The vacancy rate of –50% for Communications has resulted from a Placement post within that department that is not reflected in the establishment.  This will return to establishment levels at the end of the one-year contract period for the placement student at the end of June 2005.

	2. Turnover 


The table below shows the number of staff who have joined and left the Trust between January and February 2005 by Directorate and shows the ratio of starters to leavers.

	Directorate
	Starters
	Leavers
	Starters to Leavers Ratio

	Chief Executive
	-
	-
	-

	Communications
	-
	-
	-

	Human Resources
	1.0
	1
	1.0

	Commissioning & Modernisation
	3.0
	1
	3.0

	Finance & Buying
	1.0
	-
	-

	Joint Working
	4.0
	3
	1.3

	Nursing & Quality
	1.0
	-
	-

	Primary Care - Administration
	1.0
	-
	-

	Primary Care - Harlesden
	2.0
	-
	-

	Primary Care - Kilburn
	6.0
	3
	2.0

	Primary Care - Kingsbury
	1.0
	3
	0.3

	Primary Care - Wembley
	7.0
	9
	0.8

	Primary Care - Willesden
	10.0
	6
	1.7

	Public Health
	2.00
	1
	2.0

	Totals
	39
	27
	1.4


Table 2 - Ratio of Starters & Leavers by Directorate

Table 4 immediately following shows the starters and leavers ratio by occupational group.

	Occupational group
	Starters
	Leavers
	Starters to Leavers Ratio

	Unqualified nurses and HCAs
	2
	2
	1.0

	Qualified nurses
	13
	5
	2.6

	Medical
	1
	3
	0.3

	Admin & Clerical
	14
	12
	1.2

	Senior Managers
	
	2
	-

	AHPs and ST&Ts
	9
	3
	3.0

	Ancilliaries
	
	
	-

	Totals
	39
	27
	1.4


Table 3 - Ratio of Starters & Leavers by Occupational Group

We have recruited a number of podiatrists, who have now all started with the Trust in the Kilburn Locality.  We are also progressing with our recruitment to hard to fill posts - through the recruitment of physiotherapists, school nurses & health visitors.  We have also recruited a number of HCAs at Willesden and nursery officers.

We are in the process of advertising for Health Visiting and District Nurse sponsorship for the 2005/2006 school year and we will be working with the professional facilitators to ensure that vacant health visiting and district nurse vacancies are ring fenced for the students completing training in this year to ensure the retention of these newly trained nurses.

Figure 2 below shows a comparison of starters to leavers by Directorate based on head count.
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Figure 2 - Comparison of Starters & Leavers by Directorate (head count)

	3. Sickness 


The chart below (Figure 3) maps the Sickness Absence by Directorate for the reporting period, January to February 2005.

[image: image3.emf]26

29

74

290

16

50

242

138

246

385

48

0

50

100

150

200

250

300

350

400

450

Commissioning & Modernisation

Finance & Buying

Human Resources

Joint Working

Nursing, Quality & Risk

Primary Care - Harlesden

Primary Care - Kilburn Primary Care - Kingsbury

Primary Care - Wembley Primary Care - Willesden

Public Health


Figure 3 – Sickness Absence by Directorate (total days)

The chart below (Figure 4) shows the Sickness Absence by Occupational Group as a percentage of overall days lost for the year to date up to and including January 2005. 
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Figure 4 - Sickness Absence by Occupational Group – Year to Date – to Jan 2005 (%)
Figure 5 below outlines the Sickness Absence by Directorate as a percentage of the overall days lost to sickness. 
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Figure 5 - Sickness Levels by Directorate (as % of available working days)

The line managers with support from HR are continuing, with the assistance of occupational health professionals, to provide support individuals who are considered long term sickness cases in particular.

In Willesden & joint Working there are a number of identified long term sickness that we are working with directorates to look to resolve - which is reflected  in their high levels of sickness the last two months.

HR Sickness absence levels continue to show high levels from two ongoing sickness absence cases and one new long term case, in addition to a large number of short term cases for other members of the team during that time, which we are actively managing under the policy.

There has been an increase in referrals for Occupational Health counselling which has lead to a new appointment in the OH team and in the long term this could help the Trust prevent absences.  Director of HR is currently in the process of agreeing the service level agreement with the Occupational Health services to ensure we have relevant OH support to manage sickness in the future.

	4. Recruitment 


Brent PCT went live on E-Rec on 1st January 2005.  All vacancy are now available on the NHS Careers website and applicants are being encouraged to apply for jobs on line.  There were some jobs viewed on the system as many as 849 times with up to 110 applications for a post.  The average number of views per vacancy was 223 views and an average of 18 applications per job.

For the period January and February 58 posts were advertised.  Of this total, only 14 jobs were advertised externally and these were in specialist and hard to recruit areas (such as dietetics and medical staff).  The total cost for advertising for this period was approximately £10,000.

The tables below show a breakdown of the number of vacancies advertised, by occupational group during the period and the number of applications received for each job.

	Staff Group
	Number of vacancies
	Number of applications
	Applications per vacancy

	
	Jan-05
	Feb-05
	Jan-05
	Feb-05
	Jan-05
	Feb-05

	Administrative & Clerical
	11
	6
	257
	181
	23.4
	30.2

	Allied Health Professionals
	10
	4
	46
	200
	4.6
	50

	Nursing & Midwifery
	9
	8
	64
	200
	7.1
	25.0

	Medical & Dental
	2
	2
	5
	8
	2.5
	4.0

	Senior Managers
	1
	5
	3
	37
	3.0
	7.4


Table 4 - Average applications per vacancy

The following table provides details on the average number of short listed candidate per job.

	Staff Group
	Number of vacancies
	Short listed Applicants
	Average

	
	Jan-05
	Feb-05
	Jan-05
	Feb-05
	Jan-05
	Feb-05

	Administrative & Clerical
	11
	6
	57
	14
	5.2
	2.3

	Allied Health Professionals
	10
	4
	12
	6
	1.2
	1.5

	Nursing & Midwifery
	9
	8
	9
	1
	1.0
	0.1

	Medical & Dental
	2
	2
	0
	0
	0.0
	0.0

	Senior Managers
	1
	5
	0
	0
	0.0
	0.0


Table 5 - Average short listed Applicants per vacancy

For Medical and Dental and Senior Manager vacancies, the recruitment process has not been completed, so no data for short listed candidates is available at this time.

	5. Changing Workforce 


Initial scoping has commenced around introducing a suite of new roles into the PCT with the aim being to ensure that primary care has a workforce with the appropriate skills to meet clinical demands. 
 
There are currently plans for four main roles to be rolled-out across the sector, including Emergency Care Practitioners, Physician Assistants, Clinical Technicians and Clinical Assistant Practitioners.
 
All work around the development of these new roles is being supported by North West London Workforce Confederation.

Michelle May, Changing Workforce Role Design Programme Facilitator, will be presenting a more detailed briefing for the EMT during March.

	6. Agency


The agency figures provided are based on data extracted from the Agency Returns systems using the value of invoices entered on the system as the basis for the costs provided.

We are currently working jointly with Finance to evaluate some of the information as a large number of charges (in excess of £1 million) have been allocated to Ancillary staff grouping on the Agency system by managers inputting the invoice details.  The data is being review and costs reallocated to revised staff grouping to get a more accurate picture of the Agency spend by profession. 

The agency for the year to date shows a cost to the Trust of £4.55 million at the end of February.  The trust used a total of 115.90 WTE for the quarter ending December 2004.

The table immediately below provides the Agency usage by Directorate with a related calculation of agency usage by Directorate as a percentage of overall agency use, which shows that the main users of agency staff are Joint Working, PC - Willesden, PC – Wembley and PC – Kingsbury.

	Directorate Name
	Total

	Joint Working
	149,8540

	Primary Care - Willesden
	137,9043

	Primary Care - Wembley
	576,982

	Primary Care - Kingsbury
	432,752

	Primary Care - Kilburn
	255,649

	Finance & Buying
	104,497

	Primary Care - Harlesden
	103,730

	Nursing & Quality
	71,355

	Human Resources
	52,462

	Commissioning & Modernisation
	34,232

	Public Health
	14,214

	Primary Care - Administration
	8,654

	Communications
	7,266

	Chief Executive
	7,150

	Unallocated
	3,729

	Grand Total
	4550261.15


Table 6 - Agency Spend by Directorate

	7. Temporary Staffing


Following our advertisement for the Brent Bank Administrative and Clerical part of the Bank, we started taking all bookings for Admin and Clerical and Ancillary temporary assignments on 7th February 2005.  Bookings are all monitored and strict financial controls are put in place for booking a temporary member of staff.  The existing A & C temporary staff list is under major review in order to implement cost savings.

Kingsbury Community Hospital Nursing Bank was successfully launched on 17th January 2005.  37 Trust staff joined and we are currently reviewing the pilot in order to provide management information on its financial effectiveness.

We are planning to roll out the new Brent Bank system to Willesden Hospital in April, closely followed by the Community Nursing services, Health Visiting and District Nursing in Brent tPCT.  
As part of the North West London sector, we have also entered into an exclusive new contract with Reed Healthcare, with significant costs savings, to provide all our Allied Health Professional Locum Staff.  This has been effective from 1st January 2005 and is still in its infancy.  We are monitoring the situation carefully.  All existing locums are required to sign up to Reed by 31st March 2005 which is the cut off date for booking through other agencies.

We hope with the Brent Bank being fully operational by April 2005 we will be able to significantly reduce agency spend in 2005/6, along with tighter establishment control. Working with managers in a business partnership model to be launched in April 2005.

	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 2005








