	HUMAN RESOURCES AND WORKFORCE REPORT



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



	Quarter 3 – October to December 2005




This report provides a summary of the Workforce situation for the 3rd quarter of the 2005/2006 financial year.

Summary/Headlines

· The corporate restructure is completed and new structures are effective from 1st January 2006.  Most of the senior posts have now been recruited to and the notice regarding successful candidates has been published on the Intranet.

· All staff at risk are being supported by the HR Managers and each person has been assigned a dedicated contact within the HR Team who will provide support.

· Sickness level at the end of December = 3.2%

· The vacancy level at the end of December 2005 (the 3rd quarter) = 15.94%

· The turnover level for the period April to December 2005  = 11.4%

· The turnover level for the period October to December 2005 (3rd quarter) = 1.65%

· The implementation phase of ESR began on 1st November 2005.  Since that date data cleansing activities are continuing in preparation for the 1st stage of user testing beginning in March 2006.

	1. Vacancy Rates


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

	Chief Executive
	4.2
	3.20
	1

	Communications
	2
	3
	-1

	Human Resources
	21.89
	18.83
	3.06

	Commissioning & Modernisation
	46.85
	46.27
	0.58

	Finance & Buying
	26.72
	23.2
	3.52

	Joint Working & LD
	224.1
	158.29
	65.81

	Public Health
	30.64
	25.71
	4.93

	Nursing & Quality
	31.09
	29.92
	1.17

	Primary Care - Management
	8.77
	7
	1.77

	Primary Care - Harlesden
	50.15
	46.51
	3.64

	Primary Care - Kilburn
	83.33
	72.87
	10.46

	Primary Care - Kingsbury
	111.81
	108.53
	3.28

	Primary Care - Wembley
	216.33
	181.65
	34.68

	Primary Care - Willesden
	259.07
	213.95
	45.12

	Totals
	1116.95
	938.93
	178.02


Figure 1 - Staff Vacancy (WTE) by Directorate

As at 31st December 2005, the vacancy rate for the Trust was 15.94%.

In December, there was an advertising freeze throughout the Trust.  Advertising for new posts will resume in January and posts frozen due to the restructure advertised internally in the first instance.

	2. Turnover 


The turnover rate for the Trust for the year to date is 11.4%.

The turnover rate for the reporting period (October to December 2005) is 1.65%

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

	Directorate
	Starters
	Leavers
	Starters to Leavers Ratio

	Chief Executive
	2 
	2 
	1.00 

	Human Resources
	10 
	7 
	1.43 

	Commissioning & Modernisation
	12 
	5 
	2.40 

	Finance & Buying
	2 
	1 
	2.00 

	Joint Working & LD
	15 
	13 
	1.15 

	Nursing & Quality
	8 
	7 
	1.14 

	Public Health
	8 
	5 
	1.60 

	Primary Care
	0 
	0 
	0.00 

	Harlesden Locality
	14 
	11 
	1.27 

	Kilburn Locality
	9 
	10 
	0.90 

	Kingsbury Locality
	28 
	13 
	2.15 

	Wembley Locality
	33 
	26 
	1.27 

	Willesden Locality
	59 
	38 
	1.55 

	Totals
	200 
	138 
	1.45


Figure 2 - Ratio of Starters to Leavers by Directorate (Year to Date)

The ratio of starters to leavers is 1:1.45.

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  
	52 
	38 
	1.37 

	Ancillary  
	11 
	0 
	0.00 

	Senior Managers  
	6 
	13 
	0.46 

	Allied Health Professionals  
	27 
	18 
	1.50 

	Medical and Dental  
	8 
	5 
	1.60 

	Qualified Nurses  
	46 
	38 
	1.21 

	HCAs & Unqualified Nurses  
	49 
	26 
	1.88 

	Others  
	1 
	0 
	0.00 

	Totals
	200 
	138 
	1.45


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

Figure 5 above shows a significant 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 who show high absence levels.  In addition, several long term sickness absence cases have been resolved.

Monthly meetings with Line Managers and HR Managers continue to ensure that absences are picked up/highlighted at an early stage.

The highest sickness absence rate 1.85% was recorded for Nursing, Quality & Clinical Governance and mainly attributed to 2 long term absence cases.
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Figure 6 – Sickness Absence by Occupational Group (as % of overall sick days) for quarter 3

The chart above (Figure 6) shows the Sickness Absence by Occupational Group for the period October to December 2005 as a percentage of overall days lost for the period.

	4. Brent Bank 


Brent Bank is continuing to increase their numbers of recruits and the total of staff registered with the bank is now 238, 26% of these are staff employed full time by the bank and there are more staff currently going through the recruitment process.

To increase membership to the Bank a recruitment day was held at Kingsbury Hospital that was very successful and will be rolled out to other localities.  A total of 79 people attended the afternoon, 38 applications were received and 17 applicants were short listed.

Steps have been taken to work closer with our colleagues at North West London Hospitals as the two Banks have started to share information and resources.

A number of administrative improvements have been implemented to the processes currently used by Brent Bank. There is a more robust booking and recording system. The recruitment process has been improved to ensure that the service can provide bank staff as required and that there is a quicker turnaround.

All bookings are recorded enabling the team to provide progress reports to managers on their bookings.

The Bank processes an average of 117 timesheets a week from Bank staff compared to 76 six months ago, which shows an improvement on bank usage. 

The agency spend for the year to date up to 31 December 2005 is £3.13 million.

The agency cost for the same period in the 2004-2005 financial year was £4.55 million which equates to a saving of £1.42 million year on year.

	5. Human Resources


The operational team are focussing on resolving all employee relation cases that have over due completion dates by the end of January.

To date there are a total of 19 employee relations cases ongoing, although a number of those are now close to completion.

HR managers have continued to work with line managers to improve sickness and absence management.  The corporate absence management training programme has been revised and will be rolled out to managers in the coming month.  Also, a major review of the recruitment process is being undertaken.  This will be rolled out to managers as soon as this is completed.  As we review procedures, all steps are being taken to work closer with line managers to ensure that processes and timeframes are adhered to in future. 

	6. Agenda for Change 


2005 proved to be a challenging year for the implementation of agenda for change. A year on, after a lot of commitment and hard work by the project team, HR team, panel members, JE trainers and KSF group members we can say that much has been achieved. This was partly to meet the tight deadlines set by the SHA and partly because the Trust wanted to ensure that as many members of staff were informed of the banding outcomes for their posts as soon as possible and the KSF outlines were produced for staff ready for the PDR process. 

The project has been well supported throughout the year by our staff side colleagues demonstrating true spirit of partnership. 

Job Evaluation

Job evaluation is almost complete with around 10% posts still outstanding which should be completed by end of January. The assimilation process will be complete by end of February thus completing the first stage of the job evaluation process, leaving the reviews to be tackled until around March.

Pay clinics have proved a success allowing individual members of staff to discuss their pay and banding outcomes, thus raising awareness and understanding of the process involved. More dates will be agreed and published.

Salary increases / Costs

There has been some disquiet around bandings and pay from members of staff, however around 71% of staff received some increase in pay upon assimilation to agenda for change. But it is important to emphasise that the new pay system was not been introduced and implemented to give increases in pay but rather to ensure equity -  to ensure `equal pay for work of equal value` across the NHS.  

The total increase in salary costs to date is approximately £500,000 pro rata for six months from 1 October 2004. This is based on basic assimilation excluding overtime pay, additional hour’s payment and additional cost of annual leave entitlement.  Further joint work with HR and Finance is required to understand the full implications of the costs of AFC once fully completed.

The level of protection is at 9% at present and the figure may reduce after reviews have been undertaken. 

Currently, 90% of the Brent jobs have been matched under Agenda for Change and 84% have been assimilated.  

Knowledge and Skills Framework 

Lindy Petts, the KSF project lead and the KSF Steering Group have made excellent progress in achieving approximately 70% of all outlines to date. 

The next steps are to complete outlines for the remaining members of staff which includes the senior managers. The group will agree a strategy to take this forward and the remaining members of staff should have their KSF outlines by end of March 2006.

The PDR policy will go through the ratification process in the coming month and it is hoped that all members of staff will have their PDR in April 2006 using their KSF post outline.

	7. Electronic Staff Record (ESR) 


The 8 month implementation phase for Electronic Staff Record (ESR) began on 1st November 2005.

During November and December, the HR team at Brent has been working with the McKesson assigned Implementation Consultant to carry out data cleansing and extracts and establish a framework for changing processes within HR and Payroll.

In the coming weeks, work will begin with Finance Department to analyse the data extracts from the general ledger (GL) to ensure that the information being migrated to ESR is accurate.  A template for the GL exercise has been developed by the NHS GL team and forwarded to the Trust for feedback/agreement by the end of next week.

Resources for the project are currently being evaluated to determine additional resources that will be needed for the project for the 1st phase of testing which begins in March.  

In addition, payroll resources (or the lack thereof) have begun to impact on the project and could cause some deadlines to be missed resulting in financial penalties for both Brent and Westminster PCTs.  At the project board meeting, due to be held on 18th January 2006, it is expected that both HR Directors (Brent and Westminster PCTs) will impress on NWL Hospitals Project Board the need to assign a Payroll Manager to the project full time as currently there are no dedicated payroll resources.

	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

January 2006
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