	HUMAN RESOURCES AND WORKFORCE REPORT



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


	Quarter 1 - April to June 2005 



This report provides a summary of the Workforce situation for the 1st quarter of the 2005/2006 financial.

Summary/Headlines
· The corporate restructure is currently underway and HR managers have begun to work with Directors to support staff at risk.

· Sickness level at the end of August = 3%
· The vacancy level at the end of June 2005 (the 1st quarter) = 17.9%
· The turnover level at the end of June 2005 (the 1st quarter) = 3%
· Preparations have begun for ESR implementation within the Trust and work continues to identify additional resources to support this project within the Trust.
	1. Vacancy Rates


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

	Chief Executive
	4.20
	4.20
	0.00

	Communications
	2.00
	3.00
	-1.00

	Human Resources
	21.89
	18.33
	3.56

	Commissioning & Modernisation
	46.85
	46.80
	0.05

	Finance & Buying
	26.72
	23.20
	3.52

	Joint Working & LD
	224.10
	158.17
	65.93

	Public Health
	30.64
	25.71
	4.93

	Nursing & Quality
	31.09
	30.92
	0.17

	Primary Care - Management
	8.77
	8.00
	0.77

	Primary Care - Harlesden
	50.15
	47.71
	2.44

	Primary Care - Kilburn
	83.33
	63.96
	19.37

	Primary Care - Kingsbury
	111.81
	110.50
	1.31

	Primary Care - Wembley
	216.33
	174.05
	42.28

	Primary Care - Willesden
	259.07
	202.31
	56.76

	Totals
	1116.95
	916.86
	200.09


Figure 1 - Staff Vacancy (WTE) by Directorate

	2. Turnover 


The turnover rate for the Trust for the year to date is 4.4%.

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

	Directorate
	Starters
	Leavers
	Starters to Leavers Ratio

	Chief Executive
	1 
	0 
	0.00 

	Human Resources
	6 
	4 
	1.50 

	Commissioning & Modernisation
	3 
	1 
	3.00 

	Finance & Buying
	2 
	1 
	2.00 

	Joint Working & LD
	4 
	5 
	0.80 

	Nursing & Quality
	1 
	2 
	0.50 

	Public Health
	3 
	3 
	1.00 

	Primary Care - Management
	0 
	0 
	0.00 

	Primary Care - Harlesden
	6 
	6 
	1.00 

	Primary Care - Kilburn
	2 
	1 
	2.00 

	Primary Care - Kingsbury
	10 
	3 
	3.33 

	Primary Care - Wembley
	8 
	9 
	0.89 

	Primary Care - Willesden
	18 
	25 
	0.72 

	Totals
	64 
	60 
	1.07


Figure 2 - Ratio of Starters to Leavers by Directorate
Figure 3 below shows the starters and leavers by occupational group.

	Occupational Group
	Starters
	Leavers
	Starters to Leavers Ratio

	Admin & Clerical  
	21 
	14 
	1.50 

	Ancillary  
	0 
	0 
	0.00 

	Senior Managers  
	3 
	7 
	0.43 

	Allied Health Professionals  
	10 
	4 
	2.50 

	Medical and Dental  
	1 
	1 
	1.00 

	Qualified Nurses  
	12 
	16 
	0.75 

	HCAs & Unqualified Nurses  
	16 
	18 
	0.89 

	Others  
	1 
	0 
	0.00 

	Totals
	64 
	60 
	1.07


Figure 3 - Ratio of Starters to Leavers by Occupational Group

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)
	3. Sickness 


There were a total of 2,698 days lost to sickness up to 30th June 2005.  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 that the highest levels of sickness absences are in Kilburn Locality and Human Resources.
Line managers with support from HR are continuing, with the assistance of occupational health professionals, to provide support to individuals, especially those who are considered long term sickness cases.  HR Managers are working with Line Managers on a number of long term sickness absence cases in Kingsbury, Willesden, Wembley and Kilburn.

Resolution of long term sickness absence cases will see a reduction in the days lost to sickness in the coming months.  Also, continued support for Managers and training in Managing Absence will see longer term results in this area.

The chart below (Figure 6) shows the Sickness Absence by Occupational Group as a percentage of overall days lost for the year.
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Figure 6 – Sickness Absence by Occupational Group (as % of overall sick days)

	4. Temporary Staffing 


Brent Bank was created to bring down the costs of Temporary Staffing and provide better patient care and value for money in relation to additional shift working in the Trust.  The Trust paid in excess of £7 million to Agency staff in 2004/5.  The report to EMT 27th June 2005 provided details on the savings which had been made, and these, added to the savings from the Reed Master Vendor contract equals cost savings of £700,000 in 2005/6.  

Brent Bank now offers a fully integrated service providing temporary staff for Administrative and Clerical, Community Hospital Nursing, District and Community Nursing, Health Visiting on a Brent Bank contract.  We are also managing bookings for the Allied Health Professionals Contract provided by Reed Healthcare, although this service needs to be audited to ensure full compliance.

The Bank office monitors bookings and ensures that all Banking and Agency staff bookings are in strict accordance with NHS Professionals guidance and the LAP3 Nursing Agreement which was launched on 15th August 2005.  

Having launched the Nursing Bank at Kingsbury Community Hospital in January 2005 with 37 Trust staff, Brent Bank has been ‘live’ on the Nursing Wards at Willesden Centre for Health and Care since 1st July 2005.  This Bank, like the Kingsbury Hospital Bank, been set up for existing staff to work additional shifts, and be paid by the Trust direct, and reduces the need for Agency staff.  As agreed with Staff Side, we are matching the local market rates for similar bank work.  90 people are already signed up at Willesden and 15 more are due to join.

As part of the North West London sector, the new contract with Reed Healthcare is going well, with significant projected costs savings in the provision of our Allied Health Professional Locum Staff.  This is being closely monitored by professionals leads and as well as the Brent Bank Manager

Brent Bank is currently setting targets to reduce agency spend in targeted areas. The Bank Office will also be monitoring the expenditure from all Locum Management Consultants which equals a significant cost to the Trust.  Cost savings will be achieved by having an integrated approach, working closely with Finance Managers.

	5. 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

September 2005
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