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Summary

The workforce report summarises the Workforce situation for Brent Teaching PCT for the period April 2004 to March 2005.

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

The report also outlines the key issues around the two corporate objectives, IWL and Agenda for Change, in regards to progress and risks.
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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 


	Summary for 2004/2005 Financial Year




This report provides a summary of the Workforce situation for the final quarter of the 2004/2005 financial year as well as providing a year end summary of the areas.

Summary of Work Undertaken during the period:

· Brent Bank continues to rollout.  A&C bank has now been fully implemented and formalised procedures have been agreed for managers who are appointing to bank posts to ensure that the posts being recruited to are established posts.

· From 3rd May 2005 the Bank will be taking all bookings for Community Nursing, District Nursing, and in addition we are planning to roll out the new Brent Bank system to Willesden Hospital following its opening this week.

· The Kingsbury Community Hospital Nursing Bank continues to grow, and we are hoping that we will be at the point of eliminating agency use altogether by July 2005.

· There will be a review of the North West London sector Master Vendor contract with Reed Healthcare on 27th April, giving the Trust a chance to feedback on the service provided since its full induction on 1st April.

· During the period, all requests to recruit for Admin & Clerical posts are being approved by the EMT.  This process has been designed as a cost saving control measure.

· The HR Restructure has now been completed and a recruitment exercise continues to bring the three operational teams up to full staffing levels working towards a business partner model.

Summary

Headlines

· The Vacancy level at the end of March 2005 = 18%
· Turnover level for the 2004/2005 financial year = 11.1% 
· Sickness level for the 2004/2005 financial year = 4%
· Total Agency spend for the 2004/2005 year to date is £5.1 million.
	1. Vacancy Rates 


The information below represents the staff in post at the end of March 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
	4.10
	0

	Communications
	2
	3.00
	-1

	Human Resources
	21.89
	19.43
	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
	25.11
	4.53

	Nursing & Quality
	31.09
	30.92
	2.17

	Primary Care - Management
	8.77
	8
	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
	106.82
	6.33

	Primary Care - Wembley
	216.33
	173.67
	41.16

	Primary Care - Willesden
	259.07
	199.98
	57.49

	Totals
	1116.95
	909.46
	205.63


Figure 1 - Staff Vacancy WTE by Directorate

Figure 2 below shows the Vacancy rates by Directorate.
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Figure 2 - 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 turnover rate for the Trust for the financial year 2004/2005 is 11.1%.  Figure 3 below shows the number of staff who have joined and left the Trust between April 2004 and March 2005 by Directorate and shows the ratio of starters to leavers.

	Directorate
	Starters
	Leavers
	Starters to Leavers Ratio

	Chief Executive
	6 
	2 
	3.0

	Human Resources
	8 
	3 
	2.67 

	Commissioning & Modernisation
	12 
	3 
	4.00 

	Finance & Buying
	6 
	2 
	3.00 

	Joint Working & LD
	20 
	17 
	1.18 

	Nursing & Quality
	26 
	6 
	4.33 

	Public Health
	13 
	10 
	1.30 

	Primary Care - Management
	2 
	1 
	2.00 

	Primary Care - Harlesden
	15 
	3 
	5.00 

	Primary Care - Kilburn
	31 
	11 
	2.82 

	Primary Care - Kingsbury
	29 
	22 
	1.32 

	Primary Care - Wembley
	87 
	34 
	2.56 

	Primary Care - Willesden
	36 
	24 
	1.50 

	Totals
	291 
	136 
	2.14


Figure 3 - Ratio of Starters & Leavers by Directorate

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

	Directorate
	Starters
	Leavers
	Starters to Leavers Ratio

	Chief Executive
	6 
	2 
	3.00 

	Human Resources
	8 
	3 
	2.67 

	Commissioning & Modernisation
	12 
	3 
	4.00 

	Finance & Buying
	6 
	2 
	3.00 

	Joint Working & LD
	20 
	17 
	1.18 

	Nursing & Quality
	26 
	6 
	4.33 

	Public Health
	13 
	10 
	1.30 

	Primary Care
	2 
	1 
	2.00 

	Harlesden Loc
	15 
	3 
	5.00 

	Kilburn Loc
	31 
	11 
	2.82 

	Kingsbury Loc
	29 
	22 
	1.32 

	Wembley Loc
	87 
	34 
	2.56 

	Willesden Loc
	36 
	24 
	1.50 

	Totals
	291 
	136 
	2.14


Figure 4 - Ratio of Starters & Leavers by Occupational Group

Figure 5 below shows a comparison of starters to leavers by Directorate based on head count.
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Figure 5 - Comparison of Starters & Leavers by Directorate (by head count)

	3. Sickness 


There were a total of 18,200 days lost to sickness in the financial year 2004/2005.  The chart below (Figure 6) shows a breakdown of the sickness absence rates by Directorate.
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Figure 6 – Sickness Absence by Directorate (as % of overall sick days)

The chart shows that the highest levels of sickness absences are in Kilburn Locality and Human Resources – two directorates that had several long term sickness absence cases over the year.

The chart below (Figure 7) shows the Sickness Absence by Occupational Group as a percentage of overall days lost for the year.
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Figure 7 - Sickness Absence by Occupational Group – 2004/2005 (%)

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 HR, Wembley, Kilburn and Kingsbury Localities.  

HR Managers are currently actively supporting managers in the resolution of 11 long term sickness cases through Occupational Health.

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.

A chart detailing the sickness absence rates by Directorate, Agency usage and Vacancy rates is outlined below in Figure 8.  Immediately following, Figure 9 shows a graphical representation of the relations between the sickness rates, agency usage and vacancy rates by Directorate.

	Directorate
	Sickness Rates by Directorate
	Agency Usage
	Vacancy Rates

	Chief Executive
	1.55%
	0.1%
	0%

	Communications
	0
	0.1%
	-50%

	Human Resources
	2.38%
	1.1%
	7%

	Commissioning & Modernisation
	4.26%
	0.9%
	2%

	Finance & Buying
	9.54%
	2.2%
	17%

	Joint Working & LD
	5.68%
	32.0%
	29%

	Public Health
	4.14%
	0.4%
	15%

	Nursing & Quality
	5.68%
	1.5%
	7%

	Primary Care - Management
	0.54%
	2.2%
	9%

	Primary Care - Harlesden
	4.39%
	2.2%
	4%

	Primary Care - Kilburn
	9.50%
	5.9%
	24%

	Primary Care - Kingsbury
	7.18%
	9.7%
	6%

	Primary Care - Wembley
	5.36%
	13.0%
	19%

	Primary Care – Willesden
	7.37%
	30.5%
	22%


Figure 8 - Sickness Rates, Agency Usage & Vacancy Rates
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Figure 9 - Comparison of Sickness Rates, Agency Usage and Vacancy Rates

	4. Recruitment 


In January 2004, the PCT centralised the advertising budget for the Trust.  At the end of the 2003/2004 financial year, the advertising spend of the Trust was £262,000 which equated to a cost in excess of £1000 per recruitment episode.

During the 2004/2005 financial year, 324 jobs were advertised at a total advertising cost of £121,000.  The average cost per recruitment episode is now £420.

Breakdowns of the advertising spend for the 2004/2005 year is provided below in Figure 10.

	Month
	Spend

	Apr-04
	£29,445.60

	May-04
	£17,031.60

	Jun-04
	£20,713.00

	Jul-04
	£17,562.00

	Aug-04
	£13,047.00

	Sep-04
	£0.00

	Oct-04
	£0.00

	Nov-04
	£11,249.16

	Dec-04
	£950.00

	Jan-05
	£5,992.20

	Feb-05
	£0.00

	Mar-05
	£19,869.80

	TOTAL
	£134,910.36


Figure 10 - Monthly Advertising Spend 2004/2005

In January 2005, E-Rec went live in Brent tPCT and since then we have seen increases in the numbers of applications for jobs.

A breakdown of the vacancies, applications received and average applications per vacancy are provided in Figure 11 below.

	Staff Group
	Number of vacancies
	Number of applications
	Applications per vacancy

	
	Feb-05
	Mar-05
	Feb-05
	Mar-05
	Feb -05
	Mar-05

	Administrative & Clerical
	6
	5
	188
	282
	31.3
	56.4

	Allied Health Professionals
	4
	4
	200
	79
	49.3
	19.8

	Nursing & Midwifery
	8
	6
	200
	64
	25.0
	10.7

	Medical & Dental
	2
	0
	9
	11
	4.5
	0

	Senior Managers
	5
	1
	43
	30
	8.6
	30

	Students
	2
	0
	22
	27
	11
	0


Figure 11 - Average applications per vacancy

Figure 12 below shows the average number of candidates short listed per vacancy.

	Staff Group
	Number of vacancies
	Short listed Applicants
	Average

	
	Feb-05
	Mar-05
	Feb-05
	Mar-05
	Feb-05
	Mar-05

	Administrative & Clerical
	6
	5
	34
	29
	5.7
	5.8

	Allied Health Professionals
	4
	4
	16
	12
	4
	3

	Nursing & Midwifery
	8
	6
	16
	11
	2
	1.8

	Medical & Dental
	2
	0
	5
	0
	2.5
	3

	Senior Managers
	5
	1
	12
	3
	2.4
	3

	Students 
	2
	0
	21
	0
	10.5
	0


Figure 12 - Average short listed Applicants per vacancy

An evaluation of the feedback provided by candidates’ shows that approximately 80% (average since January 2005) of the applicants are seeing Brent tPCT jobs advertised on the NHS Careers website, showing that the website is becoming a significant factor in promoting jobs in the Trust.  A breakdown of the media for jobs is shown below in Figure 13.
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Figure 13 - Evaluation of media where Brent tPCT Job Adverts are seen by applicants

	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 May.

	6. Agency 


A provisional end-of-year figure for agency spend has been determined by the Finance Team.  The spend is £5.09 million and a total of 175.74 WTE used between April 2004 and March 2005.

The information provided is extracted from the Agency Returns Systems using the value of agency invoices entered into the system as the basis for the costs provided.

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

	Chief Executive
	7,150

	Commissioning & Modernisation
	43,354

	Communications
	7,266

	Finance & Buying
	112,765

	Human Resources
	57,084

	Joint Working
	1,625,914

	Nursing, Quality & CG
	78,191

	Primary Care – Administration
	13,863

	Primary Care - Harlesden
	113,765

	Primary Care - Kilburn
	300,801

	Primary Care - Kingsbury
	493,676

	Primary Care - Wembley
	662,451

	Primary Care - Willesden
	1,553,626

	Public Health
	18,800

	Grand Total
	5,088,706


Figure 14 - Agency Spend by Directorate

Figure 15 below shows the Agency usage by Occupational group shown in WTE for the period April 2004 – March 2005.

	Occupational Group
	WTE

	Admin & Clerical
	187.07

	Allied Health Profs & ST&Ts
	163.32

	Ancilliaries
	40.54

	Medical
	5.5

	Qualified nurses
	228.55

	Unqualified Nurses
	138.54

	Senior Managers
	0.10

	Grand Total
	763.62


Figure 15 - Agency Usage by Occupational Group (WTE)

	7. Temporary Staffing 


The Temporary Staffing Manager commenced with the Trust in June 2004.  Prior to commencement, the Trust did not have a “managed” bank system, and agency costs were rising and were significantly higher than other Trusts within the sector.  Staff were placed on the bank at ad hoc rates that were not monitored or regulated, and staff were paid a month in lieu.  This was not satisfactory.

The remit of the Temporary Staffing Manager in the first year was to undertake research in the organisation to establish an effective bank across a range of professions.  The strategy has been a three-pronged approach:

· Nursing staff

· Admin & Clerical staff

· Allied Health Professionals

The report details the progress made to date and the savings attached to this.

Nursing staff

Brent Bank @ Kingsbury

The first six months of the implementation of the new Brent Bank concentrated on the implementation of a nurse bank at Kingsbury Hospital (which had the highest agency spend).   The pilot commenced in January 2005 and has been running successfully to date.

Instant savings were made in converting substantive staff who are already working 37.5 (maximum pension-able hours) to join the Bank and work extra shifts at new Brent Bank nurse rates.   The Trust has converted 39 full time members of staff (In Carlton Ward, 99% of this ward have signed up to the Bank and in Courtyard Ward about 50% have signed up.)

	Grade
	Numbers converted
	Savings per conversion (per annum)
	Total savings

	A/B Grade
	21
	£7,491
	£157,311

	D/E Grade
	16
	9,500
	£152,000


Over the first 7 weeks of the pilot Brent Bank at Kingsbury, the payroll costs were £4,015 per week (see appendix 1).   Compared to agency costs over a similar period, the spend would have been £4,583.   

The saving per week for this period was £568 which equates to £29,536 per annum.

Further work is to be undertaken at Kingsbury to introduce rates for nurses who wish to join the bank who are not already employed by the Trust.  These rates will be lower, and therefore the projected savings will increase to savings of over £2000 per full time new bank nurse per year (with a pension) rising to savings of over £4000 for a new bank nurse per year without a pension.

Community Nursing

These rates have recently been agreed by Staff side before implementation of 3rd May.  The anticipated savings upon commencement are as follows:

	Grade
	Numbers converted*
	Savings per conversion (per annum)**
	Total savings

	A/B Grade
	10
	£1,807
	£18,070

	D/E Grade
	10
	£4,085
	£40,850

	G Grade
	20
	£5,203
	£104,600


· These figures are based on guess-timated take-up rate

· ** Based on bank staff that currently hold part-time posts with the Trust working on average 2 extra days per week for 46 weeks per year.

Admin & Clerical Bank

The Temporary Staffing Team commenced in autumn to analyse the pattern of admin & clerical temporary staffing bookings.  It became apparent that a large number of “temps” were working in vacant posts which could be recruited to, or covering long periods of absence (e.g. maternity leave or career break) where fixed term contracts could be offered.

In January 2005, the team commenced work with managers to convert the temps to permanent and fixed term contracts.  Currently the Trust has converted 11 temps (3 to permanent posts, 8 to Brent Bank posts) thereby reducing the agency spend bill by approximately £17,200 per annum.

It also became apparent in March 2005 that 25 “temps” contracted by Dynamic were working in non-funded posts, which attributed to £470,000 per annum of the agency spend bill.   Of these posts, 11 were discharged of their duties (thereby reducing the agency spend by £190k per annum) and funding was established for the remainder for these posts. 

Highlights from Brent Bank

From 3rd May 2005 the Bank will be taking all bookings for Community Nursing, District Nursing, and in addition we are planning to roll out the new Brent Bank system to Willesden Hospital following its opening this week.

Following on from the success of the Administrative and Clerical part of the Bank, we have now substantially reduced the number of Clerical staff employed by agencies and have had some very successful placements through our own in-house Bank which is the way forward for filling funded A & C temporary vacancies.

The Kingsbury Community Hospital Nursing Bank continues to grow, and we are hoping that we will be at the point of eliminating agency use altogether by July 2005.

There will be a review of the North West London sector Master Vendor contract with Reed Healthcare on 27th April, giving the Trust a chance to feedback on the service provided since its full induction on 1st April.

	8. Improving Working Lives (IWL) 


Brent Staff Wellbeing Day set for Friday 15th July 2005, 10am to 4pm at the New Willesden Centre for Health and Care.

The day will consist of various stalls and therapy sessions for staff including:

· Stalls for 7 IWL areas

· Blood pressure Checks

· Massage/Relaxation/ Aromatherapy

· Chiropody treatments

· Manicures

· Smoking Cessation stand

· Policies Launch

· Unions stall

· Refreshments and Drinks

CHILD AND CARE SERVICES

· Another successful Easter Holiday Play Scheme has been completed.  It was held for the 1st time at Vale Farm Fantasy Island, Sudbury.  31 PCT Staff children had a fantastic time and are all looking forward to the summer scheme!

· A Carers Forum was held on 16th March 2005 and was very well attended. 26 staff found out how to write a Will, power of Attorney and paying Inheritance Tax.

· Childcare and Dependent Caring Needs Survey was attached to March 2005 payslips. 79 returned so far, deadline for return is 29th April 05.

· Staff continue to request Parent Packs for the Busy Bees Childcare Vouchers Scheme.  Exact take up numbers will be available in May.

Staff Survey

In the month of April the HR team presented the staff survey at team meetings to present the key findings and issues.  The purpose of this was also to receive feedback from staff.  The HR team will continue these presentations during the month of May.

The Board and PEC have already agreed to focus on leadership development, bullying and harassment and organisational capacity.

	9. Agenda for Change 


Job Evaluation

The Trust is currently not meeting the national targets for matching and evaluation due to several reasons, including lack of progress with job clusters and pre matching information and the current arrangements for panel members to be released on a 1-day per week basis to participate in matching panels. A recovery plan has been approved by the Project Steering Board and the following is summary of the actions agreed from this:-

Staff will be released on block one month at a time basis. Where this is not feasible, block time of one or two weeks per month is an alternative option to be considered. Directors have agreed to facilitate this within their own directorates and a timetable from May to September will be finalised before the end of April.   Heather Wolman, Temporary Staffing Manager will facilitate with the back filling arrangements.

Two sets of panels (4 panels per day) will be convened on a weekly basis to recover from the present position. On this basis, the matching will progress to approximately 40 matches per week and should allow the 60% target to be met around mid July

The next step is to implement consistency checking process which is designed to identify inconsistencies and anomalies in the results of the matching and local evaluation outcomes.  The process will involve checking the results of all posts for that directorate, profession or other clearly identifiable cohort of jobs that have been put through the matching or local evaluation process.   The process has been agreed and consistency checking will proceed on a weekly basis with four core members sitting on the consistency-checking panel at any one time.

Detailed Awareness Sessions – Job Evaluation Scheme

Several detailed awareness sessions have been undertaken and the response has been overwhelming with a large number of staff and managers attending these.

Knowledge & Skills Framework

There has been steady progress with KSF. A number of master classes have now been run for managers with great success and job outlines for health visitors and nursery nurses have been completed. A project plan has been agreed by the KSF sub group but needs further development. 

Lindy Petts will join the team on 27 April in order to provide additional support for the implementation of KSF and ensure the Trust meets the national KSF targets.

	10. 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

April 2005








