	HUMAN RESOURCES AND WORKFORCE REPORT



	This report summarises Trust-wide ethnicity, ethic breakdown for two groupings of staff, namely, Nursing & Midwifery and Senior Managers, IWL, Agenda for Change and Brent Bank



	June 2005




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/Headlines

· Brent Bank continued its rollout.  Willesden Nursing bank has been established.  Approximately 59 nurses are now signed up at Willesden.

· A corporate restructure has begun and HR are working with Directors to implement the new structure by 1st November 2005.

· The Trust is currently below recording below national averages for all Agenda for Change targets in terms of evaluation, assimilation and KSF.  A recovery plan has been implemented and it is expect that some improvement will become evident in the coming months.

· The 1st batch of staff, Nursing & Midwifery, approximately 150 staff, will be assimilated and paid in July 2005.  The remainder of staff will be assimilated and paid in August and September.

· Interviews were held in June to fill the newly designed Physicians Assistant posts.  3 Physicians Assistants have been recruited to work in Brent.

· Sickness level at the end of May = 5%
	1. Workforce Ethnicity Summary


This section will outline the breakdown of the Brent Teaching PCT workforce looking at issues such as the sex, age profile and ethnic breakdown of staff as at 1st April 2005.  

Figure 1 immediately following shows a breakdown of the staff of Brent tPCT.
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Figure 1 - Staff Breakdown by Sex

Figure 2 below shows the breakdown of the staff by age.  This highlights the fact that 31% of the staff of Brent Teaching PCT is aged above 50, which in the short term may have an impact on workforce issues for the Trust and a plan for addressing these issues will need to be implemented in the short to medium term.
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Figure 2 - Breakdown of Staff by Age

The ethnic breakdown of the staff of the tPCT is shown in Figure 3 below.
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Figure 3 - Ethnic breakdown of staff of Brent tPCT

The ethnic breakdown of Brent tPCT is similar to the Brent borough ethnic breakdown as outlined in the 2002 census (see details below in Figure 4).
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Figure 4 - Ethnic Breakdown of Brent (2001 Census)

A comparison of the ethnic breakdown of the Borough of Brent vs the breakdown of Brent PCT is shown in Figure 5 immediately following.

	Ethnicity
	Brent Borough
	Brent PCT

	British
	29%
	28%

	Irish
	7%
	5%

	White Other
	9%
	5%

	White & Black Caribbean
	1%
	2%

	White & Black African
	1%
	1%

	White & Asian
	1%
	0%

	Other Mixed
	1%
	1%

	Indian
	18%
	8%

	Pakistani
	4%
	1%

	Bangladeshi
	0%
	0%

	Other Asian
	5%
	7%

	Caribbean
	10%
	17%

	African
	8%
	12%

	Black Other
	2%
	2%

	Chinese
	1%
	1%

	Any Other Ethnic Group
	2%
	4%

	Not Stated
	 
	5%


Figure 5 - Comparison of the ethnic breakdown of Brent Borough against Brent tPCT

This is the first report being provided on ethnicity and in this report we will provide a breakdown on 2 staff groupings namely senior managers and qualified nurses.

Senior Managers

Analysis of the senior managers of Brent tPCT was carried out to show the sex, age profile and ethnic breakdown.  Figure 6 below shows that 25% of the senior managers are male and 75% are female.
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Figure 6 - Sex of Senior Managers

Figure 7 below shows the age profile of all senior managers which is similar to the profile for all staff with 62% of the senior managers aged 41 and above.
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Figure 7 - Age Profile of Senior Managers

Figure 8 below provides the ethnic breakdown of the senior manager staff grouping.
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Figure 8 - Ethnic Breakdown of Senior Managers

A comparison of the ethnic breakdown of the Senior Managers group against the population of the Borough is provided below in Figure 9.

	Ethnicity
	Brent Borough
	Senior Managers

	British
	29%
	42%

	Irish
	7%
	5%

	White Other
	9%
	7%

	White & Black Caribbean
	1%
	3%

	White & Black African
	1%
	2%

	White & Asian
	1%
	1%

	Other Mixed
	1%
	1%

	Indian
	18%
	9%

	Pakistani
	4%
	2%

	Bangladeshi
	0%
	1%

	Other Asian
	5%
	5%

	Caribbean
	10%
	10%

	African
	8%
	7%

	Black Other
	2%
	2%

	Chinese
	1%
	1%

	Any Other Ethnic Group
	2%
	3%

	Not Stated
	 
	1%


Figure 9 - Comparison of ethnic breakdown of Brent borough against Brent tPCT Senior Managers

Figure 10 below shows a comparison of the Brent Borough ethnic breakdown against the Senior Managers and Admin and Clerical groups at Brent tPCT.

	Ethnicity
	Brent Borough
	Senior Managers
	Admin & Clerical

	British
	29%
	42%
	25%

	Irish
	7%
	5%
	3%

	White Other
	9%
	7%
	5%

	White & Black Caribbean
	1%
	3%
	3%

	White & Black African
	1%
	2%
	1%

	White & Asian
	1%
	1%
	0%

	Other Mixed
	1%
	1%
	1%

	Indian
	18%
	9%
	12%

	Pakistani
	4%
	2%
	1%

	Bangladeshi
	0%
	1%
	0%

	Other Asian
	5%
	5%
	7%

	Caribbean
	10%
	10%
	19%

	African
	8%
	7%
	9%

	Black Other
	2%
	2%
	3%

	Chinese
	1%
	1%
	1%

	Any Other Ethnic Group
	2%
	3%
	3%

	Not Stated
	 
	1%
	6%


Figure 10 - Comparison of Brent Borough ethnic breakdown against Brent tPCT Senior Managers & Admin & Clerical Groupings

Qualified Nurses

The second grouping of staff that was analysed was the qualified nurses.  This grouping was analysed in a similar manner – by age, sex and by ethnicity.  Figure 11 below shows the age profile of the qualified nurses of Brent tPCT.  The average for this group was higher than the average of the workforce with 73% of qualified nurses aged 41 and above.

[image: image8.emf]20-30

4%

31-40

23%

41-50

33%

51-60

30%

61 - 65

8%

66+

2%


Figure 11 - Age profile of qualified nurses

The qualified nursing group show a male/female ratio of 10% male and 90% female (shown in Figure 12 below) which is slightly less than the average for Brent tPCT.
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Figure 12 - Breakdown of Qualified Nurses by sex

Figure 13 below shows the ethnic breakdown of the qualified nursing grouping.
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Figure 13 - Ethnic Breakdown of Qualified Nurses

Figure 14 immediately following shows the ethnic breakdown of the qualified nursing group against the ethnic breakdown of the borough of Brent.

	Ethnicity
	Brent Borough
	Qualified Nurses

	British
	29%
	22%

	Irish
	7%
	8%

	White Other
	9%
	4%

	White & Black Caribbean
	1%
	2%

	White & Black African
	1%
	1%

	White & Asian
	1%
	1%

	Other Mixed
	1%
	0%

	Indian
	18%
	6%

	Pakistani
	4%
	0%

	Bangladeshi
	0%
	7%

	Other Asian
	5%
	18%

	Caribbean
	10%
	18%

	African
	8%
	16%

	Black Other
	2%
	1%

	Chinese
	1%
	4%

	Any Other Ethnic Group
	2%
	4%

	Not Stated
	 
	5%


Figure 14 - Comparison of Brent Borough ethnic breakdown against Brent tPCT Qualified Nurses

Figure 15 immediately following shows the ethnic breakdown comparison of Qualified and Unqualified nurses against Brent borough ethnic breakdown.

	Ethnicity
	Brent Borough
	Qualified Nurses
	Unqualified Nurses

	British
	29%
	22%
	17%

	Irish
	7%
	8%
	4%

	White Other
	9%
	4%
	2%

	White & Black Caribbean
	1%
	2%
	1%

	White & Black African
	1%
	1%
	1%

	White & Asian
	1%
	1%
	2%

	Other Mixed
	1%
	0%
	0%

	Indian
	18%
	6%
	4%

	Pakistani
	4%
	0%
	1%

	Bangladeshi
	0%
	0%
	0%

	Other Asian
	5%
	7%
	9%

	Caribbean
	10%
	18%
	29%

	African
	8%
	16%
	18%

	Black Other
	2%
	1%
	2%

	Chinese
	1%
	4%
	0%

	Any Other Ethnic Group
	2%
	4%
	2%

	Not Stated
	 
	5%
	7%


Figure 15 - Comparison of Brent Borough ethnic breakdown against Brent tPCT Qualified & Unqualified Nurses

	2. Sickness 


There were a total of 2,698 days lost to sickness up to 31st May 2005.  The chart below (Figure 16) shows a breakdown of the sickness absence rates by Directorate.  Using an average salary of £24,000 per annum, this equates to a cost of £177,890 attribute to lost sick days for April and May 2005.
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Figure 16 – Sickness Absence by Directorate (as % of overall 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 17) shows the Sickness Absence by Occupational Group as a percentage of overall days lost for the year.

HR Managers are beginning to work closely with Managers and Occupational Health to actively manage sickness absences.  The intention is to focus on rehabilitation for long term absences and set targets for services to work towards reducing sickness levels throughout the Trust.
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Figure 17 - Sickness Absence by Occupational Group – 2004/2005 (%)

	3. Changing Workforce 


Interviews were held in May for one of the new roles being introduced as part of the Changing Workforce Programme.

3 Physician’s Assistants were successfully recruited for working within Brent practices.

	4. Temporary Staffing 


The Temporary Staffing Unit 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.

Admin & Clerical Bank 

The Temporary Staffing Unit analysed 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.

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 for the remainder funding was established for these posts.     

In January 2005, the team commenced work with managers to convert the temps to permanent, fixed term or Bank contracts.  Currently the Trust has converted 17 temps (2 to permanent, 11 to Fixed Term posts, 4 to BrentBank posts) thereby reducing the agency spend bill by approximately £29,475 per annum.

The savings as a results of these conversions are as follows:-

	Conversion to 
	Savings

	Permanent Contracts
	7,571

	Fixed term contract
	20,071

	TOTAL
	27,642


For conversions to bank, the savings are as follows:-

	Month 
	Savings

	April 2005
	648

	May 2005
	1834

	TOTAL
	2482


Willesden Bank

As of 1st June 2005 Willesden Bank commenced.  To date, 59 employees have joined up to the new Bank. (14 from Menzler Ward, 15 from Furness Ward, 12 from Robertson Ward and 18 From Fifoot Ward). 

The estimate savings that will be gained from Willesden bank are approximately £49,325.

In addition, 2 days of interviews were held at Willesden to recruit new staff to Bank posts to add to the mix of staff.  It is estimated that 13 new nurses will be recruited once pre & post employment checks have been completed.

Most of the staff interviewed are currently doing shifts through Reed, therefore this will increase savings as Willesden Bank progresses by reducing reliance on agency staff.

Overall this will improve patient care by ensuring a fully recruited establishment using regular bank nurses to cover any shifts in particular around sickness and emergency cover. 

Next Steps

The next step is to commence the Bank for Community Nursing (District Nurses & Health Visitors etc).  Substantive staff and external applicants have made enquiries and are in the process of being signed-up to the Bank (pre & post employment checks still need to be completed).  By the end of July 2005, the Bank for Community and District Nurses will commence and shifts will begin

The Temporary Staffing Unit is now looking at also setting up a GP locum bank and AHP bank.

	5. Improving Working Lives (IWL) 


Staff Wellbeing Day

Brent Staff Wellbeing Day set for Friday 15th JULY 2005 from 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

· Massage/Relaxation/ Aromatherapy

· Home Computing Initiative & Dell Computers

· Cannons Gym

· Body Shop and Virgin Cosmetics stalls

· W8 Wise and 5 a day 

· Policies Launch

· Unions stall

Child and Care Services

The 2005 Summer Holiday Play scheme is due to start on 25th July running until 28th August and will be held at Vale Farm Fantasy Island, Sudbury. Highly subsidised places at £12.00 per day, for the first child and additional siblings at £10.00 per day, includes lunch and hot meal. 20 PCT Staff children have booked so far and looking forward to a great summer.

Art Competition running in June, works of art received from PCT staff children deadline for entries 30th June 05. Judging to take place 8thJuly 2005.

Busy Bees Childcare Vouchers Scheme:  A number of staff continue to request Parent Packs to join the scheme. 6 staff members have joined the scheme since April, saving money on the cost of the childcare.

IWL Assessment

The final self assessment report is due on the 19th August.   In July, to support this process, there will be a series of focus groups, 1;1 interviews or questionnaires with specific groups.  

Orientation Day: 21st September. 
Validation Week: 17th to 21st October.  The validators will wish to meet with staff during this week.

	6. Agenda for Change 


The details provided below are intended to update on the progress made by Brent tPCT in line with the national targets for Agenda for Change.

Performance Monitoring

Brent tPCT is currently being assessed Red in all areas, however the Trust has made considerable progress in all areas and its anticipated that we will continue to work at the present pace to ensure every effort is made to meet the national targets. 

Job Evaluation

There are three phases within the job evaluation process detailed below.

Phase 1 - attempt to match as many posts as possible to national profiles and therefore minimise local job evaluations. 

Phase 2 - identify posts that do not have a national profile or the outcome is a non-match, and the post is therefore subject to the job analysis process

Phase 3 – posts are evaluated locally

Progress v Phases

Phase 1 – matching 

The following table provides a break down of the %age of jobs matched within job families.

	Job Family 
	% matched 



	Nursing & Midwifery 
	70%



	Allied Health Professions
	23% 



	Admin & Clerical 
	3%



	Managers
	-




Phase 2 – Job Analysis 

A number of national profiles have been released and it is anticipated that some of the posts identified for evaluations earlier may be able to be matched to these profiles. It is hoped therefore that the number of posts identified for local evaluations may be smaller overall. 

Progress v JE National Targets

	National Target
	60% May
	80% June
	100% July

	Trust Progress 
	20% May
	40% June
	


It is anticipated that the Trust will match at least 60% of all posts by July.

Knowledge and Skills Framework 

KSF v National Target

	National Target
	40% May
	45% June
	60% August
	80% October
	100% Dec

	Trust Progress
	4%


	9%
	
	
	


The KSF project group continue to make good progress with their strategy to develop ksf outlines for a large number of job families in the next few months to allow progress against the national deadlines.

Outline development workshops have been planned take place during July, early August and September. 

These workshops are for Phase 1 families and include the following groups:

Admin & Clerical

Hospital nurses

Health Visitors

Physiotherapists

Speech & Language therapists

District Nurses

School Nurses

Speech and Language therapists and district nurses are now nearly complete. It is anticipated that the Physiotherapists and health visitors will be complete by end of July. Admin & clerical and school nurses should be complete by end of September. 

Work on phase 2 families will commence in August. 

The Trust has made considerable progress, however much work still needs to be done in the coming months to ensure we continue to make progress and meet national deadlines.

The key target toward Agenda for Change is the 100% assimilation target by end September 2005 which the PCT is working towards.

	7. 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

June 2005
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