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Trust objective:   Tick as appropriate: 
 Achieving continuous improvement in the quality of patient care that we 
provide and the delivery of service performance across all areas; 
Setting out our future clinical strategy through clinical leadership in 

partnership and with whole system working; 
Creating a clear and credible long term financial strategy. 

Purpose: The aim of this paper is to  
Inform Trust Board of the key survey findings and proposed next steps to 
address the issues identified 

Please add which panel and/or group that the paper has 
been previously discussed at prior to Trust Board           

  Panel Group 

Name: Workforce Committee  - 

Date:  5 May 2015  - 

Benefits to patients and patient safety implications 
Having an engaged and high performing workforce is key to ensuring patient safety and 
excellent patient experience.  

 

Risk implications for the Trust  
Poor reputation as an employer may 
lead to difficulty in retaining and 
recruiting staff 

Mitigating actions (controls) 
Staff Survey Action plans to be implemented for 
each Division/Directorate 

Links to Board Assurance Framework, CQC outcomes, statutory requirements 

 

Legal implications (if applicable) 
 

Financial implications (if applicable) 
 

Recommendations  
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NHS STAFF SURVEY 2014      

 

Presented by: Paul Da Gama Director of Human Resources   

 
 

1.   Background and context:  
The 2014 Staff survey was offered to all WHHT staff and took place between October and December 2014 
against a backdrop of high levels of staff turnover and operational pressures. The response rate of 43% 
(1703) was slightly higher than the national average.  The Trust was ranked in the worst 20% of all acute 
Trusts in seven key findings and better than average in four key finding areas.   

 
Our overall staff engagement score is below average compared to all acute Trusts. 
 
Table A:  Summary of Key Findings in 2014 

Summary of Key Findings 

Staff Pledges No. of key 
findings* 

National Ranking 

 Worst 
20%  

Worse than 
average 

Average Better than 
average 

Best 
20% 

Clear roles, responsibility & rewarding 
jobs 

5 0 2 1 2 0 

Personal development, education and 
training, support 

4 2 1 1 0 0 

Maintain health & wellbeing & safety 11 3 4 3 1 0 

Engage staff in decisions, ways to 
deliver better & safer services 

2 0 0 1 1 0 

Staff satisfaction 3 1 1 1 0 0 

Equality & diversity 3 1 1 1 0 0 

Patient Experience 1 0 0 1 0 0 

Total 29 7 9 9 4 0 

*NHS staff opinion is surveyed on 102 questions which are then condensed into 29 Key Findings 

 
Table B: Key Findings Changes  

Key findings changes 
Areas that: 

2014 

Improved 3 

Declined 2 

No change 22 

New areas added 2 

 
Table C:  Staff Engagement Scores 

Staff Engagement - Aggregated results for  

Key Findings 22, 24, 25 

2013 2014 

WHHT Nat. 

Av. 

Best WHHT Nat. 

Av. 

Best 

Overall Staff Engagement score  /5  

KF 22:  Ability to contribute towards improvements 

3.69 3.69 4.04 3.68 3.74 3.99 

 
 

2. Analysis of Key Findings 
Table D: Key Findings  

Key Findings – Areas of concern and good practice 

Areas of concern - rated worse than average  Areas of good practice - rated better than average 

 Appraised in last 12 months 

 % having well structured appraisals in last 12 months 

 % agreeing that they would feel secure raising 

 Effective team working; 

 % working extra hours (i.e. not having to); 

 % reporting errors, near misses or incidents witnessed in 
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 concerns about unsafe clinical practice 

 % experiencing physical violence from patients 

 relatives or the public in last 12 months 

 % experiencing physical violence from staff in last 12 
months 

 Staff job satisfaction 

 % experiencing discrimination at work in last 12 months 

the last month; 

 % reporting good communication between senior 
management and staff. 

 
 

 
2.1 Areas of good practice - What does this tell us? 
 

 Working additional hours: The WHHT score is favourable compared to the national average 
though this score has decreased since 2012.  The additional hours are a combination of paid and 
unpaid hours and may reflect the high vacancy and turnover rate.  The recruitment and retention 
strategy is likely to have a positive impact in relieving pressure on existing staff. 

 Effective team working:  A majority of teams know what they‟re aiming to achieve, the alignment 
of individual and team objectives as part of values based appraisal provides a structure to support 
effective team working.  Regular meetings to discuss and review team effectiveness continue to be 
important. 

 Reporting errors, near misses or incidents:  This has improved overall during the last 3 years 
and our score is now close to the national best.  Ensuring that staff know how to report and feel safe 
to do so remains important. 

 Good communication between senior managers and staff There is a perception that senior 
managers are communicating more but don‟t necessarily listen or act on ideas from staff.  Onion 
plays an important role in this and the plans to develop Onion will support this area of good practice 
and complement the Listening into Action approach to staff engagement. 

 Patient feedback used to make informed decisions:  A new question in the 2014 survey, WHHT 
has an above average score but there is also a need to ensure that patient feedback and 
participation is acknowledged as a key driver for change. 

 
The Trust was also ranked better than average on the quality indicator questions “care of patients is top 
priority” and “acts on concerns raised by patients/service users”.  This supports the intention of putting 
patients and carers at the centre of all that we do. 
 
 
2.2. Areas of Concern - What does this tell us? 
 

 Appraisals:  Values based appraisal system was introduced in 2014, the compliance rate was 70% 
as 31 March 2015.  Our approach is to achieve consistent, high quality values-based appraisals for 
all staff, clear objectives at all levels, personal development plans linked to TNA/appraisal outcomes 
and strengthened compliance.  There is still more work required to ensure that this is embedded 
and that the linking of pay progression and performance is perceived as fair and transparent. 

 Unsafe clinical practice and feeling secure about raising concerns: This is a new question in 
the 2014 survey and while clinical groups score report feeling more secure there is still work to do 
around generating a culture of partnership and transparency to improve staff perception and patient 
care. 

 Bullying and harassment:  The increased training has raised awareness amongst staff about the 
incidence of bullying, harassment and the definition of physical violence.  The reporting of incidents 
has improved, which enables these work areas to be provided with support and interventions that 
reduce the risk to staff and patients.    

 Job satisfaction:  This has declined since 2012 and shows a small decline in the ratings over the 
last three years across all of the related questions particularly in recognition, support, being valued 
and most notably level of pay.   

 Discrimination at work: It appears that staff experience discrimination around two key areas – 
disability and ethnicity.  Perceived discrimination is higher than in other Trusts and needs to be 
addressed.  All staff receive Equality and Diversity training as part of their induction and ongoing 
training.  Work is currently going on around the equality agenda within the Trust. 
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 Staff know what they’re doing and want to do a good job, but the pressure is high.  They feel 
that decisions are made without their input.  We don‟t always show appreciation for work well done 
or acknowledge the efforts staff are making to do their best for patients 
 

One key factor contributing to significant concern amongst staff across the Trust is the vacancy rate and 
high turnover. The Trust‟s comprehensive Recruitment and Retention strategy and related Action Plan will 
provide the structure to support divisions to reduce their vacancies which, in turn, will increase leadership 
capacity and relieve pressure from staff. 
3. Next Steps  

 
In determining „next steps‟ it is important to consider actions most likely to make a real difference to staff 
experience in local working areas as well as across the Trust. It is also important to ensure that activities to 
address the issues highlighted are planned in a way that dovetails existing and planned engagement and 
improvement mechanisms including Onion, the DO organisational development programme, and the „Listening 
into Action‟ framework.   
 
It is important to note that whilst not detailed below, key to improving the result of the staff survey is to reduce 
current levels of vacancies and to focus upon creating a stable workforce. 
 
In summary, the aim of the actions proposed below is to achieve measurable improvement in staff engagement 
across the Trust.  Success will be measured not just by improvement against the key survey indicators, but also 
in terms of the Trust‟s ability to attract and retain staff in the coming year.  
 

Specific actions proposed as follows: 
 

Action Plan April 15 May 15 June 15 

Survey results to be shared in each divisions with HRBPs 
supporting divisional management teams to construct local 

Action Plans to identify specific actions to address local areas 
of concern (19 bespoke presentations have been produced to 

support this) 

   

Production of organisational staff engagement action plan    

Production and begin implementation of bullying and 
harassment prevention strategy 

   

Following input from the divisions, Executive team to agree 
detailed structure for future-Onion, and to communicate same 

as appropriate 

   

Executive team (with input from the divisions) to agree the big-
ticket (Trust-wide) issues that were identified by the staff 

survey and to use the Listening Into Action „Big Conversation‟ 
methodology to address them. 

Identify 
subjects 

Conversations 
held 

Action 
commences 

Ongoing communications via DO newsletter including „you 
said, we did‟ evidence, and progress against local and Trust 

wide plans 

   

Upcoming equalities assessment (May 5) to be used as 
spring-board for agreeing E&D plan for 2015 with actions 
designed to address specific issues raised by the survey 

   

Ongoing work on relieving pressure on staff as specified within 
the Recruitment and Retention strategy and driven via the 

weekly Exec led R&R Group 

   

Progress monitoring via use of the Listening into Action Pulse 
Check survey tool 

 Baseline data 
obtained 

 

 
The principles of the above action plan were discussed and agreed at the 5 May Workforce Committee with an 
agreement there should be significant focus on validating the bullying and harassment feedback from staff and 
planning urgent action to address this issue. 
 
Paul Da Gama                Director of Human Resources  
May 2015 


