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COUNCIL OF GOVERNORS
28th February 2013

TITLE
Staff Experience and Turnover

EXECUTIVE
SUMMARY

This paper is in response to a request from governors to clarify:

 staff turnover rates and reasons for leaving;
 the impact that the level of churn may be having on

financial performance; and
 the impact of the staff experience on the “Friends and

Family test”.

A separate report will be provided to the Governors on the results
of the National Staff Survey undertaken between September and
December 2012, which are embargoed until 28 February 2013.

The Council is asked
to:

Discuss the report.

Submitted by:
Raj Bhamber, Director of Workforce and Organisational
Development

Date: February 2013

Decision To Discuss.
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Introduction

This paper is in response to a request from governors to clarify:

 staff turnover rates and reasons for leaving
 the impact that the level of churn may be having on financial performance
 the impact of the staff experience on the “Friends and Family test”.

A separate report will be provided to the Council of Governors on the results of the National Staff
Survey undertaken between September and December 2012, which is due to be published on 28
February 2013.

1. Staff turnover rates and reasons for leaving

The chart above shows the turnover for 2011 and 2012 against a benchmark rate for local comparator
Foundation Trusts (Frimley Park, Royal Surrey, Heatherwood and Wexham Park, Hampshire, Queen
Victoria, Medway, East Kent and Milton Keynes). The blue symbol shows where the Trust’s staff
turnover was at the beginning of this calendar year.

Turnover (excluding planned rotations of doctors in training and TUPEs) has been slightly above the
target of 13% and above the comparator rate during 2012 (comparator data available to November
2012). Overall, the trend in 2012 of increasing turnover through the second part of the year mirrors
the trend seen in 2011 and in the comparator group of local Foundation Trusts in 2012. The peak in



Paper 7.3

2

September 2011 was due to increased retirements related to the removal of the default retirement
age.

Qualified Nursing & Midwifery 10.8% 14.7% 9.3% 8.7% 912.9 909.6

Healthcare Assistants & Support Staff 18.9% 14.8% 13.4% 5.1% 300.5 328.5

AHP & HCHS 14.3% 17.4% 12.8% 13.6% 422.7 390.7

Administrative and Clerical Staff 13.8% 15.3% 12.1% 8.8% 597.8 585.9

Estates and Facilities 11.2% 8.6% 7.1% 8.1% 263.6 267.9

Medical and Dental 10.0% 9.0% 2.3% 0.2% 426.8 445.4

Trust Totals 13.6% 14.3% 9.7% 7.8% 2924.1 2927.9

Staff In Post

Jan 13

(WTE)Staff Group

Turnover %

Jan 12

Turnover %

Jan 13

Vacancy

Rate %

Jan 12

Vacancy

Rate %

Jan13

Staff in Post

Jan 12

(WTE)

Turnover
The comparative analysis of turnover, by staff group in January 2012 and January 2013, shows four
staff groups with turnover rates above the Trust target and higher than the benchmark group –
Qualified Nursing & Midwifery, Allied Health Professional (AHPs) & Healthcare Scientists (HCHS) and
Administrative and Clerical staff. In January 2013, turnover for Healthcare Assistants & Support Staff
was above the Trust target and above the benchmark group although showing a significant
improvement during the preceding 12 months.

Qualified Nursing & Midwifery:
163 nurses and 40 midwives left the trust during the last 13 months. 23% left for career-related
reasons, 65% for personal reasons, 8% retirement/death and 4% were employer-terminated. 40% of
midwifery leavers during the last 13 months had joined in the last two years from outside our local
area and left when midwifery vacancies arose nearer to their home.

Allied Health Professionals and Healthcare Scientists:
103 staff left the trust during the last 13 months: 37% of staff left for career-related reasons, 42% for
personal reasons, 12% retirement/death and 9% were employer-terminated. The high turnover in
2012 reflects individuals choosing to retire from or leave the new Pathology Network due to changes
to working practices, management structure and/or their base. In Therapies, lower banded
Physiotherapists and Occupational Therapists reported lack of promotional opportunities as the
reason for leaving. This has been addressed by a skill mix review which has resulted in an improved
career structure. In Pharmacy, a number of fixed term contracts have ended.

Vacancies
Vacancy rates in January 2013 were below the trust target of 10% for all staff groups except AHPs &
HCHS. For AHPs and HCHS the vacancy rate has increased and staff in post reduced due to the skill
mix review and implementation of the new Pathology Network. For Qualified Nursing & Midwifery and
Healthcare Assistant & Support Staff, vacancy levels have reduced through a combination of a review
of Nursing Ward establishments and intensive recruitment.

The reasons for leaving are illustrated below.



Paper 7.3

3

*Voluntary

Resignation -

Career/Work

*Voluntary

Resignation -

Personal

*Employer

Terminated Retirement Death

Total Number of

Leavers

Qualified Nursing & Midwifery 46 133 8 16 203

Healthcare Assistants & Support Staff 19 37 3 5 1 65

AHP & HCHS 38 43 9 12 1 103

Administrative and Clerical Staff 31 55 27 23 136

Estates and Facilities 4 15 5 10 34

Medical and Dental 6 6 14 15 41

Trust Totals 144 289 66 81 2 582

Reasons for Leaving (Leavers January 2012 to January 2013)

Staff Group

25% of staff who left the Trust voluntarily stated career as the reason for leaving, with the majority
leaving for better reward packages, opportunities, promotion, further studies and education. A
statistically insignificant proportion (less than 1%) of staff reported leaving the organisation due to
incompatible working relationships. Notwithstanding that, working relationships have been highlighted
as an area for development through the National Staff Survey. This will be addressed through the
staff experience plan.

Finally, staff are twice as likely to leave the Trust for personal reasons (pregnancy, dependants,
health, work life balance) as for career reasons.

2. Impact of staff turnover on financial performance

Staff Group

Turnover
% Jan

12

Turnover
% Jan

13

Temporary
Staffing
Spend
Jan 12

Temporary
Staffing
Spend
Jan 13

Qualified Nursing & Midwifery

14.0% 14.7%

▲ 

£753k £770k

▲ Healthcare Assistants & Support
Staff

AHP & HCHS

12.7% 14.8% ▲ £130k £283k ▲ Administrative and Clerical Staff

Estates and Facilities

Medical and Dental 10.0% 9.0% ▼ £381k £509k ▲ 

Trust Totals 13.6% 14.3% ▲ £1,264k £1,561k ▲ 

Note: Financial data is only available for broad staff
groups

This table shows temporary staffing trends for the period January 2012 and January 2013. There is a
correlation between turnover and temporary staffing spend – although some of the latter is due to
additional capacity rather than vacancy levels. Nonetheless, it is prudent to acknowledge the
inevitable costs associated with recruitment of new staff and throughout their “on boarding” period.

3. Impact of the staff experience on the “Friends and Family test”

A new national Commissioning for Quality and Innovation (CQUIN) target has been introduced to
incentivise Acute Trusts to increase the positive response from staff in respect of the Friends and
Family test question in the National Staff Survey 2013 i.e. whether a member of staff would
recommend the Trust as provider of care for their family and friends. Staff’s own experience of the
Trust is likely to be reflected in their expectations of the care friends and family would receive as
patients, and staff who are engaged – who share the Trust’s values and vision and feel that they are
valued as part of that – are more likely to advocate for the Trust. In addition, it is well documented that
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positive staff experience tends to lead to positive patient experience and it can be expected that true
shifts in patient experience would be captured by the test question.

The response to the question in last year’s National Staff Survey was 54%. The response for the
question in the 2012 Staff Survey will be contained in the separate paper on the subject of the Staff
Survey when available. Funding will be awarded to the Trust if it has a better result in 2013/14 (as
published in February 2014) when compared to the 2012/13 results. Therefore, there is an opportunity
within the next year for the Trust to focus on improving the positive response rate of this question.

The Picker Institute has suggested that positive responses to 10 questions in the National Staff
Survey are closely correlated with a strong result against the Friends and Family test:

1) If a friend or relative needed treatment I would be happy with the standard of care provided by
this organisation

2) Care of patients/service users is my organisation’s top priority
3) My organisation acts on concerns raised by patients/service users
4) Senior managers are committed to patient care
5) The extent to which my organisation values my work
6) My organisation takes positive action on health and wellbeing
7) Senior managers act on staff feedback
8) Communication between senior management and staff is effective
9) Senior managers here try to involve staff in important decisions
10) When errors, near misses or incidents are reported my organisation takes action to ensure

that they do not happen again

Summary

The report shows that staff turnover has increased during 2012 and is slightly higher than turnover for
the benchmark group of local Foundation Trusts. Financial performance is adversely affected where
vacancies are not swiftly filled, requiring increased temporary staffing spend. However, owing to
active and positive recruitment, vacancy rates remain low and below the Trust target. The reasons
staff give for leaving the Trust shows that the majority leave for career development reasons. The new
Workforce and Organisational Development sub Committee of the Trust Board will monitor staff
turnover closely and the Trust Board will monitor the impact of this on all aspects of performance,
including financial performance.


