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EXECUTIVE

SUMMARY

The results of the National NHS Staff Survey (NSS) 2013 were published by
NHS England on 24 February 2015. The purpose of this paper is to:

 Remind the Board of the key headlines from the staff survey;
 Describe the key priorities for Q1 &2 of 2014/15 Staff Experience and

Culture Programme; and
 Summarise the next steps.

ASSURANCE

(Risk) /

IMPLICATIONS

The workforce indicators are RAG rated and triangulated with the Trust Risk

Register and Board Assurance Framework as required.

STAKEHOLDER

/ PATIENT

IMPACT AND

VIEWS

The key workforce performance indicators relating to Staff Survey are
reviewed at the:

 Board
 Staff Experience & Culture Programme Board
 IGAC

The engagement score has an impact on CQC ratings and CQUIN delivery.

EQUALITY AND

DIVERSITY

ISSUES

Any particular equality and diversity issues highlighted by the staff survey will

be picked up by the Staff Experience & Culture Programme Board and

reviewed quarterly by the Equality & Diversity Steering Group, chaired by the

Chief Executive.

LEGAL ISSUES There are no specific legal issues which relate to the report

The Board is

asked to:

Note and discuss the national staff survey results and approve the

recommendation to continue the project management of this programme

through the 2014/15 Staff Experience and Culture Programme infrastructure.

Submitted by: Louise McKenzie, Director of Workforce Transformation

Date: 20 March 2015

Decision: For Approval.
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NATIONAL STAFF SURVEY 2014

BRIEFING PAPER FOR:
TRUST BOARD

26th MARCH 2015

BACKGROUND

1. The results of the National NHS Staff Survey (NSS) 2014 were published by NHS England on
24th February 2015. The survey is the twelfth national annual survey and is recognised as an
important way of ensuring that the views of staff working in the NHS inform local improvements
and input into local and national assessments of quality, safety and delivery of the NHS
Constitution.

2. In total 1,466 members of staff (43.9% of the Trust’s permanent workforce) responded to the
survey. This was the same percentage of respondents as for the NSS 2013. The 94 questions
in the survey are grouped into 29 Key Findings, which are used to describe and compare with
ASPH results in 2013 and against other acute trusts nationally.

3. This paper will describe the overall results of the staff survey; areas where the Trust has
improved and deteriorated; and a description of how the Trust compares with external acute
sector benchmarks. The paper will also describe the communications plan to cascade the NSS
results and subsequent actions. Further work is needed to develop a comprehensive
programme of work for 2015.

OVERALL RESULTS

4. Over recent years the staff survey results have been disappointing, with a number of the key
result areas falling below the national average. In 2012/13 the Trust implemented a staff
experience and culture programme. Our overall ambition was to develop the ‘right’ culture
accessible to all by aligning culture with leaders, individuals and teams. Our key engagement
activities and interventions have focused on developing teams, driving values based behaviour,
using communication and engagement activities, such as the CEO Sounding Board, to build
trust and break down barriers.

5. The staff experience and culture programme has continued to focus on areas of cultural
improvement, and in 2014/15 this has included a cultural diagnostic with RSCH in preparation
for the proposed merger.

6. We are pleased to report that the 2014 staff survey results show a significant improvement on
our results over previous years, in particular:
 An above average result for the overall staff engagement score, compared to the national

average.
 An above average result for staff feeling able to contribute to improvements at work.
 An improvement in staff willing to recommend the Trust as a place to work and/or receive

treatment.
 An above average result for staff motivation at work.
 18 key findings which are ‘best 20%,’ ‘above average’ or ‘average’ nationally, compared to

9 in 2013.
 A reduction to 2 key findings in bottom 20% nationally in 2014, compared to 8 in 2013.
 Only one area of deterioration compared with 2013 (number of appraisals).
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INTERNAL BENCHMARKS

7. Appendix 1 shows the summary of all key findings for the Trust as a comparison to the 2013
survey.

8. The Trust has improved a number of indicators since 2013 including:
 Percentage of staff being satisfied with the quality of work and patient care they are able to

deliver.
 Support from immediate managers.
 Staff job satisfaction.
 Percentage of staff receiving job relevant training.
 Fairness and effectiveness of incident reporting procedures.

9. Of all the 29 key findings, we have scored worse in one key finding compared with 2013 – a
decrease in the percentage of staff appraised in the last 12 months (80% compared with 84%
in 2013). This is not a surprising result given that the survey fieldwork was undertaken at the
same time as we re-launched a values-based appraisal policy and re-training had just begun.
This compliance score is beneath the national average of 85%, however it is noted that our
national comparison in terms of the quality of appraisals is above (better than) average.

10. The Staff Engagement score is a significant indicator for the Trust. The survey asks a range of
questions to calculate the engagement score including questions around :

 Contribution towards improvements at work.
 Friends & family test – recommendation of the Trust as a place to work or receive

treatment.
 Staff motivation at work.

11. Given the significance of this indicator it is reassuring to see that the Trust’s score has
improved for the second year running from 3.68 (on a scale of 1-5) to 3.77. For the first time
the Trust’s score is now ‘above (better than) average’ when compared with Trusts of a similar
type.

Staff Engagement
Score

National Average Improvement from previous
year / Above or Below National
Average

2014 3.77 3.75 Yes / Above national average
2013 3.68 3.74 Yes / Below national average
2012 3.62 3.69 Yes / Below national average
2011 3.53 3.62 Below national average

EXTERNAL BENCHMARKS

12. Appendix 2 shows the summary of all key findings for ASPH ranked against all acute Trusts.

13. Early indicators suggest that there has been an overall deterioration in staff survey results
nationally with concerns around areas such as staffing levels, pay and ability to raise concerns.
If this is the case, then we will be showing a good improvement against the national trend.

14. A comparison with our regional peers now places us as 4th out of the 9 local acute trusts
(following Frimley, RSCH and SASH) both in terms of our engagement score, and in terms of
our overall results.

15. Of the 29 key findings, the Trust has 18 key findings which are ‘average’, ‘above average’ or
‘best 20%’ – double the number of key findings with such positive results since last year’s
survey. There were 11 key findings which are either ‘below average’ or in the ‘worst 20%’.
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16. The Trust’s top ranking scores appear to show that on a day to day basis staff feel motivated
and able to face the day-to-day demands of their work and feel supported by their teams. The
score for work-related stress is less than that of 80% of all other acute Trusts. There are also
significant improvements in good communication between senior management and staff and
staff feeling able to contribute towards improvements at work.

17. Over the past few years, the Trust has worked hard to orientate its focus to the delivery of high
quality patient care, and the staff survey shows a significant positive shift in these key findings
(feeling satisfied with the quality of work and patient care staff are able to deliver, agreeing that
their roles make a difference to patients) notwithstanding the significant pressure staff where
under during the time the survey fieldwork was completed.

18. The Trust’s bottom ranking scores need further exploration with teams across the organisation
to get to the essence of these issues. It is noted that although the Trust scores poorly in terms
of working hours, this is not reflected in staff feeling under undue work pressure or suffering
with high levels of stress. In fact these indicators are within our top ranking scores.

19. It is pleasing to see that our top ranking scores and the key findings where we have shown
improvements align with our ambitions around improving the staff experience and developing
the ‘right’ culture. The bottom ranking scores (relating to working hours, H&S training,
appraisal compliance, and incident reporting) feel less culturally dependent, have more of a
transactional feel, and therefore should be areas we can improve on.

20. Here are the Trust’s top and bottom ranking scores compared to all acute Trusts:

TOP 5 RANKING SCORES BOTTOM 5 RANKING SCORES

KF3: Work pressure felt by staff. KF5: Percentage of staff working extra
hours.

KF11: Percentage of staff suffering work-
related stress in last 12 months.

KF7: Percentage of staff appraised in last
12 months.

KF12: Percentage of staff witnessing
potentially harmful errors, near misses or
incidents in last month.

KF10: Percentage of staff receiving health
and safety training in last 12 months (our
internal requirement is attendance every
three years).

KF21: Percentage of staff reporting good
communication between senior
management and staff.

KF13: Percentage of staff reporting errors,
near misses or incidents witnessed in the
last month.

KF25: Staff motivation at work. KF28: Percentage of staff experiencing
discrimination at work in last 12 months.

DIVISIONAL RESULTS

21. The results of nine divisions – both corporate and clinical – are detailed in the NSS 2014
report. We are in the process of sharing these with our divisional leads. As part of our review
of the results, it will be important to look at the improvement plans that were put in place last
year for the hotspot areas to see if these have had an impact on the 2014 results.

22. We will also need to consider new hotspot areas from the 2014 results, and areas for
improvement in 2015. We have started this process with the divisions and will ensure that
action plans are developed and progress checked through the divisional performance review
process. In particular we will focus on areas that triangulate with issues raised by the CQC
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through the safety and well led domain, for example the survey results for critical care are poor
and consistent with the CQC feedback.

23. In our bottom ranking scores it is noted that the corporate staff groups feature quite often in the
lowest scoring staff groups (underlined).

% staff working extra hours
Worst scoring occupational groups – General Management (90%), Medical/Dental (89%),
"other RNs" (87%)
Worst scoring areas - Ops (91%), WOD (82%), Medicine (82%)

% staff appraised
Worst scoring occupational groups - OT (56%), Corporate (64%), A&C (72%)
Worst scoring areas - WOD (65%), F&I (62%)

% staff reporting errors etc
Worst scoring occupational groups - A&C (72%), non-reg nurses (82%), Maintenance &
Ancillary (88%)
Worst scoring areas - F&I (73%)

% staff reporting discrimination
Worst scoring occupational groups - OT (29%), Radiographers (24%), non-registered nurses
(20%)
Worst scoring areas - Quality (21%), Medicine (17%)

24. Further investigation needs to be completed to understand the issues pertaining to these
scores and to assess whether there is a disproportionate impact given the number of
respondents from these staff groups compared to the ratio of staff within the Trust.

SUMMARY & CONCLUSION

25. The 2014 staff survey shows significant improvement compared to previous years, and against
the national benchmarks.

26. Staff appear to feel more satisfied, motivated and better supported by their teams and line
managers than previously. It appears that there is positivity across the Trust in relation to the
Trust values and culture, and that this is more consistent with other sources of staff feedback
that we receive, for example the feedback from the CQC visit. As the CQC themselves
reflected, it is possible that the previous staff survey results were lagging behind some
improvements and that this survey is now starting to reflect this.

27. As well as offering support to local leads on specific responses where necessary, the Trust will
continue to drive improvements through the staff experience and culture programme,
maintaining our focus on building our employer brand, enhancing the sense of citizenship and
advocacy, developing organisational vision, leadership and engagement, and developing
strong, empowered teams.

Louise McKenzie
Director of Workforce Transformation
17th February 2015 (updated 20th March 2015)


