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Appendix 1 
 

 Workforce: Capacity, Development, Engagement and Support 
 

Report from Chelsea & Westminster Hospital NHS Foundation Trust 
to the London Borough of Hammersmith & Fulham 

 Health, Inclusion and Social Care Policy and Accountability Committee 
 
Introduction 
 
This report to the Health, Inclusion and Social Care Policy and Accountability Committee 
from Chelsea & Westminster Hospital NHS Foundation Trust (the Trust) provides a position 
update. The report includes current Trust and London benchmarking performance reporting 
and an indication of action and interventions planned for further support. 
 
The Committee have identified Workforce Capacity and Development as a key issue for the 
provision of safe, high quality services and the purpose of this report is to provide an 
overview and analysis of this key area and to support an informed dialogue 
 
Strategic Priorities 
 
At the start of the financial year, 2017/18, the Trust Board agreed 3 strategic priorities that 
would guide the work of the Trust as a whole. These priorities were: 
 

1. Deliver high-quality patient-centred care 

2. Be the employer of choice 

3. Deliver better care at lower cost 

This recognised, as the Committee have done, the pivotal importance of our workforce. 
Specific measures were identified by which the Board would be able to establish whether or 
not these priorities were being delivered. A summary of how the Trust has performed in 
delivering each of these priorities is set out in the tables below: 
 

Strategic Priority 1 - Deliver high-quality patient-centred care 

Patients, their friends, family and carers will be treated with unfailing kindness and respect by every 

member of staff in every department and their experience and quality of care will be second to 

none. 

What we aim for How we are performing 

We will continue to have some of the 
lowest mortality rates in the NHS.  

The Trust has the 6th best mortality rates in the 
country with an index of 79.1 against a national 
average of 100. 

We will be the best performing London 
Trust for A&E, cancer and Referral to 
Treatment standards. 

 
The Trust compares its waiting times to those of 
a group of similar hospitals across London. 
Based on the latest available data, the Trust has 
the best waiting time performance against the 
4-hour A&E, 62-day cancer and 18 week 
referral-to-treatment standards. 

We will consistently have more than 30% 
of our patients completing the Friends and  

34.1% of inpatients responded to our Friends 
and Family Test survey. This was an 



Family Test.  improvement on the previous year in which the 
response rate was 29.7%% and exceeded the 
30% target set by the Trust Board. 

More than 90% of those providing 
feedback saying they would recommend 
our services. 

 
89.4% of inpatients said they would recommend 
the Trust to friends and family. This was a slight 
improvement on the previous year in which the 
recommendation rate was 89.2%, but was just 
short of the 90% target set by the Trust Board. 

 

Strategic Priority 2 - Be the employer of choice 

We will provide every member of staff with the support, information, facilities and environment 

they need to develop in their roles and careers, and we will recruit and retain people we need to 

deliver high-quality services to our patients and other service users. 

What we aim for How we are performing 

We will have more than 90% of our 
permanent jobs filled by permanent staff 

 88.4% of our jobs are filled with permanent 
staff. Whilst this is below the 90% target set by 
the Trust Board there has been a steady 
improvement since the beginning of the year 
when 86.3% of posts were filled with permanent 
staff. 

We will have less than 13% of our staff 
leaving each year 

 The Trust currently has a turnover rate of 15.3% 
Whilst this is more than the target set by the 
Trust Board, it is an improvement since the start 
of the year when turnover was 16.4%. 

We will achieve an above average score 
for staff engagement in the national Staff 
Survey. 

 The Trust was in the top 20% of providers in the 
country for staff engagement according to the 
latest NHS Staff Survey. 

 

Strategic Priority 3 - Deliver better care at lower cost 

We will look to continuously improve the quality of care and patient experience through the most 

efficient use of our resources (financial and human, including staff, partners, stakeholders, 

volunteers and friends). 

What we aim for How we are performing 

We will deliver our financial plan in full  The Trust is exceeding performance against its 
financial plan by £1.3m. 

We will be in the top 10% of NHS Trusts for 
financial efficiency based on national best 
practice 

 The Trust is in the top 10% of trusts for financial 
efficiency with the 14th lowest costs in the 
country. 

 

The Trust has made good progress against its Priorities, which was one of the issues 
commented upon in the Care Quality Commission’s recent inspection and Good 
assessment; and NHS Improvements rating of Outstanding for Use of Resources, but we 
recognise that there is still considerable risk – and therefore actions to be taken – in our 
ambition to be the employer of choice. 
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Key Issues & Actions 
 
The Trust reports on a monthly basis against a series of designate measures. Our Workforce 
Performance report for July is attached as Appendix 1 as a worked example. This is 
scrutinised each month at the Workforce Development Committee, a meeting attended by 
the Executive Directors of the Trust; and subsequently presented at the bi-monthly People 
and OD committee which is chaired by a Non-Executive Director on behalf of the Board. 
 
Full details are in the report and a short executive summary of key measures is set out as 
Figure 1 with some accompanying analysis: 
 

 
 
The Trust voluntary turnover rate was 15% as at July 2018 which has shown a downward 
trend from April 2017 which was 16.4%.  
 
The Trust vacancy rate was 14.6% as at July 2018 which has shown a downward trend from 
April 2017 which was 16%.  
 
The Trust is participating in the NHS Improvement Retention Support programme and has 

developed a Retention Improvement plan which aims to reduce the Trust turnover rate by 

2% by October 2018.  This is actively managed through a recruitment and retention team in 

place to address these issues co-sponsored by the Nursing Director and Director of People 

and Organisational Development. 

The Retention support plan focuses on the following themes:-   

 Improving training/career development opportunities  

 Enhancing support from managers  

 Encouraging staff reaching pensionable age to stay in work 

 Improving our benefits offer 

 
The Trust also developed an Attraction and On-boarding strategy which includes 
international recruitment campaigns, better support for new starters and a more efficient 
recruitment. 



 
In May 2017 the Trust introduced joiner and leavers surveys to better understand what 
makes people leave the organisation and also understand how the Trust can improve the 
experience of new starters. The results from these surveys and analysis of National Staff 
Survey are used to inform both the retention and attraction and on-boarding plans.  
 
Follow up actions include: 
 

 Prioritising retention of student nurses: the Trust has introduced a guaranteed job 
offer to all students that complete their training with the Trust. This is actively 
managed through a recruitment and retention team which is chaired by the director of 
Nursing and reports into the Workforce development committee.   

 Focused work on staff engagement at looking at how we improve the experience of 
staff working at the Trust in order to support retention 

 Developed a 2 year Staff Experience Plan focusing on 8 key areas including staff 
security, health and wellbeing and equality and diversity.  

 

The Appendix provides snapshot and annual run charts to show performance. Figure 2 

shows a comparative position on key metrics across London. 

 

Ref: This report is taken from I-View NHS Data Warehouse report (2017) 

This corroborates some of the output data from Starter and Leaver surveys in that the Trust 

is in a materially competitive workforce and demographic landscape. We also recognise that 

that as a central London Trust our turnover rates are higher than average; that as a smaller 
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Teaching Hospital our turnover rates are higher than average but that the success of our 

Culture & Values Programme and other engagement initiatives that some measures score 

very positively such as: 

 Sickness and absence 

 Quality of appraisals (top 20% re National Staff Survey) 

 Percentage of staff reporting errors, near misses or incidents  witnessed in the last 

month 

 Percentage of staff able to contribute towards improvements at work (top 20% re 

National Staff Survey) 

 Recommendation of the organisation as a place to work or receive treatment 

 Overall indicator of staff engagement: (top 20% re National Staff Survey) 

 

 
Key Initiatives for 2018/9 
 
Nurse and Midwives represent the Trust’s largest single professional work group. In 2017 
the Royal College of Nursing (RCN) reported that there were 40,000 unfilled posts in nursing 
which was double the number in 2014. In July 2017 the Nursing & Midwifery Council noted 
that for the first time ever the number of nurses joining the register was less than the number 
of leavers. According to Model Hospital data the Trust has the second highest turnover rate 
in London. For registered nurses and midwives voluntary turnover remains static at about 
17.5%. Nationally work is being led by NHSI to improve retention of Nursing and Midwifery 
staff and the Trust was one of the first waves to take part, an action plan now being in place 
to improve retention, but no such work has been undertaken for the non-qualified nursing 
and midwife workforce, and this is now presenting itself as a priority and a specific 
opportunity 
 
The Trust reviewed and evaluated the support roles in wards and clinical departments and 
are putting in place a series of initiatives to act on our findings. These include: 
 

 Introduction of new roles to support existing workforce and provide innovative career 
opportunities such as Nurse Associates, Assistant Practitioners 

 Improved training in a co-provided programme such as for NVQ level 3 in Care; or 
level 3 apprenticeships 

 Developing a career framework (which would allow staff to progress from band 2 to 
band 7 in a 10 year period) to be co-provided by accredited University partners 

 
Concluding Statement 
 
The Trust face many of the challenges of the wider NHS and health and care colleagues in 
the capital. We have sought – with some success - to prioritise this key issue through a 
combination of: 
 

1) Culture, Values and Engagement. 
2) Specific programme initiatives 

 
The Trust welcomes the contribution from the Committee on how wider ‘whole system’ 
support can continue to address the risk and improve the position to bring benefit and 
confidence to the population we serve.  
 


