Council of Governors’
PEOPLE GROUP
Friday 21 May 2021 – 10:30 – 12:30
Microsoft Teams

AGENDA
Time

Item Subject

10:30

1.

2.

Lead

Format

Welcome and Apologies for absence
Apologies have been received from: Robert Cornes, Polly
Maguire

LP

Verbal

Approval of the minutes for the meeting held on 4 February 2021

LP
Enc A

3.

Any declarations of interest relating to items on the agenda

LP

Verbal

4.

Review of the Action Log and Matters Arising

LP

Enc B

ITEMS FOR DISCUSSION
10:35

5.

Update on the People Strategy

IC

Verbal

10:50

6.

Our People Objective: To develop a workforce that is diverse,
engaged, motivated and resilient, demonstrating the values we
expect
• Outline of areas covered in the People Committee

IC

Presentation
Enc C

11:10

7.

Staff Survey Results and Next Steps

IC

Presentations
Enc D

FOR INFORMATION
11:55

8.

Report from the Equality and Diversity Lead

IC

Enc E

9.

Review of the People section of the performance exception
report

IC

Enc F

10.

Report from the Membership Strategy Group

JK

Enc G

11.

Report from the People Committee

LP

Verbal

12.

Report from the Charitable Funds Committee

JK

Verbal

13.

Feedback from Governors

KB/IH

Verbal

14.

Any communication issues arising out of items on the agenda

LP

Verbal

15.

Feedback on meeting and Future Agenda Items

LP

Verbal

16.

Any Other Business

LP

16.

Date and Time of Next Meeting – Thursday 5 August 2021 at 11:00.

The People Group
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COUNCIL OF GOVERNORS
PEOPLE GROUP
Minutes of the Meeting Held on 4 February 2021
Via MS Teams
Present
Manuel-Blanco-Guzman
Robert Cornes
Melanie Devine
Jeanette Keech
Polly Maguire
Lynn Pearson
Phil Shelley
Tim Slattery
Sumitar Young
In attendance
Isobel Clements
Kate Butler
Ian Hawkins (Lead
Governor)
Carol Lydiate
Apologies
Julie Jones
Phil Hodgson
Ria Zandvliet
Heather Shearer
1.

Staff Governor
Appointed Governor - Taunton Samaritans
Public Governor – Somerset West and Taunton
Public Governor – Somerset West and Taunton
Staff Governor
Staff Governor (Chair)
Staff Governor
Public Governor – Somerset West and Taunton
Public Governor – Somerset West and Taunton
Director of People and Organisational Development
Public Governor – Somerset West and Taunton
Public Governor - South Somerset
Governor and Membership Support Officer and PA to the
Chairman (Notetaker)
Staff Governor
Staff Governor
Secretary to the Trust
Appointed Governor- Mendip and South Somerset District
Councils

WELCOME AND APOLOGIES
Jeanette Keech, deputy chair, welcomed everyone to the meeting. Apologies received are
recorded above

2

ANY DECLARATIONS OF INTEREST RELATING TO ITEMS ON THE AGENDA
There were no declarations of interest declared relating to items on the agenda.

3.

RATIFICATION OF THE APPOINTMENT OF THE CHAIR
Lynn Pearson was elected unopposed for the role of Chairperson of the group following an
election process undertaken electronically in January 2021. Jeanette Keech asked the Group
to ratify the appointment at this meeting. The meeting unanimously agreed to ratify the
appointment of Lynne Pearson as Chairperson of the People Group.
The remainder of the meeting was conducted by the Chair, Lynn Pearson.

4.

REVIEW OF THE MINUTES OF THE LAST MEETING
The minutes of the meeting of the People Group held on 6 November 2020 were approved as
a true and accurate record of the meeting.
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5.

REVIEW OF THE ACTION LOG AND MATTERS ARISING:
All items on the action log had been completed and noted.
Following on from the response from Hayley Hughes to the question raised in Item 12 at the
previous meeting, Polly Maguire stated that she had experienced more aggression from
patients and families towards colleagues during the previous months and asked if this had
been looked at? The Chair noted that although she was not aware of this as an area that
should be looked at she encouraged Polly to attend the Freedom to Speak Up meetings and
would ensure that Polly is invited to those meetings.
Action: Lynn Pearson.

6.

TERMS OF REFERENCE REVIEW
As part of the terms of reference review the Membership Strategy Group’s status has been
changed from a task and finish group to a sub-group of the People Group; staff governor
member numbers were increased to six and the number required for the quoracy of the
meetings was also increased to seven governors, two of which will be staff governors.
Following one additional amendment, suggested by Timothy Slattery, the reference to
‘Chairman’ was changed to ‘Chairperson’, the Group approved the updated Terms of
Reference. Action: Carol Lydiate

ITEMS FOR DISCUSSION
7.

REVIEW OF THE EFFECTIVENESS OF THE GROUP
The group agreed with the summary of the effectiveness of the Group since its inception in
September 2019 as outlined in Enclosure E, with an acknowledgement that the area on
‘considering mechanisms to obtain feedback from members and the public in relation to
workforce, equality, diversity and inclusion on workforce and membership related issues’, was
only partially completed in respect to not having obtained feedback from members of the
public. This will be addressed through the work of the Membership Strategy Group over the
coming months.
One idea suggested by Polly Maguire would be to have a QR code included in leaflets and
posters which would make it easy for people to contact the Membership Office or register as
members. It was noted that the majority of the Taunton and Somerset FT members had been
lost when the two trusts merged and that a similar thing will happen to Yeovil’s membership if
the proposed merger takes place next year.
The Chair reported that she had asked that staff governors be included in the contact options
for a new freedom to speak up poster which is currently being designed.
The Group approved the effectiveness report.

8.

UPDATE ON THE PEOPLE STRATEGY
Isobel Clements updated the Group on issues raised at the November 2020 People Group
within her report:
Colleagues who are carers - Management are continuing to work flexibly to support
colleagues who are carers – especially those who are finding it difficult to manage working
their hours around caring for children who are not in school.
New ways of working – Isobel Clements reported that the Trust has done a lot of work to
provide the tools to enable home working, e.g. by providing equipment, and that a draft policy
for home working is currently out for consultation. The Chair asked if the staff governors
could have sight of this policy. Action: Isobel Clements.
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The Group was also informed about the issues colleagues who are carers have been facing
whilst working from home and how they are juggling their work around family commitments,
particularly whilst young children are not at school. Isobel offered to circulate a story to the
Group of one staff member’s experience in working under these circumstances. Action:
Isobel Clements.
Looking to the future staff governors commented on:
 the importance of managing the return to the office carefully;
 issues relating to the ability of clinicians to attend virtual meetings when arranged at
short notice;
 issues around the ergonomic needs of colleagues who may need to hot desk;
 the difficulty some colleagues have had finding a space on site to work due to the
restrictions around social distancing and office space being repurposed;
 the need to reflect and build on the positive things that have come out of the
pandemic, in particular online consultations.
Career conversations: Following a soft launch the new careers conversation process
continues to progress. Although the feedback has been positive some of the indicators
relating to performance reviews have been struggling.
Sickness position: Sickness absence has increased to 7% (up from 4.5% pre-COVID). This
increase is in line with national and regional figures. Most of the reasons for sickness are due
to stress, anxiety and back problems. Concern was expressed about the impact on mental
health for colleagues once COVID-19 starts to recede. A step model has been shared around
the organization to encourage civility and check-ins with colleagues to ensure people are
coping and taking breaks. This is being linked in with fast-track access to talking therapies,
for those colleagues who need support.
Colleague health and wellbeing support: Bearing in mind that in Quarter 1 (April-June) there
will be a national move to start tackling the waiting lists which have accrued over the
pandemic period, Isobel Clements stated that senior managers are very aware of the
importance of not putting too much pressure on colleagues during this time. There is a need
to give colleagues space and opportunity for rest to enable recovery from what has been a
very pressured period in the life of the Trust.
Deployment challenge: Although colleagues have responded well to being deployed to
different roles/areas of work since the pandemic commenced, some are now finding it quite
stressful and want to go back to their original work area. Nursing ratios have been reduced
on some wards, which has not been ideal, although non-registered support has been built in.
This situation is being reviewed daily by the chief nurse.
Vacancy position, temporary staffing: 100 registered nurses commenced at the start of the
year and 60 overseas nurses have just commenced their induction. Consultant recruitment
continues to be a challenge in some specialties due to a national shortage of clinicians in
those areas. 50% of the gaps created by vacancies or sickness, are being filled. The Staff
Bank is in a reasonable position. Members of the Royal Navy have also been brought in to
support colleagues on COVID-19 wards.
An area of concern raised by Jeanette Keech was the reported news that some healthcare
workers are considering retiring or cutting the number of shifts they do in the future due to the
stress they had experienced during the pandemic. Isobel Clements confirmed that this is a
national concern.
Concerns were also raised by Manuel Blanco-Guzman regarding clinical colleagues being
unable to take up their study leave during the year due to COVID-19 pressures and he hoped
that the Trust would be flexible for the next couple of years to enable clinicians to catch up on
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their personal development plans. Isobel Clements acknowledged the problem and stated
that there was need for work to be done in this area, particularly due to the shortage of
clinicians in some areas.
COVID-19 Vaccination programme: The vaccination programme is progressing well.
Somerset FT is the lead trust for Somerset. This task has been a huge task and has
involved supporting 13 Primary Care Networks to run vaccination hubs and two vaccination
centres. These have been staffed by existing colleagues in working hours or via bank shifts.
There has been huge support from the voluntary sector as well.
9.

REVIEW OF THE PEOPLE SECTION OF THE PERFORMANCE EXCEPTION REPORT
The main risks and threats outlined in the People Section of the performance exception report
were in the areas of nursing vacancy levels (acute and community), which remain challenging
and sickness absence due to COVID-19 which presents a challenge for colleagues within
some critical areas.
Isobel Clements reported that turnover of staff has been dropping since April (currently at 9%
compared with a previous figure of 11%). The highest turnover has been in Integrated Urgent
Care. Vacancies have generally come down from 5.21% to 2.74%, with mental health and
learning development being the outliers at 13%. Isobel was very pleased to report that SFT
was the first trust in the country to recruit new overseas mental health nurses, which is a great
encouragement.
Kate Butler, on behalf of the governors, acknowledged the pressure that colleagues, including
the executive team, are under and expressed admiration for everything everyone was doing.
In response, Lynn Pearson stated that what was needed was a ‘breather’ once the pandemic
starts to ease as a result of the vaccination programme, before the mammoth task of working
through the waiting lists. Manuel Blanco-Guzman commented that one good thing which has
come out of Covid-19 is that clinicians have been using different ways to categorise patients,
which has been more useful. He suggested that the Trust should write to Westminister to ask
for more freedom for clinicians to decide on the urgency of cases using their clinical
knowledge rather than the current guidance based on the length of time someone has been
on the waiting list. Polly Maguire seconded that approach and hoped that governors could
get behind this if government starts to put on pressure.

10.

EQUALITY AND DIVERSITY REPORT
A briefing was provided which outlined the five Colleague Networks, the workforce race
equality standard, the disability equality standard and the inclusion strategy. Isobel Clements
stated that the inclusion work is going from strength to strength due to the work of the
inclusion networks. The draft inclusion strategy was approved at the Trust Board meeting the
previous day.
As part of the work to be more inclusive Isobel reported that the Trust is currently recruiting
for a non-executive director and is keen to appoint someone who has experience in equality
and diversity.
Timothy Slattery noted that the inclusion calendar did not mention anything about St Patrick’s
Day especially as 21% of NHS staff are Irish, and asked if this could be corrected. Isobel
Clements agreed to discuss this with Lucy Nicholls. Action: Isobel Clements.

11.

NATIONAL STAFF SURVEY RESULTS EARLY INDICATORS
This year’s national staff survey was the first completed since the merger in April 2020.
Although the full results were not yet available the initial feedback has been very encouraging
considering what a difficult year it has been for everyone. The response rate was 49%
compared to 46% in 2019. Overall positive feedback received was 70% with 13% negative.
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The full benchmarked results will be available at the end of February. The results of the
survey will support the development and priorities of the People Strategy refresh for 20212024.
12.

IIMPLEMENTATION OF THE MEMBERSHIP STRATEGY
The Group noted the update on the work of the Membership and Strategy Group as outlined
in the notes from the January meeting. Jeanette Keech acknowledged that COVID-19 was
holding up wider recruitments plans, but that the revised membership leaflet was now in its
final draft stage.

FOR INFORMATION
13.

REPORT FROM THE PEOPLE COMMITTEE
Isobel Clements reported that the agenda for the People Committee follows the relevant
sections outlined in the people strategy. In December the focus was on resourcing.
Following an internal audit, which highlighted some weak areas, workforce plans have been
put in place in each of the directorates.
The Trust is being proactive in approaching companies where staff may be facing redundancy
to encourage those at risk to consider retraining in nursing and other health sectors.
Manual Blanco-Guzman raised a question about why staff in Torbay and Yeovil hospitals
have been given a date for their second COVID-19 vaccination, but staff at SFT have not?
Isobel responded that regionally there are different approaches and Lynn Pearson suggested
that this issue be picked up with Peter Lewis, CEO at the Staff Governor meeting the next
day.

14.

FEEDBACK FROM GOVERNORS
The Lead Governor, Ian Hawkins, commented that the country was experiencing a very
difficult time, but that governors were being kept in touch with how this is affecting the
organisation. He also stated how much the staff are appreciated by governors and the
general public, even though this may not come over when staff meet patients.
Kate Butler added that she felt that the People Group is a very important meeting as it gives a
sense as to how staff are feeling. Isobel Clements was thanked for her role in supporting
colleagues in their work.

15.

ANY COMMUNICATION ISSUES ARISING OUT OF ITEMS ON THE AGENDA
Nothing to report.

16.

FEEDBACK ON MEETING AND FUTURE AGENDA ITEMS
The Group felt that it had been a very useful and honest meeting.
everyone for their contributions to the discussion.

17.

The Chair thanked

ANY OTHER BUSINESS
There being no further business the meeting closed.

18.

DATE AND TIME OF NEXT MEETING
The next meeting will be held on Thursday 6 May 2020 at 11:00
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Somerset NHS Foundation Trust
The People Group
Action log for meeting held on 4 February 2021
Item
5.

6.

8.

9.

Action

By
Whom

REVIEW OF THE ACTION LOG AND MATTERS ARISING:
Lynn Pearson to ensure Polly Maguire is included on the invitation list to
the Freedom to Speak Up meetings
TERMS OF REFERENCE REVIEW
Amendment to be actioned – change ‘Chairman’ to ‘Chairperson’
UPDATE ON THE PEOPLE STRATEGY
A) New ways of working: Staff Governors to be given sight of the draft
policy for homeworking which is out for consultation.
B) A story to be circulated to the Group around the experience of a
colleague’s experience as a carer whilst working from home.
EQUALITY AND DIVERSITY REPORT
Inclusion calendar – a query re St Patrick’s Day not being included on the
calendar to be raised with Lucy Nicholls.

Action log of the People Group meeting - 04 02 21
People Group – 21 05 21
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LP

Outcome

CL

COMPLETE – dates of the ‘Speaking Up Culture &
Networking’ meetings have been circulated to all staff
governors so that representation can be shared
COMPLETE

IC

COMPLETE

IC

COMPLETE

IC

COMPLETE – On behalf of IC, Carol Lydiate contacted
Lucy Nicholls who advised that she had intentionally
avoided ‘nationalistic’ days as she felt it was unhelpful. It
was also noted that 1% of the Trust’s workforce are of
Irish descent. The 21% mentioned in the minutes
represents the total of Irish in the clinical EU workforce.
This information was passed on to Timothy Slattery.

B

Freedom to Speak Up
Guardian Service
Caroline Sealey
March 21
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ENC C

Work to date
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Caroline Sealey 13/05/2021
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Work to date
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Caroline Sealey 13/05/2021
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Work to date
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Caroline Sealey 13/05/2021
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Planned Work
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Caroline Sealey 13/05/2021
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Planned Work
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Caroline Sealey 13/05/2021
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Planned Work
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Caroline Sealey 13/05/2021
ENC

C

7

Planned Work
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Caroline Sealey 13/05/2021
ENC

C

8

Leadership &
Organisational
Development
Rob Travers
March 21
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Coaching
• Demand

• New initiatives
• Future plans for the service
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Rob Travers 13/05/2021
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Mediation
• Pathway development

• Resolution initiatives
• Future plans for the service
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Rob Travers 13/05/2021
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Leadership Development
• Development programmes

• OD offerings
• Future plans
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Rob Travers 13/05/2021
ENC

C

Pulse Check
• New process
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Rob Travers 13/05/2021
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Reward & Recognition
• Thank Yous, Recognition Awards, Somerset Stars

• Our People Awards
• Future plans

People Group
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Supporting Wellbeing
• Drop in support
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Health and Wellbeing

Sue Chant
March 21
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Wellbeing Focus
Programme for each month taking a different aspect of wellbeing
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Sue Chant

13/05/2021
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Underpinning our approach
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Additional Supporters
Continuing the training of Wellbeing Champions – have 143, more to be trained
Supporting the People Plan – Wellbeing Conversations
Supporting the new Wellbeing Guardian role
Revalidating as a Mindful Employer as a joint Trust

People Group
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LEVEL 5
Complex need

LEVEL 4
Specialist response
LEVEL 3
Rapid response
LEVEL 2
Prevention
LEVEL 1
Psychological PPE
Prepare Prevent  Respond  Sustain

Colleague Wellbeing:

Colleague Support Service
Dr Lorna Stewart
13/05/2021
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Colleague Support Service - Planning
Responding to colleague need - development of Colleague Support Service
5%
severe
disorder

25%
Mild to moderate
disorder
75%
Normal distress

Problem:

Aim:

Strategy:

Model:

Already stretched workforce

To prepare, prevent, respond
rapidly and sustain mental health
for all individuals and teams in all
settings to:

Prepare for trauma

Level 1: Embed psychological PPE
that prepares, pre-vents and
sustains

High exposure to pandemic
trauma and excess death
Prediction of up to 30% of
workforce in need of
psychological intervention now
and up to 5 years beyond
Risk of impacts on colleague
experience, sickness absence,
retention, organisational costs
and patient safety

People Group
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Improve colleague mental
health
Improve workplace experience
Improve patient safety and
experience
Improve sickness absence
rates and organisational costs

Use preventative psychological
PPE
Offer ease of access and rapid
response

Deliver interventions for
individuals and teams that
sustains positive mental health
Align with the People Plan

Level 2: Inter-ventions that
prevent, respond and sustain
Level 3: Rapid access and
response
Level 4 : Specialist response and
post-vention support
Level 5: Complex need response
and post-vention support

Dr Lorna Stewart 13/05/2021
ENC

C

Colleague Support Service - Execution
Colleague journey and SFT model

SFT ‘stepped care’ model

Colleague journey

Intervention

LEVEL 3
Rapid response
LEVEL 2
Prevention

Level 3

Intervention intensity

One front
door for all

LEVEL 4
Specialist response

Colleague Support Line for Psychological First Aid
and Rapid Access to Counselling
Staff Support Post Incident
Thinking Pitstops

Signpost &
refer

Compassion Circles
Level 2
Webinars
Coaching
Conflict Coaching

LEVEL 1
Psychological PPE
Prepare Prevent  Respond  Sustain

Supporting
Teams
Managers

Specialist psychological interventions for complex
Level 5
needs e.g. EMDR for complex trauma
Counselling, including workplace bereavement
counselling
Level 4
Schwartz Rounds

LEVEL 5
Complex need
Triage &
risk
assessment
(link in with
OD and
FTSU)
Signpost &
refer, if
needed

Individuals

React Mental Health training
Level 1

Intranet self-help resources
Wellbeing 'talking time'

PRE-VENTION  INTER-VENTION  POST-VENTION

People Group
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BAME drop-ins

ENC C

Blue zones

Colleague Support Service - Resources
Team structure and Somerset System developments

Somerset System developments
and universal offerings

Team structure

Signpost &
refer

1. Creation of the Pastoral Cell
• Resilience Hub bid:
• Successful bid for £165,000 in 20/21
• Additional £330,000 in 21/22
• Adoption of the Somerset FT model
• Key projects:
• Roll out of expansion to Colleague
Telephone Line across Somerset
System
• Internet
• Podcasts
• Thinking Pitstops
2. Enhanced Occupational Health and Wellbeing bid:
• Successful bid for £665,000 in 20/21
• Key projects:
• Shinyminds app
• React MH training
3. Built strong co-creation, involvement and
collaboration across Somerset System partners

People Group
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Colleague Support Service - Benefits
Colleague Telephone Line dashboard
Total number of referrals to Colleague Telephone Line

Total number of referrals for individuals requiring
signposting to Talking Therapies

60

Colleague Telephone Line maintained by 0.6 wte

6

50

Average
number of
calls per
month = 53

40
30

5
4
3

Supported by 50
volunteer
psychologists

20
10

2
1

0
Apr 20

May 20

Jun 20

Jul 20

Aug 20

Sep 20

Oct 20

Nov 20

Dec 20

Signpost &
refer

Jan 21

0
Jun 20

Jul 20

Aug 20

Sep 20

Oct 20

Nov 20

Dec 20

Date

Colleague
Telephone Line
started 01.04.20

Tiers
introduced
12.10.20

1st national
lockdown
23.03.20

2nd national
lockdown
31.10.20

3rd national
lockdown
04.01.21

Assumptions:
*10,000 colleagues
** Average Trust salary B6 @ £31,650 and average number of days
sickness absence/year across Trusts 19/20 data @ 16 days
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Feb 21

Date

Colleague Support
Service formed and
Team coming into
post from 01.02.21

Volunteers
returned to
operational
roles

Jan 21

April 20 – Jan 21
Colleague Telephone
Line supported 229
colleagues to stay in
work
(approx. 360
colleagues/year or
3.6% of workforce*)

Pathway
arrangements
confirmed into
Talking Therapies

Cost
avoidance** of:
£317, 705 YTD
or
£449,449 per
year

CALLER FEEDBACK:
“Worried about
falling back into
previous mental ill
health - and calling
the helpline so as to
avoid feeling that low
again”

ENC C

Colleague Support Service – Future
Responding to future psychological needs and supporting recovery
Recovery and reconstruction:
• Routine screening in Blue Zones
for psychological distress (PTSD,
depression, anxiety)
• 2 – 5 year pandemic trauma
recovery timeline
• Increase reach / accessibility
•
Signpost &
refer

People Group
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(‘n’ 2020 = EAP 7% and CSS 4%)

• Building internal Somerset Systemwide capability for sustainable
service for colleagues
• ‘Looking back to look forward’
wellbeing conference – colleague
stories / sense-making
• De-stigmatisation of psychological
self-care and help-seeking across
all disciplines, cultures and
inclusion groups
ENC C

2020 NHS Staff Survey
Headlines
12/05/2021

People Group
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Methodology
•

Survey run on paper, online or a mixture

•

Survey fieldwork between September and December 2020

•

2 reminders sent to colleagues who didn’t respond to paper survey, six reminders for online

•

Sample designed to ensure good statistical comparability between Trusts and good
statistical comparability over time

•

Comparability within Trusts is less robust, unless additional samples are used

•

The comparator group is made up of 61 similar organisations contracted to Quality
Health and gives an excellent indicator of benchmarked performance.

•

The 2019 score is made up of an average score of both legacy organisations (RH5 Somerset
Partnership NHSFT and RBA Taunton and Somerset NHSFT

2020 National Staff Survey

People Group

RH5 - Somerset NHS Foundation Trust
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Response rate
Usable Sample

Completed

Response Rate

2020 Trust

9,011

4,393

48.8%

2020 QH

568,073

257,321

45.3%

2019 Trust

8,321

3,911

47.0%

2019 QH

530,342

246,847

46.5%

People Group

Online & Paper

Online Only

This is an excellent level of
response and places
Somerset NHSFT amongst
the top performing Trusts
for response rate and is an
excellent indicator of staff
engagement.
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Response Rate
Usable Sample

Completed

Response Rate

2020 Trust

9,011

4,393

48.8%

2020 QH

568,073

257,321

45.3%

2019 Trust

8,321

3,911

47.0%

2019 QH

530,342

246,847

46.5%

2020 National Staff Survey

People Group

Online & Paper

Online Only

This is an excellent level of
response and places
Somerset NHSFT amongst
the top performing Trusts
for response rate and is an
excellent indicator of staff
engagement.

RH5 - Somerset NHS Foundation Trust

ENC D

Summary
Successes

Opportunities for improvement

• Positive results that indicate the Trust
is performing well. Especially during
challenging times.

• Some colleagues are not as
enthusiastic about their jobs as they
were in the two legacy Trusts in 2019

• Staff engagement remains strong and
is an excellent indicator of a positive
workforce.

• Increase in musculoskeletal problems
reported by colleagues

• Immediate managers perform well in
terms of supporting their direct
reports

• Small increase in incidents of
harassment and bullying from
managers and other colleagues
• There are some lessons from COVID
(qualitative feedback)

People Group
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Headline Findings - Theme Benchmarking

8 (80%) Theme(s) scored significantly better than the sector

20%

0 (0%) Theme(s) scored significantly worse than the sector

80%

2020 National Staff Survey

People Group

2 (20%) Theme(s) showed no significance in relation to the
sector average or comparisons could not be drawn

RH5 - Somerset NHS Foundation Trust

ENC D

Headline Findings - Theme Local Changes

0 (0%) Theme(s) scored significantly better than in 2019

0 (0%) Theme(s) scored significantly worse than in 2019

10 (100%) Theme(s) showed no significance in relation to the
100%

2020 National Staff Survey

People Group

2019 score or comparisons could not be drawn

RH5 - Somerset NHS Foundation Trust
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Headline Findings - Question Benchmarking

13%

67 (86%) question(s) scored significantly better than the sector

1 (1%) question(s) scored significantly worse than the sector

10 (13%) question(s) showed no significance in relation to the
86%

2020 National Staff Survey

People Group

sector average or comparisons could not be drawn

RH5 - Somerset NHS Foundation Trust

ENC D

Headline Findings - Question Local Changes

22%

17 (22%) question(s) scored significantly better than in 2019

2 (3%) question(s) scored significantly worse than in 2019

76%

59 (76%) question(s) showed no significance in relation to the
2019 score or comparisons could not be drawn

2020 National Staff Survey

People Group
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Staff Engagement (continued)
Theme/Question

Theme 9 - Staff Engagement

2019
Score

Significance

2020
Score

Significance

Sector
Score

7.27

Not
Significant

7.29

Significantly
Better

7.04

62%

Significantly
Better
Significantly
Better
Not
Significant
Significantly
Better
Significantly
Better
Significantly
Better
Significantly
Better
Significantly
Better
Significantly
Better

59%

2a. I look forward to going to work.

64%

2b. I am enthusiastic about my job.

77%

2c. Time passes quickly when I am working.

78%

4a. There are frequent opportunities for me to show initiative in my role.

75%

4b. I am able to make suggestions to improve the work of my team / department.

78%

4d. I am able to make improvements happen in my area of work.

58%

18a. Care of patients / service users is my organisation's top priority.

81%

18c. I would recommend my organisation as a place to work.

72%

18d.

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

2020 National Staff Survey
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81%

Not
Significant
Significantly
Declined
Not
Significant
Not
Significant
Not
Significant
Not
Significant
Significantly
Improved
Significantly
Improved
Significantly
Improved

75%
76%
76%
77%
59%
83%
76%
84%

73%
75%
72%
73%
56%
80%
67%
75%
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Equality, Diversity & Inclusion
Theme/Question

Theme 1 - Equality, Diversity & Inclusion
Does your organisation act fairly with regard to career progression / promotion,
14. regardless of ethnic background, gender, religion, sexual orientation, disability or
age?
Experienced discrimination at work from patients / service users, their relatives or
15a. other members of the public in the last 12 months.
(Lower score is better)
Experienced discrimination at work from a manager / team leader or other
15b. colleagues in the last 12 months.
(Lower score is better)
26b.

Has your employer made adequate adjustment(s) to enable you to carry out your
work?

2020 National Staff Survey

People Group

2019
Score

Significance

2020
Score

Significance

Sector
Score

9.31

Not
Significant

9.30

Significantly
Better

8.96

88%

Not
Significant

89%

Significantly
Better

83%

5%

Not
Significant

6%

Significantly
Better

7%

5%

Not
Significant

5%

Significantly
Better

9%

77%

Not
Significant

82%

Significantly
Better

75%

RH5 - Somerset NHS Foundation Trust
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Health & Wellbeing
2019
Score

Significance

2020
Score

Significance

Sector
Score

6.32

Not
Significant

6.47

Significantly
Better

6.07

57%

Significantly
Improved

62%

Significantly
Better

56%

11a. Does your organisation take positive action on health and well-being?

35%

Significantly
Improved

39%

Significantly
Better

33%

In the last 12 months have you experienced musculoskeletal problems (MSK) as a
11b. result of work activities?
(Lower score is better)

22%

Significantly
Declined

26%

Significantly
Better

30%

39%

Not
Significant

40%

Significantly
Better

44%

51%

Significantly
Improved

42%

Significantly
Better

47%

Theme/Question

Theme 2 - Health & Wellbeing

5h. [How satisfied are you with] The opportunities for flexible working patterns.

11c.

During the last 12 months have you felt unwell as a result of work related stress?
(Lower score is better)

In the last three months have you ever come to work despite not feeling well enough
11d. to perform your duties?
(Lower score is better)

2020 National Staff Survey
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Immediate Managers
2019
Score

Significance

2020
Score

Significance

Sector
Score

7.12

Not
Significant

7.13

Significantly
Better

6.81

5b. [How satisfied are you with] The support I get from my immediate manager.

75%

Not
Significant

74%

Significantly
Better

69%

8c. My immediate manager gives me clear feedback on my work.

65%

Not
Significant

65%

Significantly
Better

61%

60%

Not
Significant

60%

Significantly
Better

55%

8f. My immediate manager takes a positive interest in my health and well-being.

73%

Not
Significant

74%

Significantly
Better

69%

8g. My immediate manager values my work.

76%

Not
Significant

76%

Significantly
Better

72%

Theme/Question

Theme 3 - Immediate Managers

8d.

My immediate manager asks for my opinion before making decisions that affect my
work.

2020 National Staff Survey
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Morale
2019
Score

Significance

2020
Score

Significance

Sector
Score

6.50

Not
Significant

6.59

Significantly
Better

6.23

55%

Not
Significant

54%

Significantly
Better

50%

74%

Not
Significant

75%

Significantly
Better

71%

6a. I have unrealistic time pressures.

25%

Significantly
Improved

28%

Significantly
Better

25%

6b. I have a choice in deciding how to do my work.

60%

Not
Significant

61%

Significantly
Better

55%

6c. Relationships at work are strained.

52%

Not
Significant

51%

Significantly
Better

46%

Theme/Question

Theme 4 - Morale

4c.

I am involved in deciding on changes introduced that affect my work area / team /
department.

4j. I receive the respect I deserve from my colleagues at work.

2020 National Staff Survey
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Morale (continued)
2019
Score

Significance

2020
Score

Significance

Sector
Score

6.50

Not
Significant

6.59

Significantly
Better

6.23

8a. My immediate manager encourages me at work.

74%

Not
Significant

74%

Significantly
Better

69%

19a.

I often think about leaving this organisation.
(Lower score is better)

24%

Significantly
Improved

22%

Significantly
Better

26%

19b.

I will probably look for a job at a new organisation in the next 12 months.
(Lower score is better)

16%

Significantly
Improved

15%

Significantly
Better

19%

19c.

As soon as I can find another job, I will leave this organisation.
(Lower score is better)

10%

Not
Significant

9%

Significantly
Better

14%

Theme/Question

Theme 4 - Morale

2020 National Staff Survey
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Quality of Care
2019
Score

Significance

2020
Score

Significance

Sector
Score

7.41

Not
Significant

7.47

Not
Significant

7.50

7a. I am satisfied with the quality of care I give to patients / service users.

83%

Not
Significant

83%

Significantly
Better

82%

7b. I feel that my role makes a difference to patients / service users.

89%

Not
Significant

89%

Not
Significant

90%

7c. I am able to deliver the care I aspire to.

69%

Not
Significant

71%

Not
Significant

70%

Theme/Question

Theme 5 - Quality of Care

2020 National Staff Survey
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Safe Environment - Bullying & Harassment
Theme/Question

Theme 6 - Safe Environment - Bullying & Harassment
Experienced harassment, bullying or abuse at work from patients / service users,
13a. their relatives or other members of the public in the last 12 months.
(Lower score is better)
Experienced harassment, bullying or abuse at work from managers in the last 12
13b. months.
(Lower score is better)
Experienced harassment, bullying or abuse at work from other colleagues in the last
13c. 12 months.
(Lower score is better)
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2019
Score

Significance

2020
Score

Significance

Sector
Score

8.23

Not
Significant

8.22

Significantly
Better

8.02

28%

Not
Significant

27%

Not
Significant

27%

9%

Not
Significant

10%

Significantly
Better

13%

16%

Not
Significant

17%

Significantly
Better

20%
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Safe Environment - Violence
2019
Score

Significance

2020
Score

Significance

Sector
Score

9.51

Not
Significant

9.53

Not
Significant

9.49

Experienced physical violence at work from patients / service users, their relatives
12a. or other members of the public in the last 12 months.
(Lower score is better)

14%

Not
Significant

13%

Not
Significant

13%

12b.

Experienced physical violence at work from managers in the last 12 months.
(Lower score is better)

0%

Not
Significant

0%

Significantly
Better

1%

12c.

Experienced physical violence at work from other colleagues in the last 12 months.
(Lower score is better)

1%

Not
Significant

1%

Significantly
Better

1%

Theme/Question

Theme 7 - Safe Environment - Violence

2020 National Staff Survey
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Safety Culture
2019
Score

Significance

2020
Score

Significance

Sector
Score

6.91

Not
Significant

6.99

Significantly
Better

6.76

16a. My organisation treats staff who are involved in an error, near miss or incident fairly.

66%

Significantly
Improved

69%

Significantly
Better

62%

16c.

When errors, near misses or incidents are reported, my organisation takes action to
ensure that they do not happen again.

71%

Significantly
Improved

76%

Significantly
Better

73%

16d.

We are given feedback about changes made in response to reported errors, near
misses and incidents.

60%

Significantly
Improved

64%

Not
Significant

62%

17b. I would feel secure raising concerns about unsafe clinical practice.

75%

Not
Significant

76%

Significantly
Better

71%

17c. I am confident that my organisation would address my concern.

64%

Not
Significant

65%

Significantly
Better

59%

18b. My organisation acts on concerns raised by patients / service users.

79%

Not
Significant

80%

Significantly
Better

74%

Theme/Question

Theme 8 - Safety Culture

2020 National Staff Survey
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Team Working
Theme/Question

Theme 10 - Team Working

4h. The team I work in has a set of shared objectives.

4i. The team I work in often meets to discuss the team’s effectiveness.
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2019
Score

Significance

2020
Score

Significance

Sector
Score

6.82

Not
Significant

6.77

Significantly
Better

6.51

75%

Not
Significant

75%

Significantly
Better

72%

64%

Not
Significant

62%

Significantly
Better

57%
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Additional - Job Satisfaction
2019
Score

Significance

2020
Score

Significance

Sector
Score

3a. I always know what my work responsibilities are.

87%

Not
Significant

87%

Not
Significant

87%

3b. I am trusted to do my job.

92%

Not
Significant

92%

Significantly
Better

91%

3c. I am able to do my job to a standard I am personally pleased with.

80%

Not
Significant

81%

Not
Significant

80%

4e. I am able to meet all the conflicting demands on my time at work.

47%

Significantly
Improved

51%

Significantly
Better

47%

4f. I have adequate materials, supplies and equipment to do my work.

62%

Significantly
Improved

66%

Significantly
Better

59%

Question

2020 National Staff Survey
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Additional - Job Satisfaction (continued)
2019
Score

Significance

2020
Score

Significance

Sector
Score

4g. There are enough staff at this organisation for me to do my job properly.

36%

Significantly
Improved

44%

Significantly
Better

38%

5a. [How satisfied are you with] The recognition I get for good work.

63%

Not
Significant

62%

Significantly
Better

57%

5c. [How satisfied are you with] The support I get from my work colleagues.

84%

Not
Significant

84%

Significantly
Better

81%

5d. [How satisfied are you with] The amount of responsibility I am given.

79%

Not
Significant

78%

Significantly
Better

74%

5e. [How satisfied are you with] The opportunities I have to use my skills.

75%

Not
Significant

74%

Significantly
Better

72%

Question

2020 National Staff Survey
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Additional - Job Satisfaction (continued)
2019
Score

Significance

2020
Score

Significance

Sector
Score

5f. [How satisfied are you with] The extent to which my organisation values my work.

51%

Not
Significant

52%

Significantly
Better

47%

5g. [How satisfied are you with] My level of pay.

40%

Not
Significant

40%

Significantly
Better

36%

Question

2020 National Staff Survey
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Additional - Managers
Question

2019
Score

Significance

2020
Score

Significance

Sector
Score

8b. My immediate manager can be counted on to help me with a difficult task at work.

75%

Not
Significant

75%

Significantly
Better

70%

8e. My immediate manager is supportive in a personal crisis.

79%

Not
Significant

79%

Significantly
Better

75%

9a. I know who the senior managers are here.

83%

Not
Significant

85%

Not
Significant

84%

9b. Communication between senior management and staff is effective.

43%

Significantly
Improved

47%

Significantly
Better

43%

9c. Senior managers here try to involve staff in important decisions.

38%

Not
Significant

39%

Significantly
Better

35%

9d. Senior managers act on staff feedback.

37%

Not
Significant

39%

Significantly
Better

34%

2020 National Staff Survey
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Additional - Working Hours
Question
On average, how many additional PAID hours do you work per week for this
10b. organisation, over and above your contracted hours?
(Lower score is better)
On average, how many additional UNPAID hours do you work per week for this
10c. organisation, over and above your contracted hours?
(Lower score is better)
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2019
Score

Significance

2020
Score

Significance

Sector
Score

31%

Not
Significant

30%

Significantly
Better

34%

56%

Not
Significant

54%

Not
Significant

55%
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Additional - Pressure
Question

2019
Score

Significance

2020
Score

Significance

Sector
Score

11e.

Have you felt pressure from your manager to come to work?
(Lower score is better)

18%

Not
Significant

18%

Significantly
Better

26%

11f.

Have you felt pressure from colleagues to come to work?
(Lower score is better)

18%

Not
Significant

17%

Significantly
Better

23%

11g.

Have you put yourself under pressure to come to work?
(Lower score is better)

93%

Not
Significant

94%

Significantly
Worse

92%

2020 National Staff Survey
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Additional - Reporting Violence & HBA
Question

2019
Score

Significance

2020
Score

Significance

Sector
Score

12d.

The last time you experienced physical violence at work, did you or a colleague
report it?

75%

Not
Significant

74%

Significantly
Better

66%

13d.

The last time you experienced harassment, bullying or abuse at work, did you or a
colleague report it?

52%

Not
Significant

52%

Significantly
Better

46%

2020 National Staff Survey
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Additional - Safety
2019
Score

Significance

2020
Score

Significance

Sector
Score

90%

Not
Significant

91%

Significantly
Better

88%

95%

Significantly
Improved

96%

Significantly
Better

94%

18e. I feel safe in my work.

-

N/A

86%

Significantly
Better

81%

18f. I feel safe to speak up about anything that concerns me in this organisation.

-

N/A

73%

Significantly
Better

65%

Question

16b. My organisation encourages us to report errors, near misses or incidents.

17a.

If you were concerned about unsafe clinical practice, would you know how to report
it?

2020 National Staff Survey
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21a. Thinking about your experience of working through the Covid-19
pandemic, what lessons should be learned from this time?
Typical responses
“All departments and 'behind' scene services need a voice, or need to be
considered when closing corridors, access points in COVID positive areas.
Fairer access to 'PPE' replacements and alternatives during low stocks.
Procurement more aware of different suppliers.” Surgical Care.

“It does pay to abide by the rules
of washing hands and wearing
masks.” Integrated and Urgent
Care.

“Working as a team is the most important in a workplace.
Caring for one another and showing respect for one another, no
matter what.“ Surgical Care.

“Communication between departments and wards, regarding
COVID, needs to be more consistent. Social distancing in
outside areas needs to improve from staff, especially during
break periods and lunchtimes.” Estates and Facilities.

People Group

“For the government not to
release directives on Friday
afternoons. PPE stockpile
needs to be right.” Directors of
Medicine, Nursing and CG.

“To ensure we are provided with adequate
resources i.e. laptops and mobile phones.
Somerset need to get rid of brick basic
mobiles.” Mental Health and LD

ENC D

21b. What worked well during Covid-19 and should be continued?
Typical Responses
“1) Strong feelings of camaraderie. 2)
Openness to more flexible work patterns
and remote working.” Clinical Support &
Specialist

“Attend Anywhere has been amazing and it should continue.”
Strategic Development
“A lot of our clinics have moved to telephone and video, which
has worked well.” Families Care Directorate

“Flexible working, use of Microsoft Teams/Skype. We can communicate effectively in this way, so why
not continue with this once social distancing has been relaxed? Also, really enjoyed the pace at which
change has occurred. Much more reactive to issues at times. Rather refreshing to know that such a
large organisation can be so responsive. I feel that, in non-pandemic times, timescales for change and
processes are perhaps a little more drawn out than they need to be.” Strategic Development
“Being able to work from home and use video calls instead of
home visits as I am anxious about spreading COVID to my
elderly parents and family.” Mental Health & LD

People Group
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Following the survey
• Now - Directorates and Services have been sent:
 Trust level presentation and summary report
 Directorate/Service level feedback (RAG)
 Template to capture feedback from team discussions
Directorates have been asked to:
• discuss data locally to better understand colleague feedback (in context)
• Identify what they will work on going forward
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UPDATE REPORT EQUALITY, DIVERSITY AND INCLUSION
Report to the Council of Governors People Group – 21 May 2021
1.

Purpose

1.1.

The purpose of this paper is to provide an update on the work undertaken to
develop an inclusive culture across the trust.

2.

CURRENT POSITION
Colleague Networks

2.1.

The five trust Colleague Networks are established and active. The trust
intranet details the work and plans of each network for the year. Each
network has written a quarterly update report and these are included as
Appendix 1.

2.2.

The Colleague Networks celebrated international Staff Network Day on 12
May 2021 with a series of virtual drop-ins, celebrating their achievements
during the year.
Workforce Disability Equality Standard (WDES) Innovations Funding
Programme

2.3.

The trust has successfully bid for a £20,000 grant from NHSE/I to fund a
three-month project to develop a ‘Human library’ of video stories from
colleagues, explaining what it’s like to work with a physical or mental health
disability or neurodiverse condition, such as autism. This work is being led by
the Lived Experience Network (LEN).

2.4.

The filming of the videos/personal stories is now complete. A ‘taster’ video of
several stories has been compiled for public audiences and a draft is available
here: https://youtu.be/XjrvFwzz-mE (Final communications will be completed
over the next quarter for wider distribution and publicity.) These videos will
also have BSL added to them.
Inclusion Strategy

2.5.

2.6.

The trust Inclusion Strategy was agreed by the Board in February 2021. The
Action Plan for the Inclusion Strategy was agreed at the March People
Committee and work is ongoing to progress this.
Cultural Board and Inclusion Steering Group
The newly formed Inclusion Steering Group, to be chaired by both Chief
Operating Officers, will have its first meeting at the end of June 2021. The
Cultural Board that will provide diverse perspectives on the trust’s work will be
established over the next quarter and chaired by the Chief Executive.
Training

People Group
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2.7

A training programme has been agreed with the Diversity Trust, to be delivered
over the next 18 months. The next quarter’s training workshops (all standalone)
have been uploaded onto the trust’s training platform OWL and are available for
staff to book.

2.8

The first quarter’s sessions are:
•
•
•
•
•
•
•
•
•
•
•

2.9

Inclusive Leadership (Wed 19th May)
Neurodiversity (Thurs 20th May)
Mental Health in the Workplace (Tues 25th May)
Engaging with LGBT+ communities and colleagues (Weds 2nd June)
Unconscious Bias (Inclusive Decision-Making) (Tues 8th June)
It’s About Race (Tues 15th June)
Neurodiversity (Wed 16th June)
Disability Awareness Training: Being an Ally (Thurs 17th June)
Mental Health in the Workplace (Thurs 17th June)
Inclusive Leadership (Thurs 24th June)
Unconscious Bias (Inclusive Decision-Making) (Tues 27th July)

All sessions will be delivered by an expert trainer who has lived experience of
the topic.

3.

CONCLUSIONS

3.1.

Our work towards an inclusive culture continues to gain momentum. The
Colleague Networks are becoming a thriving environment for communities
with shared passions for equality to develop their voice and push for change.

3.2.

A programme of inclusive training will support this work and help to upskill
our workforce, raising awareness of issues of fairness and equality and skills
to direct this work in an inclusive and culturally aware way. This will provide
a strong foundation for realising many of key strategic objectives.

Lucy Nicholls
Inclusion Manager
May 2021
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APPENDIX 1: COLLEAGUE NETWORK Q3 REPORTS

N

oundation rust

Armed Forces Network
Report by:

Caroline Upton
1. Building culture of supporting the Armed Forces as employer and
care provider: Work towards being a ‘Veteran Aware Hospital’

1.

Network
Priorities:

2.

Ally Statements formally supporting other colleague networks

3.

Restoration of Social Meetings

4.

Reviewing Network leadership structure

5.

Planning for Military March 2021

Continued support to patients and colleagues from the Armed Forces
Community
Two new vice-chairs have joined the leadership group and a strong
programme of activity is being put together.
Celebrating Military March with the relaunch of social meetings via
Teams. Two events held.
Undertaken some rebranding which is ongoing with a planned launch to
coincide with Armed Forces week in June.

2.

Activity this
quarter:

A number of the team attended a virtual conference run by NHS
employers looking at the promotion of veterans and military partners in
the workforce and
recruitment.
A successful meeting was
held with IC, Director of HR
with a number of
commitments made which
will support veterans and
military partners to enter the
NHS or transfer between locations.
Article in Staff News: https://staff-news.tfemagazine.co.uk/22-march2021/whats-on/24-march-virtual-cafe-for-colleagues-with-a-connection-tothe-armed-forces

Concerns and
suggestions
3.
raised this
quarter:

People Group
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Ongoing support to patients from the Armed Forces Community with
mental health issues - awaiting updated figures but this was a significant
number. Recent report indicates DMWS (Defence Medical Welfare
Service) is seeing referrals three times the expected level.
Current concern for personnel and their families impacted by national
lockdown.
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Insufficient time for team to carry out their roles
Events co ing
4.
up:

5.

Nu ber of
e bers:

Recruitment (via media networks) for NHS Military Challenge- this year it
is a virtual event and we hope to be supported by Peter Lewis and Hayley
Peters
43 and growing

Lived Experience (Disability) Network (LEN)
Report by:

1.

Network
Priorities:

Georgina Boon, Bev Jones and Lucy Nicholls
1.

Reasonable Adjustments Passports

2.

Visibly disability-welcoming recruitment

3.

Work towards being a Time to Change organisation

4.

Peer Support for colleagues living with disabilities

5.

Promoting the networks: video or similar

•
•
•

•

2.

Activity this
quarter:

•

•
•

People Group
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Meetings: The Network has met every month.
Presentation: We have received a presentation from member Ellie
about the Open Mental Health project.
Disability Action Group: The sub-group of the Network producing our
video stories has met every two weeks and this project is nearing
completion.
South-West Networking: The Network Leads have joined the SouthWest Disability Staff Network Chairs Network and participated in
meetings and shared information.
World Autism Awareness Week: We celebrated this (29 March - 4 April
2021) with support of members Ellie and Mark by articles in our Staff
News and distributing awareness-raising information.
Somerset Podcast: For World Autism Awareness Week our member
Ellie took part in the Somerset Emotional Wellbeing Podcast.
Video project: Our videos of staff stories of
working with disability are almost complete:
filming has finished and the final individual
stories are being finalised, with BSL going to
be integrated into the final videos. A combined
public video is here: https://youtu.be/XjrvFwzzmE
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Concerns
/suggestions
3.
raised this
quarter:

‘Reasonable Adjust ent’ passport templates have been agreed by the
Network and are on the intranet for wider use: we would like to raise
awareness of these.
Career Conversations (appraisal) paperwork: Concerns raised that this is
not inclusive because behavioural ‘scales’ set out to measure against
behaviours that might not be possible for people from different cultures or
neurodiverse perspectives. A small working group hope to work with People
Services to improve this.
Cultural Board: The Network is keen to be members of the trust’s new
Cultural Board and hope this work to be launched in the next quarter.

4.

Events
co ing up:

Finalising our video project, publicising this and integrating this into our
training, intranet and wider trust awareness.

5.

Nu ber of
e bers:

32

People Group
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LGBT+ Network
Report by:

Lucy Nicholls
1. Rainbow badges and lanyards

1.

Network
Priorities:

2. Posters: LGBT+ colleagues and allies
3. Improving LGBT+ awareness training
•
•

•

2.

Activity this
quarter:

•

•

Rainbow badges continue to be requested and given to staff (1,979
badges to date).
Membership: We are now fully inclusive and have expanded our
meetings and membership to include staff from other Somerset
organisations, including the CCG, local authorities and YDH.
Lunch and Learn: We took part in a Somerset CCG Lunch and Learn
event on 24 March organised by the CCG, hosted by 2BU Somerset.
We advertised this on the intranet.
Ally Poster: A poster about ‘how to be a better ally’
has been compiled and agreed by the Network, sent
to services and is available on the intranet.
Training: LGBT+ Training has been commissioned
by the Diversity Trust as part of a programme of
training sessions over the next year. The first
standalone training workshop will be on 2 June 2021
and run by Berkeley Wilde, Director of the Diversity Trust and LGBT+
campaigner.

Concerns
and
3. suggestions
raised this
quarter:

Suggestions for more gender neutral toilet facilities should be noted and
incorporated into future planning.

Events
4.
co ing up:

We are working with other LGBT+ staff networks and staff in Somerset
(YDH, CCG, Fire, Somerset County Council) to plan for Pride 2021,
including in person attendance at Taunton Pride.
We are hoping to launch a ‘series 2’ of our Somerset Proud posters.

5.

Nu ber of
e bers:

People Group
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45
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Multicultural network
Report by:

1.

Network
Priorities:

Sun Sander – Jackson
1.
2.
3.
4.

Promoting safety of covid Vaccine
Career development day
Providing Microaggression / hate crime training
Supporting new oversea nurses
Covid vaccine
• One to one Covid vaccine conversation offered by Pharmacist
lead
• Covid vaccine Q & A session with Alison Wootton
• Network has Promoted/Attended various covid vaccine
webinars
•

Network colleagues involved with South West Vaccine promotion
Video

Awards/Recognition:
• Network lead Shortlisted for the BAME health & care awardInspiring diversity & Inclusion Lead- initiative category
• Trust become a Top ten of best-performing trusts for reports
of discrimination from ethnic minority staff in HSJ

Activity
2. this

quarter:

•
•
•
•

•
•
•
•
•

•
•

People Group
21 05 21

Training:
Delivered microaggression training
microaggression stories recorded by network colleagues to
use for the training material
2 more hate crime sessions organized and delivered in March
Promotion: Network colleagues Successful in band 7 (2) and 6(1)
post
Support:
Providing support for New overseas nurse support
Promoting coaching in Network
Colleagues helpline resource (the person has appointed who has
specialist training/exp to work with ethnic minority.)
Some network trained for the thinking pitstops & Mental health first
aid course
Proactively working with FTSU/wellbeing team to include the needs
of BAME colleagues
Others
Network Meeting with health and social care ministerial (Helen
Whately) to share/listen lived life experience working during
pandemic
Network involved with violence and aggression steering group
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•
•
•
•
•
•
Concerns
/suggestio
3. ns raised
this
quarter:

Attending network meeting& webinars & events –Difficult for frontline staff
to have time off to attend and the resources (place, laptop etc)

•
•
4.

Events
co ing up:

5.

Nu ber of
e bers:

Network Involved with WRES improvement steering group
End of year network survey done
Network name has changed to multicultural Network following by
survey
Multicultural intranet webpage updated by co-chair
Co-chair attended the meeting with royal family
Stories shared for the Chinese new year

•
•
•
•

Ethnic Minority colleagues Career Development day 31.3.21
Listening event with RCN SW regional lead on 21.4.21(how to
support minority colleagues to be great leaders)
Multicultural Network drop in coffee session on 27.4.21
Portuguese colleagues recruitment promotion video in process
Ethnic Minority colleagues wellbeing drop in session in April
Network meeting with CEO & Director of People on 21.7.21

240 members 12 core members

Women’s Network
Report by:

1.

Network
Priorities:

People Group
21 05 21

Victoria Keilthy and Karen Holden
1. Reliable data on gender is routinely collected & reported
2. Increase awareness of gender bias and the negative impact of gender
stereotypes
3. Promotion & role modelling of inclusive behaviour & allyship
4. People policies processes and practices support equality of opportunity
& are free from bias
5. Female colleagues are inspired and encouraged to pursue their career
aspirations
6. We tackle gender bias and inequality in the health care we provide to
patients, and tackle taboos around women’s health in our workforce
(e.g. around menstruation, breastfeeding, menopause)
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Activity
2. this
quarter:

12 Jan: Call with YDH Women’s network leads
13 Jan: Women's network meeting: Trust inclusion strategy & findings from
staff survey
19 Jan: Coffee break topic: women’s bodies as public property
21 Jan: External speaker: Dr Mena Fombo
10 Feb: External speaker: Dr Zara Nanu (gender pay gap)
24 Feb: Coffee break topic: menopause
1 Mar: Annie Quayle delivered blog training to 18 members
10 Mar: Women's network meeting - Women & Covid
18 Mar: Coffee break topic: violence against women & girls/speaking out
24 Mar: External Speaker: Claire Bloor CEO Somerset & Avon Rape and
Sexual Abuse Support
•
•
•
•
•
•
•

Concerns
and
suggestion
3.
s raised
this
quarter:

Linked with YDH Women’s network leads, Tracy Jones & Emma
Symonds, about joint activities. YDH members are welcome and
invited to all our events.
Celebrated International Women’s Day (8 March) on social media
with theme ‘Why I’m in the Women’s network’
Group convened to generate submission for Government
consultation on Women’s Health Strategy
Provided feedback on Trust Inclusion strategy
Participated in focus groups for selection of new NED (29/03)
Contributed to network session on ‘tackling sex-based aggression’
Contributed to planning for national staff networks day on 12th May

Concerns raised with network about support for women before, during and
after maternity leave. Discussion with People services planned to take this
forward.
Experience of historical stalking raised; discussed as part of network
session on ‘tackling sex-based aggression’

4.

19 April: coffee break
Events
April: External speaker Fiona Bellamy
co ing up: 29
5th May: network meeting

5.

Nu ber of
e bers:

People Group
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85
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Performance Exception Report – People Section
1.

INTRODUCTION
The Quality and Performance Exception Report was presented to the Trust Board on 4
May 2021. This report sets out the key exceptions across the quality and performance
measures as relating to issues related to staffing within the organisation.

2.

OVERVIEW
Opportunities:
• continue to progress the health and wellbeing plans for our colleagues at pace;
this includes the psychological support offered alongside practical aspects of
support such as free car parking, accommodation provision, and nutrition.
• continue with new ways of working, particularly through the use of technology,
presents an opportunity for us to consider how we provide care appropriately and
effectively to patients following the COVID-19 outbreak.
• continue to adapt our recruitment practice, developing more innovative ways and
reducing time to hire significantly.
Priorities:
• continue to support with enabling an agile culture where colleagues are
encouraged to work differently as we resume services.
Risks and Threats:
• nursing vacancy levels remain challenging. Sickness / absence due to COVID-19
also presents a challenge for colleagues within some critical areas, and we need
to ensure that we continue to support colleagues accordingly.

3.

LINKS TO THE ASSURANCE FRAMEWORK AND CORPORATE/DIRECTORATE RISK
REGISTER
Risk: Staffing Levels in Community Based Services: IF there continues to be

issues with staffing levels in a range of community based services, including
integrated therapy services, older people mental health and memory services,
THEN demand will exceed capacity and patient experience will decline: 15
Risk: Community Hospital staffing levels: IF the current problems with
community staffing levels and the national and local recruitment market for nurses
persists, THEN there is a risk of failing to meet safer staffing levels in Community
Hospitals: 15
Risk: Minor Injury Service ACP staffing deficit: IF the Difficulties in recruitment
and retention of Advanced Clinical Practice Roles countywide persist, THEN there
is a risk of not delivering a safe and/or effective service: 16
Risk: Inpatient Mental Health Staffing: IF the current problems with mental
health inpatient staffing levels and the national and local recruitment market for
RMNs persists, THEN there is a risk of failing to meet safer staffing levels in
Inpatient Mental Health wards: 16

Performance Exception Report
The People Group
21 05 21
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4. WELL LED – Mandatory Training - chart attached – Appendix A
5. WELL LED – Sickness/Absence - chart attached – Appendix B
6. CORPORATE SCORECARD 2020/21 – PEOPLE SECTION - chart attached –
Appendix C.
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APPENDIX A
Well Led
Mandatory training – Our aim is to maintain a compliance rate of 90% or more for all mandatory and statutory training courses.
Current performance (including factors affecting this)
• As at 31 March 2021, our overall mandatory training
compliance was 87.5%, the highest rate reported since the
merger of the predecessor Trusts.
• In June 2020, we moved to the new learning management
system, OWL, and aligned training. This resulted in some
additional courses needing to be undertaken by some
colleagues.
• The compliance levels from October 2020 reflect the end of
the “new course” completion period and the figures reflect
compliance in respect of all adjusted courses.
• The overall rate was initially affected by training being
suspended due to COVID-19 restrictions. Training has
been transitioned where possible to online courses, but
recently has been affected by further pressures due to
COVID and resourcing the vaccination programme.
Focus of improvement work
• OWL enables managers to access intuitive, real time
reports that enable managers proactively to monitor,
manage and follow up with colleagues requiring training or
whose training is due to expire.
• The Learning team continue to develop additional reports to
assist topic leads with allocating training to roles and
predicting future training needs in order to create training
plans.
• The vaccination programme currently being rolled out
continues to give rise to an increase in the amount of
training provided, in order to ensure we can meet the
compliance requirements of the vaccination workforce.

Run Chart
Mandatory training
100%

95%

90%
85.9%
84.5% 84.8%

85%

80%

85.8%

86.4%

87.5%
86.9%

83.4%

Mandatory training - Somerset FT

80.6%
78.1%

Mandatory training - Sompar
Essential Learning - T&S
75%

Target

70%

How do we compare
The compliance rate as at 31 March 2021 increased compared to
28 February 2021.
Recent Performance
The overall month-end compliance rates for mandatory training in
recent months are set out below:
Area
Compliance %

Oct
84.5%

Nov
84.8%

Dec
85.8%

Jan
86.4%

Feb
86.9%

Mar
87.5%

APPENDIX B
Well Led
Sickness/Absence: We are committed to improving the health and wellbeing of our workforce in a supportive work environment, in
order to reduce sickness absence and thereby ensure continuity of care and quality service provision. Our aim is to reduce staff
sickness absence levels to 4% or less. The data outlined shows our rolling annual sickness absence percentage rate.
Current performance (including factors affecting this)
• The rate of sickness absence for the 12 months to
31 March 2021 was 4.6%, the same as the 12 months
ending 28 February 2021.
• The monthly sickness/absence rate for March 2021 was
4.1%, the lowest rate reported since July 2020.
• The number of working days lost due to stress and anxiety
totalled 346, an increase compared to February 2021, but
still lower than all other months within the reporting period
Focus of improvement work
• The health, wellbeing and resilience of colleagues remains
a key priority for the Trust, in line with the stepped care
model.
• Various campaigns have been undertaken across the
Trust to support the physical and emotional health and
wellbeing of colleagues.
• Civility month ran through February 2021, to remind
colleagues of the importance of being kind in their daily
interactions.
• Ongoing work continues to strengthen further the
psychological element of wellbeing, to reduce levels of
sickness as a result of anxiety/stress, which remains the
highest reason for sickness.
• This key workforce indicator is currently under review with
a report due to be presented at the June 2021 meeting of
our People Committee, which will outline any
recommended/proposed changes to compliance
monitoring standards that are currently in place.

Quality & Performance Exception Report

Run Chart
Rolling 12 month sickness absence rates

6.0%

5.5%

5.0%

4.5%

4.0%

3.5%

Rolling 12 months cumulative total
Sickness target
Monthly rate

3.0%

2.5%

How do we compare
As the only acute, community and mental health Trust we are currently
unable to benchmark our position. We are using national data
published by NHS Digital to review our target level, to assess whether it
is realistic moving forward.
Recent performance
The rolling annual sickness absence rates in recent months were as
follows:
Area
Oct
Nov
Dec
Jan
Feb
Mar
Sickness
4.4%
4.5%
4.5%
4.4%
4.6%
4.6%
rate

APPENDIX C

SOMERSET NHS FOUNDATION TRUST
CORPORATE SCORECARD 2020/21

Theme

No. Description

69

Former T&S

Links to
corporate
objectives

Apr-20

May-20

1, 7, 8

92.4%

92.6%

Jun-20

Jul-20

Aug-20

Sep-20

Oct-20

Nov-20

Dec-20

Jan-21

Feb-21

Mar-21

>=95%= Green
>=85% - <95% =Amber
<85% =Red

New reporting arrangements implemented for the merged Trust
Mandatory training:
70
Former Sompar
percentage completed
71

Somerset NHS FT

People

Vacancy levels - percentage difference between
72 contracted full time equivalents (FTE) in post and
budgeted establishment (Trust-wide)

1, 7, 8

93.3%

1, 7, 8

New
reporting
system
from

7, 8

5.2%

Thresholds

91.4%

All courses >=90%= Green
Overall rate <80% =Red
Any other position = Amber

80.6%

78.1%

83.4%

85.9%

84.5%

84.8%

85.8%

86.4%

86.9%

87.5%

4.1%

4.2%

3.3%

2.7%

3.2%

6.0%

5.8%

6.4%

5.5%

4.9%

3.8%

<=5%= Green
>5% to <=7.5% =Amber
>7.5% =Red

73

Sickness absence levels - rolling 12 month average
(Trust-wide)

7, 8

4.4%

4.4%

4.4%

4.4%

4.4%

4.4%

4.4%

4.5%

4.5%

4.4%

4.6%

4.6%

<=4%= Green
>4% to <=6% =Amber
>6% =Red

74

Sickness absence levels - monthly average
(Trust-wide)

7, 8

4.6%

4.0%

3.8%

3.9%

4.2%

4.4%

4.8%

4.8%

5.0%

5.8%

5.0%

4.1%

<=4%= Green
>4% to <=6% =Amber
>6% =Red

75

Reduce the number of working days lost due to stress
and anxiety (Trust-wide)

7, 8

337

373

386

397

362

340

384

364

382

287

299

346

Monitored using Special
Cause Variation Rules.
Report by exception.

7, 8

11.7%

11.3%

10.8%

10.5%

10.3%

10.1%

10.1%

10.0%

9.7%

10.2%

10.1%

9.4%

=<12%= Green
12% to <15% =Amber
>15% =Red

76 Retention / turnover rates (Trust-wide)

77

Career conversations (12 months) - formerly
'Performance review (12-month)'

7, 8

Changes in accordance with the revised appraisal policy are being implemented with recording and tracking moving to OWL, the Trust's training
system. Currently being trialled by several services. This trial will be over the next few months, in order to ensure robustness of recording and
reporting.
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Membership Strategy Group Notes
Meeting 28th April 2021
Attendees:
Jeanette Keech [chairperson] Ian Hawkins, Kate Butler, Jane Armstrong, Melanie
Devine, Jos Latour, Sophie Edwards, Carol Lydiate
Apologies: Ria Zanvliet and Heather Shearer
The notes from the previous meeting were agreed.
The following items were discussed at the April meeting:
1.

Recruitment leaflet

The Group reviewed the final version of the leaflet and noted that the suggested
changes had been actioned. Thanks were expressed to Sophie and her team for
completing the leaflet.
The leaflet will now be sent for sign off by Colin Drummond and Phil Brice, prior to
being adopted and sent for print. The communication team will then put a link to it
on the website.
2.
Poster
Due to time restraints Sophie and Jos have been unable to progress the design for
the poster. It was agreed that this would be undertaken during the next two weeks
and a draft circulated for comments prior to the next meeting.
3.

Membership Recruitment Launch

Mark Price, Member Development Manager at NHS providers, will attend the next
Membership Strategy meeting to discuss and assist in our membership strategy.
Prior to any decisions being made confirmation of a budget will be sought.
The Group discussed various ideas for membership recruitment events, including a
large event with a possible celebrity to launch it; the filming of a video of an interview
with some governors talking about why they became a Member which can be used
on the website and looking at using the primary care networks to access GP
surgeries with leaflets.
4.

Young Person Membership

Discussion took place on how to attract young people to become members and it
was agreed that a Young People’s Strategy would be designed. Kate Butler, Jos
Latour, Jane Armstrong and Carol Lydiate will meet to discuss this.
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