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UNIVERSITY HOSPITALS BIRMINGHAM NHS FOUNDATION TRUST 
BOARD OF DIRECTORS  

THURSDAY 23 JULY 2020 
 

Title: 2019 NATIONAL STAFF SURVEY RESULTS  

Responsible Director: Fiona Alexander, Director of Communications 

Contact: Amy Passey, Head of Staff Experience, 43316 
 

Purpose: To present an update to the BOARD OF DIRECTORS 
 

Confidentiality 
Level & Reason: None 

Board Assurance 
Framework Ref: / 
Strategy 
Implementation Plan 
Ref: 

BAF - SR5/18 - Unable to recruit, control and retain 
adequate staffing to meet the needs of patients 
 
SIP - #13 Foster positive staff engagement and inclusive 
culture 
SIP - #14 Develop our leaders at all levels of the Trust 
 

Key Issues 
Summary: 

 The National Staff Survey provides insight into staff 
experience across key themes, at a point in time 
during the year.  We use the results to sense check 
our existing plans to improve staff experience, 
making changes as required.   
 

Recommendations: 

The BOARD OF DIRECTORS is asked to: 
Consider the findings from the 2019 National Staff Survey 
(NSS) and endorse the related programmes of work to 
support improvements in staff experience 
 

   
 

Signed: FJ Alexander Date: 23 JULY 2020 
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UNIVERSITY HOSPITALS BIRMINGHAM NHS FOUNDATION TRUST 

BOARD OF DIRECTORS 

THURSDAY 23 JULY 2020 

2019 NATIONAL STAFF SURVEY RESULTS 

PRESENTED BY HEAD OF STAFF EXPERIENCE 

 
 
1. Summary   
 
1.1 The National Staff Survey provides insight into staff experience across key 

themes, at a point in time during the year.  We use the results to sense 
check our existing plans to improve staff experience, making changes as 
required.  Following phase 1 of Covid-19, we are developing a revised 
communication and engagement plan to support our new ways of working.  
 

1.2 The 2019 NSS ran in October and November 2019. The Trust carried out a 
full census survey across all sites and had a response rate of 37%, with 
7261 staff taking part.  An additional 309 staff participated compared to 2018 
rates of 36% (up 1%).  The results were published at the end of February.   

 
1.3 Comparing our 2018 and 2019 scores across the key themes, four of the 11 

indicators significantly declined. These are health & wellbeing, quality of 
care, staff engagement and team working (Attachment 1). Key themes from 
the free text comments are summarised in the report, reflecting the 
increasing pressures staff were facing, and the reality for staff that it is 
feeling harder to do their job, which is impacting on wellbeing, staff 
engagement and team working indicators.  

 
1.4 The results reflect what we would expect to see in a challenging year with 

high levels of change, and we are focusing our response on the following 
areas: strengthening positive behaviours and improving morale.  We planned 
to support this work with a range of tools for teams to use locally, e.g. Values 
award cards, development platform, new behavioural framework, support for 
teams to take local action supported by a 1000 actions campaign.  In 
addition, we planned to continue to progress our leadership development 
priorities.  

 
1.5 Shortly after these survey results were published, the Trust moved into the 

management of Covid-19 as a single priority focus.  We therefore put some 
of our initial plans on hold, to focus on the immediate needs of staff.  We are 
now looking to continue to deliver these initiatives during Q2 and Q3.  

 
1.6 Staff wellbeing was one of areas of decline in the 2019 results, and we have 

seen a range of high impact actions implemented during Covid-19, including 
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site wellbeing hubs and staff support from psychologists.  Consideration is 
now being given to how this provision will be continued. 

 
1.7 Our latest set of staff survey scores from June 2020, measured in an 

extremely challenging time for our staff are encouraging, showing that our 
recommend for care and treatment scores have increased and recommend 
as a place to work have remained consistent (Attachment 2).   

 
 

2. Results  
 

2.1 The Trust carried out a full census survey across all sites and had a 
response rate of 37% (against a picker average of 51%) with 7261 staff 
taking part.  An additional 309 staff participated compared to 2018 rates of 
36% (up 1%). 
 

2.2 This year, the scores were summarised into 11 key themes, each with a 
score out of ten.  The highest scoring areas for the Trust are equality, 
diversity & inclusion, both safe environment themes, and quality of care.  
The lowest scoring theme is quality of appraisals, followed by health & 
wellbeing and morale.  Overall, our scores are tracking below average for 
Acute Trusts (Attachment 1).  

 
 

3. Scores  
 
3.1 Comparing our 2018 and 2019 scores across the key themes, four of the 11 

indicators significantly declined. These are health & wellbeing, quality of 
care, staff engagement and team working.  

 
 

 2018 2019 Acute 
Trust 

Average  

Significant 
change  

Shelford 
ranking 

(10 Trusts) 
1. Equality, Diversity & Inclusion 8.9 8.9 9.0 No 6th 
2. Health & Wellbeing  5.7 5.6 5.9 Yes 9th 
3. Immediate Managers  6.7 6.7 6.8 No 9th 
4. Morale  6.0 5.9 6.1 No  9th 
5. Quality of appraisals 5.3 5.0 5.6 No 9th 
6. Quality of care  7.5 7.4 7.5 Yes  7th 
7. Safe environment – bullying 
and harassment  

8.0 8.0 7.9 No  4th 

8. Safe environment – violence  9.4 9.5 9.4 No 5th 
9. Safety culture  6.6 6.5 6.7 No 9th 
10. Staff engagement  7.0 6.9 7.0 Yes 9th 
11. Team working  6.5 6.3 6.6 Yes 10th 
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4. Themes from staff comments  
 
4.1 1308 additional comments were provided as part of the survey responses.  

The key themes from these comments are consistent with themes from both 
our quarterly staff surveys and the 2018 National Staff Survey.   
  

 
1. Lack of staff (191) 

2. Poor leadership/management skills & knowledge (186) 

3. Concerns around standards of care and capacity issues (142) 

4. Work pressures (142)  

5. Parking – stressful & inadequate (95)  

6. I don’t feel  valued or appreciated (108) 

7. Low morale (98)  

8. Lack of support (82) 

9. Good/great place to work (90) 

10. Poor management behaviours (80) 

 
 
 

5. Acting on the results 
 

5.1 Key changes in the 11 indicators and the free text comment themes, 
reflected the increasing pressures staff were facing, and the reality for staff  
that it is feeling harder to do their jobs, which is impacting on wellbeing, staff 
engagement and team working indicators.    
 

5.2 Since then, staff have been through an incredibly challenging time with the 
management of Covid-19.  Our original intentions to strengthen positive 
behaviours and improve morale remain very relevant, alongside the 
continuation of the significant health and wellbeing provision which 
commenced in March.  

 
5.3 Below is an update on our original priorities for action, which has been 

amended to reflect the priority of managing Covid-19.  
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Action  Update  
Values award cards  Peer recognition scheme, giving all colleagues the opportunity 

to recognise the exceptional efforts of their colleagues.  Initial 
4000 cards printed and posters for wards and departments.  To 
be launched in August. 
 

Career Development 
platform  

As part of our plans to develop colleagues at all levels across 
our organisation, we have purchased a career development 
platform. 
All colleagues have platform access, and can benefit from 
1000s of resources including, self-assessment tools, short 
video learning, written articles and eLearning across a wide 
range of topics.  Topics include:  
wellbeing, strengthening your resilience, managing 
relationships, project management, preparing for interviews, 
and dealing with change.   
The platform went live in June, and will continue to be 
promoted throughout the year.  There has been a positive 
response from staff, with over 5000 activities completed in the 
first month.  
 

New behavioural 
framework  

A set of behavioural statements has been developed to support 
the Trust values, reflecting the positive behaviours staff most 
want to see at work.  
These have been co-developed with staff via workshops, 
discussed with JNCC and will be launched as part of the 
values award card scheme. 
 

Encouraging teams to 
take local to improve 
morale 

Survey results were disseminated to divisions and departments 
in March.  Due to Covid-19, we decided not to progress the 
1000 actions campaign but will keep this under review. 
 

Leadership 
development 
priorities  
 

Progress continued to support leaders during the last six 
months: 

 Monthly leadership lectures changed format to webinars 
 Support for CSLs continued as bi-weekly video calls 

with the Chief Medical Officer and Chief Workforce and 
International Officer 

 Senior leaders development programme rescheduled to 
commence in October 2020 

 Leadership development group continues to meet to 
discuss emerging priorities  
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6. Conclusions and next steps 
 

6.1 The 2019 results reflect what we would expect to see in a challenging year 
with high levels of change.  Our latest set of staff survey scores from June 
2020, measured in an extremely challenging time for our staff, show that our 
recommendation for care and treatment scores have increased and 
recommendation as a place to work have remained consistent (Attachment 
2).   
 

6.2 Following phase 1 of Covid-19, we are developing a revised communication 
and engagement plan to support our new ways of working. 

 
6.3 The Trust will continue to provide regular opportunities for staff to give their 

feedback via the quarterly Staff Friends & Family Test, reviewing key themes 
and taking action in response. The 2020 National Staff Survey will 
commence in October.  

 
6.4 Leaders have a crucial role to drive staff engagement by seeking feedback 

from staff and acting on what they hear.  To this effect, we will continue to 
focus on how we develop and support leaders at all levels, recognising the 
need for this to be done at scale across the Trust.  
 
 

Fiona Alexander  
Director of Communications 
23 July 2020  
 
 
 
 


