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SOUTHAMPTON UNIVERSITY HOSPITALS NHS TRUST 
Staff Attitude Survey 2008 

 
 
Report to: 
 

Trust Board – 23rd July 2009 

Report from: 
 

Elaine Byrne  - Deputy Director Human Resources 

Sponsoring Executive: 
 

Jane Hayward – Director of Organisational Development 

Sponsoring Divisional 
Director: 
 

Alison Thorne-Henderson – Director of Human Resources 

Aim of Report/ 
Principle Topic: 
 

To report progress on developing actions further to the outcome of 
the Staff Attitude Survey 2008  

Review History to date: 
 

TB –  21st May 2009 
TEC – 13th May 2009 
TEC Discussion 15th July 2009 

Assurance Framework 
Strategic Objective Ref: 
 

PO5 to be rated as an excellent employer by 90% of our staff 

Recommendation(s): 
 

To revise the Principal Objective from PO5 to: 

• Staff are involved and work in partnership to encourage a 
sense of pride and belonging throughout SUHT. 

 

• The Staff Attitude Survey Reported 49% of staff felt proud to 
work for the Trust in 2008/9. This will be our baseline for 
measuring improvement  

• We prioritise reducing the incidence of work related stress. 

• We develop a KPI for work related stress 

• We develop more frequent sample Employee Engagement 
Surveying and establish concrete improvement targets  

 
 

 
 
1. Strategic context: 
 

Currently the Trust objective is to be rated as an excellent employer by 90% of our staff.  
 
2. Staff, Patient and Public Involvement: 
 
This matter has been assessed for potential impact on personal data and privacy:  Yes/No  
 
Mori surveys staff, on behalf of the Trust. Individual returns are not disclosed to the Trust. The Health 
Care Commission (HCC) report is compiled by Aston University following a code of ethics for research. 
The Trust’s own analysis is derived from the HCC report, and reported at a level where it is useful to 
understand staff attitudes amongst different professional groups, care groups or concerning equality but 
not at a level where individuals might be identified. 
 
This matter has been assessed in relation to Equality & Diversity:  Yes/No  
 
The Trust analyses the staff attitude survey to learn about the variety of opinions within a diverse 
workforce and to inform its staff experience and equality actions. 
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3. Specific Detail: 
 
Some inroads have been made into creating a balance of management actions within the Trust which 
make explicit the expectation that Divisions have responsibility for actively managing to improve 
performance in staff experience as reported in the staff attitude survey.  
 
When viewed from different perspectives Trust, Divisions and staff themselves have all prioritized slightly 
differently the areas to tackle.  
 
Divisional Staff Experience Plans for 2009/10 (Table A) have identified the following areas of action to 
respond to the survey.  
 
TABLE A 
Improve 2009-10 Scores In:  Division 1 Division 2 Division 3 Division 4 Division 5 
Flexible Working & Long Hours 

    

 

Work Related Stress, Pressure & Bullying 

   

 

 
Appraisals 

     

Team Working      

 

 
Focus Groups with staff have identified the following areas of action to prioritise in response to the 
survey. (Table B) 
 
TABLE B 
 
Improve 2009-10 Scores In:  THQ Division 2 Division 3 Division 

4 
Division 
5 

Flexible Working & Long Hours 

   

  

Work Related Stress, Pressure   

    
Appraisals      

Bullying  
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At Trust level we have set a target for  appraisals and a report on Bullying and Harassment has been 
requested by the CEO. (Table C) 
 
TABLE C 
Improve 2009-10 Scores In:  Target 

set 
Performance 
Managing 

CEO 
Report 

Dir 
OD 

Flexible Working & Long Hours    

 
Work Related Stress, Pressure     

 

Appraisals 

  

  

Bullying    

 

 

 
 
Initial actions identified in response to the survey include Trust wide initiatives to bring about long term 
improvement in culture and behaviours. Progress against these are included in Appendix A. 
 
We have identified all areas where we fall in the lowest 20% of Acute Trusts and are ensuring  actions 
are in place or planned to raise our performance. This is reported in Appendix B. 
 
The things that we think are most important to business success, the ability to build and maximise  
human and organisation capital are traditionally also those we find hardest to reflect in a set of accounts 
or performance indicators.  
 

External Review 

 

.Quality criteria associated with Staff Satisfaction are now included in contracts with PCTs  
 
Feedback from the focus groups 
Five things staff like most about working for the Trust 
 

• Education, Training, Teaching Hospital 

• Benefits, Employment Package 

• Professional commitment , immediate colleagues 

• Patient care, pride in own work 

• Teamwork, partnership working 
 
Five things staff like least about working in the Trust 

• Change fatigue 

• Staff facilities are poor, parking, showers, changing, restrooms,out of hours catering 

• Communications poor, lack of IT in clinical areas, interface central/local information, hard to find 
information, remote management 

• Organisational design, too big, levels, poor change management 

• Work related stress, workload, 
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4. Financial Information: 
 Within Divisional Budgets 
 
5. Risk Register Ref: 
 
Intrinsic in work related stress 
 
6. Trust wide Impact: 
 
Improvement in engagement, retention of staff and quality of care 
 
7. Legal Implications:  
 
Reduced risk of employment related litigation 
 
8. Carbon Management:  
 
Full Report Staff Attitude Survey is made available on SUHT intranet 
 


