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Executive Summary 
 

1. The national NHS Staff Survey results have been published on Tuesday 18 February 2020.  
We commissioned Picker to manage our survey along with 36 other Acute Trusts in England. 

2. This report sets out our key results for Oxford University Hospitals compared to the Picker 
average of 37 Acute Trusts, with supporting narrative and how we propose to respond to 
them.   

 The 2019 key findings include: 

 our highest response rate to date of 48.2% which is above the national average for all 
acute trusts of 47% 

 from the 37 Picker acute trusts, we have achieved the 4th most significant improvement in 
our overall positive score change in 2019 (when compared to 2018)  

 59 out of the 90 questions are significantly better than 2018; 30 questions are not 
significantly different; one is statistically worse concerning the people working additional 
paid hours over and above contracted hours   

 from the 11 NHS Staff Survey themes in 2019, out of a score of 10, ‘safe environment – 
violence’ is our highest (9.5 – consistent with 2018) and ‘quality of appraisals’ is our lowest 
(5.6 – up from 5.3 in 2018) 

 the main 3 themes showing significant improvement are: i) safety culture, ii) health and 
wellbeing and iii) employee engagement which includes an employee engagement score of 
7.1 out of 10 (above average) and a advocating the trust as a place to both work and 
receive treatment 

 there being considerable variation in the results at directorate and clinical service unit level.  
This gives us the opportunity to use our engagement events to showcase what works well 
in areas with strong employee engagement and to share learning and good practice with 
teams where engagement could be enhanced.   

Responding to the messages in the survey 
 

3. A staff survey engagement task and finish group has been set up by the Director of Culture 
and Leadership to explore ideas for a collaborative divisional and corporate approach that 
promotes meaningful conversation, the sharing of good practice and results in action that 
embeds change in real practice 

4. The actions arising from engagement events will be integrated into the overarching culture and 
leadership work programme with the staff survey forming part of our cultural barometer rather 
than being seen as an annual standalone initiative   

5. Executives will be invited to be part of engagement events when designed 

 

Recommendation  

6. The Trust Board is asked to discuss and provide comment on the 2019 staff survey findings 
and next steps.  
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Staff Survey 2019 

1. Background and Context 

1.1. Participation in the annual NHS Staff Survey is a mandatory requirement for all NHS 
organisations. NHS England sets the framework and questions for the survey and we 
commission Picker to manage the survey for us; we are one of 37 Acute Trusts.  This 
provides us with valuable benchmarking data. 

1.2. The survey was issued to all of our people between September and end November 2019 
using a mixed method of email and postal surveys.   

1.3. Completion of the survey is not mandated for our people.  We strongly encouraged 
participation and automated reminders were periodically issued by Picker.  This was 
supported with regular communications and incentives by us as an organisation.   

1.4. The 2019 survey results include an additional 11th key theme based on team working. 

1.5. The full and final results of the benchmarking data against similar Acute Trusts in England 
were publicised on 18 February 2020.   

1.6. This report sets out our organisational results compared to the Picker average of 37 Acute 
Trusts, with supporting narrative.   

2. Response rate  

2.1. We received our highest response rate to date in the 2019 NHS Staff Survey of 48.2% (5,926 
people) compared to the 2018 response rate of 48.1% (5,767 people) and 38.8% in 2017.  
This is an increase of 159 completions in 2019 and the second year running that we have 
been above the average response rate of 47% for the 85 Acute Trusts in England and 51% 
compared to the 37 Acute Trusts benchmarked by Picker.  

2.2. We appreciate there is still opportunity to encourage more people to have their say in the 
annual staff survey.  Anecdotally, the two main themes concerning completion of the annual 
survey is i) anonymity (although no question results are shown if there are less than 11 
responses – including for service results); ii) whether changes will be made as a result of the 
survey findings and therefore, is it a good use of people’s time.  These areas of concern are 
not insurmountable and within our gift to make a difference by demonstrably listening and 
changing things for the better. 

2.3. There was considerable variation in response rate across our divisions, with the highest 
response rate being 60.7% (Corporate) and the lowest being 13.3% (Education and 
Training).  The breakdown of response rate by divisions, compared to the 2018 results, is 
shown in Table 1 on page 4.   
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Table 1: 2019 response rate by division compared to 2018 

  Response rates by Division  
2019 

Response 
Rate - % 

Total 
People 

2018 
Response  
Rate - % 

OUH TRUST 48.20% 5926 44.60% 

Clinical Support Services 52.00% 1002 47.10% 

Corporate 60.70% 516 61.00% 

Education and Training 13.30% 8 13.10% 

Estates 22.10% 45 31.00% 

Hosted Services DIV 36.40% 16 
New in 
2019  

Medicine, Rehabilitation and Cardiac 44.70% 1198 38.40% 

Neurosciences Orthopaedics Trauma Specialist Surgery & Childrens 45.70% 1452 43.20% 

Operating Expenses 27.30% 3 27.30% 

Operational Services 46.60% 102 45.40% 

Research & Development 58.50% 124 50.70% 

Surgery Oncology and Womens 50.20% 1460 46.50% 

2.4. The overall improvement to our Trust response rate is contributable to the following actions 
undertaken in 2019:  

2.4.1. Running a high profile trustwide internal communications campaign, with weekly emails 
sent jointly from the Chief Executive and Staffside Chair using the memorable slogan, ‘don’t 
delete it, complete it’ 

2.4.2. Creating organisational incentives of cash awards for the two directorates with the most 
improved response rates. These were awarded to Pathology and Laboratories and Surgery 
who achieved an increase of 10.6% and 10.9% respectively in their response rates 

2.4.3. Creating personal incentives whereby all our people completing the survey were entered 
into a prize draw for the opportunity to win:  a) 15 prizes of £50 John Lewis Vouchers; b) 5 
day’s annual leave for the year 2020/21.  The annual leave incentive was newly introduced 
for 2019 

2.4.4. Encouraging line managers to speak to their teams, and providing printed cards for them to 
hand out to remind people to complete the survey and explaining how to do it 

2.4.5. Underpinning all staff survey communications with a commitment to continue to listen to 
and act on what people tell us  

2.4.6. Undertaking the NHS Improvement culture and leadership discovery phase which included 
a plethora of engagement events with people to have their say on what is working well and 
what could be even better, together with engaging people in the development of our new 
2020-2025 trust strategy. 

3. What our survey results show us 

3.1. Within our Picker benchmarking data our overall positive score ranks 14 out of 37 Acute 
Trusts for 2019; a significant improvement on our ranking of 32 in 2018. Furthermore, we had 
the 4th most significant improvement in our overall positive score change in 2019 when 
compared to 2018. This is as a result of us having significant improvement in 10 out of the 11 
themes in the 2019 survey results. See Appendix 1 for the 2019 theme results overview.   
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3.2. From the 11 themes in 2019, out of a score of 10, ‘safe environment – violence’ is our 
highest (9.5 – consistent with 2018)) followed by ‘equality diversity inclusion’ (9.0 – up from 
8.9 in 2018).  ‘Quality of appraisals’ is our lowest (5.6 – up from 5.3 in 2018) followed by 
‘health and wellbeing (5.9 – up from 5.7 in 2018).  These latter two are both comparable to 
the Picker Acute Trust average. 

3.3. Table 2 below shows our top 5 scores for 2019 compared to the average and how they have 
improved on our 2018 scores.   

Theme Top 5 scores (compared to average) Average 
OUH 
2019 

OUH 
2018 

Employee 
Engagement 

Q21d. If friend/relative needed treatment 
would be happy with standard of care provided 
by organisation 

71% 78% 71% 

Health & 
Wellbeing 

Q11e. Not felt pressure from manager to come 
to work when not feeling well enough 

75% 80% 74% 

Health & 
Wellbeing 

Q11d. In last 3 months, have not come to work 
when not feeling well enough to perform duties 

41% 46% 42% 

Safety Culture 
Q17a. Organisation treats staff involved in 
errors/near misses/incidents fairly 

60% 64% 59% 

Safety Culture 
Q17c. Organisation takes action to ensure 
errors/near misses/incidents are not repeated 

71% 75% 71% 

Table 2. 

3.4. Table 3 below shows our 5 most improved scores in 2019 compared to 2018, along with the 
average, for comparable purposes 

Theme Most improved from 2018 survey Average 
OUH 
2019 

OUH 
2018 

Employee 
Engagement 

Q21c. Would recommend organisation 
as place to work 

63% 64% 57% 

Quality of Appraisal 
Q19e. Appraisal/performance review: 
organisational values definitely 
discussed 

40% 37% 30% 

Safe Environment - 
Bullying & 
Harassment 

Q13d. Last experience of 
harassment/bullying/abuse reported 

46% 45% 38% 

Morale 
Q6c. Relationships at work are 
unstrained 

44% 47% 40% 

Safety Culture 
Q18c. Would feel confident that 
organisation would address concerns 
about unsafe clinical practice 

59% 61% 55% 

Table 3. 

3.5. It is positive to see significant improvements (and above average scores) in our people 
feeling they would recommend both the organisation for treatment as well as a place to work.  
This appears to correlate with improvements in our people’s own health and wellbeing as 
well as our safety culture.  Anecdotally the increase in communication and engagement with 
staff including the bi-weekly staff briefings and safety huddles are welcomed.   

3.6. Although not shown in the tables above, there have been significant improvements in all 
areas of the immediate manager theme results, with every question seeing improvement 
between 2-5%.  There is one exception which is ‘knowing who the senior managers are’ 
(83% - above the 82% average).  This remained the same as in 2018 which can be 
considered a positive in light of the interim arrangements in place at executive/director level 
during 2019.  
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3.7. Table 4 below shows our lowest 5 scores for 2019 compared to the average and how they 
compare to our 2018 scores.   

Theme Bottom 5 scores (compared to average) Average 
OUH 
2019 

OUH 
2018 

Quality of 
Appraisals 

Q19a. Had appraisal review in last 12 months 87% 79% 77% 

Safe 
Environment - 
Violence 

Q12d. Last experience of physical violence 
reported 

67% 60% 59% 

Morale Q5g. Satisfied with level of pay 36% 32% 30% 

Morale 
Q10c. Don't work any additional unpaid hours 
per week for this organisation, over and above 
contracted hours 

45% 42% 37% 

Quality of 
Appraisals 

Q19e. Appraisal/performance review: 
organisational values definitely discussed 

40% 37% 30% 

Table 4. 

3.8. Table 5 below shows our 5 least improved scores in 2019 compared to 2018, along with the 
average, for comparable purposes 

Theme Least improved from 2018 survey Average 
OUH 
2019 

OUH 
2018 

Morale 
Q10b. Don't work any additional paid hours per 
week for this organisation, over and above 
contracted hours 

62% 60% 62% 

Safe 
Environment - 
Violence 

Q12a. Not experienced physical violence from 
patients/service users, their relatives or other 
members of the public 

85% 88% 89% 

Health & 
Wellbeing 

Q11b. In last 12 months, have not experienced 
musculoskeletal (MSK) problems as a result of 
work activities 

71% 69% 70% 

Immediate 
Managers 

Q9a. I know who senior managers are 82% 83% 83% 

Equality 
Diversity 
Inclusion 

Q28b. Disability: organisation made adequate 
adjustment(s) to enable me to carry out work 

72% 74% 75% 

Table 5. 

3.9. The main area of concern is the decrease in our people not working additional paid hours 
over and above contracted hours (60%).  This specific question is below both our 2018 score 
and the average (both 62%).  This specific question has seen a downward trajectory for the 
last 5 years (70% in 2015 - 60% in 2019).  The divisions which had the lowest response rates 
were Clinical Support Services (51.7%) and Neurosciences Orthopaedics Trauma Specialist 
Surgery and Childrens (55.8).  

3.10. We are also showing a 1% decrease in our people not experiencing violence in the 
workplace from the public (88%) and this has been the trend over the past 5 years (between 
88-89%).  This also reflects the national picture and forms part of national legislative 
initiatives to protect our people.  

3.11. Despite being above the average, over the past 5 years we have shown a consistent 1% 
decrease year on year for making adequate adjustments to enable our people to carry out 
their work (78% in 2015 to 74% in 2019). 
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3.12. The Oxford Mail reported on our staff survey results on 24 February 2020.  The article 
focused on our areas of improvement shown in Table 4 and 5, and included our response to 
the article with recognition that we are seeing improvement in many areas.  

3.13. The quality of appraisal theme is providing useful feedback in Table 3 and 4 above.  It is 
promising to see a 7% increase for 2019 in our people receiving a quality values based 
appraisal (37%), despite being below average (40%).  This reflects the focus during 2018 
and 2019 in providing values based appraisal training.  However, we need to continue to 
place value on our people participating in an annual appraisal; despite an increase from 77% 
to 79% in 2019, we are below our trust goal of 90%, and this is also reflected in our CQC 
action plan.  Interesting to note, we are above the national average for all NHS organisations 
in terms of our staff agreeing clear objectives and feeling valued by the organisation following 
their appraisal.  

3.14. Overall, in 2019 we have seen from the 90 staff survey questions: 59 have scored 
significantly better than 2018; 30 questions have had no significant change; 1 question 
concerning staff working additional paid hours over and above contracted hours has 
worsened (section 3.9 above). 

3.15. The divisions which have achieved the greatest number of positive scores in 2019 of 3% or 
more above our organisational average, are: Hosted Services DIV (55/90 questions) and 
Research and Development (54/90 questions).  The service area with the greatest number of 
scores at least 3% or more below the organisational average is Estates (63/90 questions).   

3.16. From the four largest divisions, Surgery, Oncology and Womens achieved the greatest 
number of positive scores in 2019 of 3% or more above our organisational average (19/90); 
with only 1 score of at least 3% or more below the organisational average.  Clinical Support 
Services saw 8/10 positive scores of 3% or more above our organisational average along 
with the greatest number of scores of at least 3% or more below the organisational average 
(24/90).   

3.17. With regards to the employee engagement index (EEI) score, out of a score of 10, we have 
seen a positive improvement from 6.9 in 2018 to 7.1 in 2019.  This is also above the average 
of 7.0.   

3.18. Table 6 below shows the staff survey questions that make up the EEI compared against the 
2019 national average and our 2018 scores.  We positively improved on all 9 questions in 
2019 compared to 2018, and were above average on 7 of the questions (coded green in 
table 6).  This reflects the significant increase in 2019 of our people recommending our trust 
both as a place for treatment and to work. 

Table 6. 

Theme Question Statements Average 
OUH 
2019 

OUH 
2018 

Motivation 

Often/always look forward to going to work 59% 63% 59% 

Often/always enthusiastic about my job 75% 75% 74% 

Time often/always passes quickly when I am working 77% 77% 75% 

Involvement 

Opportunities to show initiative frequent in my role 72% 73% 72% 

Able to make suggestions to improve the work of my 
team/dept 

73% 75% 73% 

Able to make improvements happen in my area of work 55% 57% 55% 

Advocacy 

Care of patients/service users is organisation's top priority 77% 79% 74% 

I would recommend organisation as place to work 63% 64% 57% 

If a friend/relative needed treatment would be happy with 
standard of care provided by organisation 

71% 78% 74% 
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3.19. The division with the highest EEI is Hosted Services DIV (7.7) with frequent opportunities to 
show initiative in role being the highest rated question (8.3).  Reflecting the overall staff 
survey results, Estates has the lowest EEI (6.2) with recommending us as a place to work 
being the lowest (5.0).  

3.20. From the four largest divisions, Surgery, Oncology and Womens has the highest EEI of 7.2, 
with time passing quickly being the highest rated question (7.9).  This is above our trust 
average of 7.1 and a significant increase from the division’s 2018 score of 6.9.  This reflects 
the collective commitment and energy across the division to improve work experiences.  
Clinical Support Services has a slightly lower than trust average EEI of 6.9.   

4. Responding to the messages of the survey 

4.1. It is imperative that we pay close attention to what our people have said in the 2019 staff 
survey, along with the wealth of information from the culture and leadership discovery phase.   

4.2. Learning from what has worked well to date and within other organisations, it is important 
that the findings and action plans are embedded and owned within teams and divisions, as 
well as identifying cross-cutting themes that will also be driven forward corporately.   

4.3. The Director of Culture and Leadership led an initial staff survey engagement workshop (task 
and finish group) on Wednesday 19 February 2020 with a range of staff survey divisional 
leads in attendance.  The aim was to consider patterns emerging from the 2019 survey 
results and culture and leadership discovery outcomes, learn from the approach taken last 
year in response to the staff survey and share initial ideas for  engagement events which will 
be designed to encourage collective ownership around changing things for the better 

4.4. A follow up workshop is being scheduled for March 2020 to explore ideas and agree what, 
when, where, why and how we’ll undertake engagement events around key cross-cutting 
themes as well as enabling a collaborative divisional approach that promotes meaningful 
conversation, results in action and embeds change in real practice.  Executives will be invited 
to be part of these engagement events. 

4.5. The culture and leadership service will provide divisional leads with their findings.  This will 
support them with their local discussions and action planning between now and end April ‘20.   

4.6. It is proposed that the top 3 themes in divisions are shared as part of the collaborative staff 
survey engagement task and finish group.  This will support the identification of corporate 
cross-cutting themes as part of the overarching culture and leadership workstream and 
enable the sharing of good practice across the trust. It is important the staff survey becomes 
an integrated part of our cultural barometer rather than an annual standalone initiative. 

4.7. The free text comments will be analysed and themed to support with the corporate and 
divisional conversations and action plans.    

4.8. The staff survey results will be shared with a number of relevant people groups/forums, 
including the equality diversity inclusion steering group and trust alliance committee to 
support engagement and changing things for the better. 

4.9. Given the considerable variation in the results at directorate and clinical service unit level, 
there is an opportunity to use our engagement events to showcase what works well in areas 
with strong employee engagement and to share learning and good practice with teams 
where engagement could be enhanced.   

5. Recommendation 

5.1. The Trust Board is asked to discuss and provide comment on the 2019 staff survey results 
and the next steps.  

Jo Phillips 
Director of Culture & Leadership 
February 2020 
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