
Recruitment and Retention Update 

1. Introduction

1.1 This briefing paper provides an update on workforce plans and issues facing 
the North Cumbria Integrated Care NHS Foundation Trust (NCIC) on both a 
short and long term basis. The short term focus is on vacancies  across key 
professions, agency/bank use and the ‘hot-spots’ /pressure points within the 
organisation and the interventions/actions that have been identified to assist in 
mitigating the risks generated by staffing issues. In addition to the longer term 
focus which is the commitment of the NCIC to the Cumbria Integrated Health 
and Care Workforce Strategy.

2. Background

2.1 The requirement to ensure staffing levels are safe and sufficient to meet patient 
needs is well understood and the critical responsibility of Trust Board. 
Inadequate staffing has been a recurring theme in organisations where patient 
care has been found to be substandard and this inevitably contributes to 
additional costs within the organisations through such factors as increased 
length of stay and hospital acquired complications of care.

2.2 In determining what constitutes safe staffing it is important to take account of a 
range of factors and not focus solely on the overall numbers of staff in post. 
Capacity, competence and skill mix are critical in terms of establishing 
appropriate staffing levels alongside patient acuity, dependency and local 
factors e.g. ward configuration, demographic anomalies (such as high 
incidence of elderly population) etc.

2.3 As the NHS nationally faces increasing shortages in ‘traditional’ staffing groups, 
(most particularly Band 5 nurses), it is imperative that other solutions are identified 
and considered. North Cumbria has been recognised nationally for its innovation in 
developing the composite workforce model and that commitment to innovation will 
need to continue to meet the increasing demands on its NHS services.

3. Current Staffing Position

3.1 Across the three Care Groups of North Cumbria Integrated Care NHS 
Foundation Trust there are a range of vacancies the most significant of which is 
in Nursing, which is completely consistent  with the national picture

3.2 In addition to ‘vacant’ posts there are additional factors which also impact on 
front-line staffing pressures such as maternity, sickness, SPA time, study leave 
etc. 



4. Contingent Labour

4.1 North Cumbria (like much of the NHS) relies on contingent labour (agency and 
bank) to support essential services and shortfalls in staffing numbers.  The in-
house team has had some success in delivering innovation in agency 
management and the focus for the Trust is now on increasing bank use in the 
most cost effective and efficient manner, to further reduce spend on agency.

4.2 The medical bank roll-out is ongoing and has experienced issues with the 
software provided for non-LET doctors as well as cultural challenges with 
departments agreeing rates outside of Trust agreed rates. The non-medical 
bank work is also undergoing an overhaul of process and system improvement. 
The size and scope of these projects should not be under-estimated however it 
is recognised that this (bank) staffing resource will be invaluable from a patient 
safety as well as cost effective perspective.

5 Selected Workforce Pressure Points/Hot Spots

5.1 A&E Medical Staffing (WCH) has historically been difficult and expensive to 
staff and has a high reliance on agency. The Consultant rota will be reviewed 
and an independent expert brought in to advise on alternative staffing models. 

5.2 Theatre nurse shortages have contributed to long waiting times. There is a 
focus on recruitment and deployment of agency staff to bridge the gap, with 
planned recruitment of specialist Health Care Assistants. (HCA)

5.3 Given the significant pressures on the system with delayed transfers of care 
and super stranded patients the Trust has an unprecedented number of 
escalation beds now in place; this has resulted in significant staffing issues with 
increases in the numbers of areas currently being staffed via agencies.

5.4 HASU/Stroke – Medical staffing difficulties are now under control and being 
supported with agency staff which will be replaced as substantive staff move in 
to post and HASU is open and operating safely. 

5.5 Nursing generally is the pressure point (at a national and local level) so 
continued focus is required and continued pro-active attraction/recruitment in 
place and plan confirmed. 

6 Recruitment and Retention 

6.1 Robust recruitment continues within a number of specialities through the 
development of bespoke advertising campaigns and rotational programmes.

6.2 The Trust is currently perusing adult branch nurses who are due to qualify 
March 2020 and in order to secure these new nurses a recruitment event is 
scheduled for the 8th February 2020.



6.3 A number of students from other universities have applied for posts advertised 
via NHS Jobs and through the Trust’s dedicated recruitment website. The scale 
of this is being determined currently.

6.4 The recruitment team have scheduled visits to the university in order to actively 
encourage enrolment onto the bank as HCA’s.

6.5 The University of Cumbria have now established a new Institute for Health with 
the aim of supporting the Trust to train more nurses.  We are working in 
partnership with them to support this.

6.6 The Trust will have an increased focus on retention of all staff utilising NHSI 
shared NHSI retention improvement work.  Members of the executive team 
have collectively agreed to develop a focused nursing Retention Plan to 
support delivery of the People Plan with Executive and Non-Executive leads 
working with clinical leads to implement the 8 areas of improvement focus.

6.7 A task and finish group is being established to take this retention work forward.

7 Update on Recruitment Activity:

 Over 50 newly qualified nurses joined the organisation in September and 
October

 A recent recruitment event in Italy was successful with a number of 
conditional offers being made.

 The following recruitment events have also taken place:

Aberdeen – 08 October 2019
Teesside –01 November 2019
Sunderland – 08 November 2019

 A number of additional HCAs have been appointed to the nurse bench to 
increase support and flexibility across the Trust. This is happening across 
both sites.

 Bank staff have been approached to discuss fixed term appointment 
opportunities either in areas of their choice or on the bench currently there 
are a number of expressions of interest. 

 The bank team when interviewing registered nurses try to convert the 
appointment from bank to substantive appointments. 

 “Itchy feet” clinics are currently being planned but in meantime 
conversations are ongoing with staff and senior nurse leaders.



8 Longer Term Workforce Issues 

8.1 NCIC is committed to the Cumbria Integrated Health and Care Workforce 
Strategy which is currently being signed off by all partners.  Workforce planning 
is challenging for a system as large and complex as the Health and Care 
system in Cumbria. It needs to take account of future finances and service 
redesign, while service advances and changing needs and expectations add to 
the uncertainty of projections. The time it takes to train professionals means we 
need to look for ways of building greater resilience into our future workforce 
plans. 

8.2 The Strategy document includes six principles which NCIC are committed to, 
these are as follows:

   Securing the supply of staff – maximising recruitment opportunities; 

• Enabling a flexible and adaptable workforce through investment in 
educating and training new and current staff – skills development and 
skills retention; 

• Providing broad pathways for careers in Health and Social Care – new 
ways of working/new roles; 

• Widening participation in jobs so that people from all backgrounds have 
the opportunity to contribute and benefit from public investment in our 
Health Care – an inclusive approach to recruitment opportunities; 

• Ensuring the Health and Care system employers in Cumbria are inclusive 
modern model employers – leadership and culture; 

• Ensuring that service, financial and workforce planning are intertwined so 
that every significant policy change has workforce implications thought 
through and tested – retention. 

9 Conclusion 

This report provides an oversight of some of the recruitment and retention 
challenges facing NCIC in both the immediate and longer term and provides an 
update on the activity underway to address these challenges.


