
Oral submission evidence : Recruitment and Retention supporting information
Front line attrition and % retired
	Trust
	Attrition

	YAS
	9.43% band 5 roles (20% retired)

	
	7.43% band 6 specialist roles (42% retired)

	SCAS
	15.7% band 5 (16% retired)

	SWASFT
	9.12% band 5 (34% retired)

	EMAS
	10% band 5 (20% retired)

	NEAS
	9.4% band 5 (33% retired)

	SECAMB
	10.8% band 5 (7.3% retired)

	WMAS
	5.8% band 5 (25.3% retired)

	NWAS
	9.21% band 5 (19% retired)

	
	7.87 % band 6

	East of England
	9.48% band 5 (7% retired)

	
	10% band 6

	LAS
	12.2% band 5 (9% retired)


For Trusts that recruit directly into a specialist paramedic role at band 6 (YAS, East of England and NWAS) attrition is comparable with band 5 roles. SCAS and NWAS report that in the recent round of recruitment their newly devised band 6 roles were neither more nor less attractive than band 5.

Localised difficulties
	Trust
	Area of difficulty

	EMAS
	Leicestershire and Northamptonshire

	SCAS
	East Berkshire, High Wycombe, Oxfordshire (rural areas) difficult to recruit too as higher living costs

	East of England
	Hertfordshire, West Essex, South Cambs, E Suffolk

	SECAMB
	Kent

	YAS
	Trust wide - inner cities 

	SWASFT
	Bristol, rural Gloucestershire and Wiltshire

	NWAS
	W Cumbria, Central Manchester





Recruitment incentives 

	Trust
 
	Recruitment Incentives

	EMAS
	Up to £4000 on recruitment – flexible use – eg to fund driver training/C1/relocation.

	YAS
	Relocation package up to £8000

	SECAMB
	Relocation package up to £3000 for international paramedics
Loan for C1 

	NWAS
	Relocation package
Currently reviewing C1 criteria/charges

	LAS
	No incentives offered

	SCAS
	Relocation expenses

	SWASFT
	£2000 golden hello for hard to fill roles and up to £8k for relocation 

	East of England
	No response

	NEAS
	No response

	WMAS
	C1 up to a £1000 plus Trust pays for the 3 week emergency driving course

	
	


 
Supply issues
Vacancies – 1200 as of September 2015.  8% vacancy factor
	Trust
	Vacancies (FTE)

	WMAS
	0

	SECAMB
	237

	EMAS
	6

	YAS
	0

	LAS
	387

	East of England
	26

	NEAS
	109

	SCAS
	260

	NWAS
	135

	SWASFT
	53

	TOTAL
	1213



HEE supply data and information
In 2013/14 Trusts grew paramedic roles by over 1000 but supply did not match this. In this year the usual supply of paramedics dropped from 600 to 300.
PEEP report has highlighted this workforce shortage and HEE aims to improve supply.   There has been an increase in commissions over last 2 years of 87%, providing 1902 FTE growth over next 5 years
The potential transition to BSc in 2021 has resulted in new commissions to external HEI’s but a suggestion that internal pathways below the L6 (degree) standard would cease in 17/18 and reduce significantly in 16/17. The loss of HEE funding to facilitate internal pathway development is a risk. 
Interest in paramedic degree programmes
Supply into degree programmes is not an issue; reports suggest more students per place
	Trust
	Interest to places

	SWASFT
	15 to 1

	YAS
	30 to 1

	EMAS
	Between 11 and 34 to 1 depending on HEI

	SECAMB
	Between 8 and 10 to 1 depending on HEI

	SCAS
	Between 2 and 10 to 1 depending on HEI

	WMAS
	10 to 1

	LAS
	[bookmark: _GoBack]10 to 1



Paramedic deployment model
All Trusts employ band 5 paramedics. 
Band 6 is paid for specialisms (Air, HART, senior trauma, RRV); clinical leadership, mentor or team tutor, some hear and treat roles.  All these roles have extended skills sets, clinical competency and often leadership or educational responsibilities. 

Importance of pay? (Reason for leaving)
No Trust has a LRRP in place
	Trust
	Attrition data

	EMAS
	Reward package, relocation, work life balance, career advancement. 

	SCAS
	ECA’s and Paramedics in Oxfordshire are leaving for less pay but more work life balance
Work life balance, career progression


	SECAMB
	Less driving, improved working environment, pay

	NEAS
	No shift working, work life balance, long hour, missed meal breaks, late finishes, limited progression, retirement, pay 

	YAS
	Low morale, career progression, management style, 19% say pay is a factor. Half of staff who leave take on a bank contract

	SWASFT
	Shift work, demand, lack of ‘emergency’ work, missed meal breaks, late finishes, other clinical work which is not shift based, relocation

	NWAS
	Retirement, capability, new job opportunities, work life balance



Retention and recruitment initiatives
· Close partnerships with HEI’s
· MOD and RAF connections
· Use of appraisal to match training needs
· Career development pathways 
· International recruitment
· Improving meal break policies
· Student paramedic internal programmes
· Development of new roles (AP’s)
· Recruitment incentives
· Media and advertising campaigns
· Dynamic deployment to increase skill set
· Amending deployment models with non-clinical and clinical staff partnered
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