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Executive summary 

   The application to dental contract values of continued efficiency savings in the NHS 

is a source of continued disappointment and anger to the profession. This 

application follows only partial implementations of previous DDRB 

recommendations on contract value increases with the result that many dentists 

have been facing continuous pay cuts 

   The BDA remains disappointed by the Government‟s decision not to require the 

Review Body to report on contract values for two years. With the reforms to the 

NHS continuing and uncertainty over job security increasing in the salaried primary 

dental care services, the Review Body process is an important source of stability for 

the profession and we hope that the Government will invite it to make 

recommendations next year.  

   Morale and motivation continue to diminish among general dental practitioners. 

These are particularly low among those with high NHS commitments. This 

downward trend in morale and motivation has been noted in our evidence for the 

last two years. 

   Some vocational trainees continue to have trouble finding positions. 

   There is evidence that many practices with high NHS commitment continue to have 

trouble recruiting staff.  

   Recruitment for salaried service positions continues to be a major problem. 

   Morale in the salaried services continues to deteriorate to alarmingly low levels.  

   Morale levels in both general dental practice and salaried dental practice are 

decreasing. The lowest levels of morale in both these services is found in England 

(with the exception of general dental practice where in Northern Ireland it is 0.3 per 

cent lower than in England) 

1.  Introduction 

1.1   Parameters of the evidence 

1.1.1   The British Dental Association (BDA) provides this written evidence to the Doctors‟ 

and Dentists‟ Review Body (DDRB) to ensure that it has up-to-date information on 

morale, motivation, recruitment and retention in dentistry.  

1.1.2   This evidence applies to England only. We are providing evidence for Wales, 

Scotland and Northern Ireland separately. These submissions will not include data 

on expenses as, following last year‟s format, this will be provided to the Department 

of Health as part of the direct contract value negotiations.  

1.1.3   The evidence is submitted for dentists providing services on behalf of the National 

Health Service (NHS) in England and covers: 
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   Dentists in vocational training 

   General Dental Services and Personal Dental Services 

   Salaried Primary Dental Care Services 

   Dental Public Health 

   Clinical academic staff working in academic institutions  

1.1.4   The British Medical Association (BMA) submits evidence on behalf of all hospital 

medical and dental staff. We ask DDRB to note that the issues raised by the BMA 

are applicable to those working in the hospital dental services.  

1.2   2011-12 Pay discussions with the Department of Health 

1.2.1   In December last year we submitted detailed evidence to the Department of Health 

on sharp rises in practice expense levels. We highlighted increased work that 

dentists were faced with to comply with new regulatory requirements. The 

Department insisted that „efficiency gains‟ amounting to 4 per cent were required 

and to achieve this, after using the DDRB formula to produce a figure for an 

increase in expenses,  imposed a requirement for all practices to comply with the 

best practice in Standards for Better Oral Health with no corresponding rise in 

expense reimbursement. Overall contract values were increased by 0.5 per cent. 

Given that practice expenses are rising significantly, dentists effectively 

experienced a pay cut. This was in spite of government assurances that they were 

seeking only a pay freeze.  

1.2.2   The salaried services were very disappointed with the Department of Health‟s 

decision to impose a pay freeze and noted that it would not help solve the existing 

problems of recruitment and morale. Graph 4 on page 16 shows that there continue 

to be significant problems with recruitment into the salaried services, even in the 

lower grades.  

1.2.3  The following text is from the BDA‟s press release following the pay announcement 

from the Department of Health on 28 April 2011:  

‘Uplift’ is really a pay cut, warns BDA 

The Department of Health‟s announcement today of just a 0.5 per cent 

increase in contract values for general dental practitioners in England for 

2011/12 is a pay cut that will negatively affect their ability to invest in patient 

care, the British Dental Association (BDA) has warned. The BDA 

demonstrated in its evidence to the Department of Health that expenses in 

dental practice are increasing sharply, but that warning has been disregarded, 

the BDA has said. 

Dentists are also being asked to implement new best practice guidance for 

preventing oral disease in children in support of the Government‟s aim of 

reducing levels of oral disease in younger patients. Where it is considered 
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appropriate, parents will be offered the opportunity for their children to have 

fluoride varnish applied to their teeth. 

John Milne, Chair of the BDA‟s General Dental Practice Committee, said: 

“The level of this uplift is simply not enough. Dentists across England are 

working really hard, through a period of uncertainty, to deliver high quality 

care to their patients. They are contending with a growing mountain of 

pointless bureaucracy and escalating costs on top of the effects of the 

efficiency savings imposed last year. They need help to address those 

problems.  

“While we support this prevention-focused activity to improve young people‟s 

oral health, the costs of providing the extra fluoride varnish to children have 

not been recognised by this uplift. The NHS rightly seeks to improve the 

quality of dental services and to increase the emphasis on disease 

prevention, but this cannot be done in an environment where not only are 

dentists incomes frozen, but the continued failure to reimburse expenses puts 

practices under severe financial pressure.” 
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2.  General Dental Practice 

 

2.1   Motivation and morale 

2.1.1   The BDA repeated last year‟s focus groups of general dental practitioners following 

their positive reception by the profession. They help provide more detailed and first-

hand information about the issues that face general dental practitioners. As usual, 

we also conducted our annual Dental Business Trends Survey (DBTS)1. A report on 

the focus groups can be found at annex 1, and the DBTS can be found at annex 2.  

2.1.2   Motivation and morale continue to be very low in general dental practice. Over forty-

four per cent of respondents to DBTS in England said their morale was low or very 

low, which is much higher than in previous years: (thirty-one per cent in 2010 and 

twenty-eight per cent in 2009). 

Graph 1: Self-reported morale among general dental practitioners in England (source DBTS) 
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1
 All references to levels of commitment to the NHS are made through self-reported income earned through NHS 

work 

Key points 

 Morale and motivation are getting worse. It is worst among those with 

greater NHS commitment 

 Pressure to achieve targets and excessive administration are the main 

causes of low morale 

 More dentists would expand their private practice or retire than increase 

their NHS commitment 

 Practices experience greater problems with recruiting dentists for  NHS 

work than for private work 

 The amount of time spent on administration is increasing most for those 

with higher NHS commitments, but is increasing for all dentists 
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2.1.3   The table below shows the specific burdens of dentists in England with an NHS 

commitment of over 75 per cent: 

Table 1: Workplace demands in England among dentists with over 75% NHS commitment (Source DBTS). 

Percentages are of the total number of respondents, who could pick as many options as were considered 

relevant.   

Care Quality 

Commission 
66.70% 

Excessive 

administration 
65.50% 

Rise in expenses 63.50% 

Decontamination 

requirements 
50.30% 

Pressure to 

achieve UDA 

targets 

48.10% 

Structure of UDA 

bands 
47.80% 

Lack of time for 

prevention 
37.70% 

Lack of time for 

quality 
37.10% 

Low UDA value 33.70% 

Threat of 

clawback 
30.90% 

Difficulties 

recruiting staff 
28% 
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2.1.4  The Practice Owner Focus Group Survey supported the DBTS‟s findings that 

morale was at a very low point and the problems with increased regulation and 

other burdensome requirements were identified:    

“I mean I am absolutely fed up with it.” 

“The morale of the associates is probably better, because they are insulated from 

all of the regulation and the extra hours doing CQC and HTM and all that”. 

Some practice owners no longer see dentistry as a career worth pursuing for 

themselves or their children: 

“Mine [child] won‟t. She says „Mum you‟ve just been so stressed and you just aren‟t 

enjoying it‟. So she can see that.” 

“I‟d be very upset it either of [my children] went into dentistry.” 

“I would get out of it if I could do but I can‟t afford it.” 

2.1.5  The graph below shows the attitude of dentists in England to dentistry with an NHS 

commitment of over 75 per cent. More dentists agree that being a dentist is 

frustrating rather than satisfying. Most, however, would recommend dentistry as a 

career, are satisfied with the level of care they provide and are satisfied with being a 

dentist. The low morale experienced by dentists is not, therefore, caused by the 

career choice, but rather the business environment in which they work, which is 

also shown by table one above. 

Graph 2: Job satisfaction in England of dentists with over 75% NHS commitment (Source DBTS) 
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Graph 3: Job satisfaction in England of dentists with over 75% NHS commitment (Source DBTS) 2010 
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2.1.6   The DBTS also asks questions about satisfaction with pay and conditions. The table 

below provides the results for those working in England with an NHS commitment of 

over 75 per cent. The responses below show a general dissatisfaction in all areas. 

Pressure to meet targets is, however, the greatest burden, while satisfaction with 

working hours is the least problematic though by no means satisfactory. 

Dissatisfaction with pay, levels of autonomy and working hours has increased from 

last year. While marginally fewer dentists feel under pressure to achieve targets this 

is at the expense of increased working hours and doing more for less, and shows 

perhaps shows the profession becoming more used to target driven contracts. A 

significant number, however, almost 80 per cent agree that they are under pressure 

to achieve targets. The impact of this on morale, motivation, recruitment and 

retention is no doubt severe as it continues to be the greatest source of 

dissatisfaction among dentists.  
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Table 2: Satisfaction with pay and conditions in England among dentists with over 75% NHS commitment 

(Figures from 2010 are included in brackets) (Source DBTS) 

 Strongly 

agree 

Agree Neutral Disagree Strongly 

disagree 

I am 

satisfied 

with my 

pay 

3.6% (5%) 
25.3% 

(38%) 

28.4% 

(24%) 

28.9% 

(24%) 
13.7% (10) 

I am 

satisfied 

with the 

level of 

autonomy 

in my job 

3.1% (4%) 
26.9% 

(28%) 

26.3% 

(30%) 

30.1% 

(28%) 

13.7% 

(10%) 

I feel under 

pressure to 

achieve 

targets 

45.1% 

(54%) 

32.7% 

(31%) 

13.4% 

(9%) 
5.1% (5%) 3.7% (1%) 

I am happy 

with the 

hours I 

work 

6.1% (7%) 
38.9% 

(48%) 

25.5% 

(22%) 
22% (19%) 7.5% (5%) 

 

2.1.7  The morale and motivation of general dental practitioners continue to deteriorate. 

Over 90 per cent of respondents to the DBTS with an NHS commitment of over 75 

per cent reported that their morale had either remained the same or deteriorated. 

Almost 20 per cent rated their morale as substantially lower. The data above 

suggest that if dentists were freed up to provide the care they are contracted to do 

morale would be higher. It is the bureaucracy, targets and administrative 

requirements that are the greatest burden and that are having the most damaging 

impact on morale (see graph 1 above). 

2.2   Recruitment and retention 

2.2.1   Vocational dental practitioners 

2.2.1.1   The BDA remains concerned about the future career prospects of dental students 

and those in their VT (now Dental Foundation Training) year. Student debt will 

increase as a result of the education reforms. This will have an impact on career 

decisions, especially on those from lower socio-economic groups. There are also a 

large number of students preparing for graduation in the coming years and this will 

have an adverse effect on places and competition.   
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2.2.1.2   There continue to be issues with the lack of VT places available to those graduating 

from English universities, as non-UK graduates can also apply for entry to the VT 

scheme. Last year, 21 English graduates were unable to find a VT place. The 

uncertainty of getting a place, combined with a new application process, has an 

adverse effect on young dentists‟ morale and reduces the attractiveness of the NHS 

as a career path.   

2.2.1.3   The BDA‟s latest VDP survey (annex 3) carried out in July this year shows that 97 

per cent of VDPs plan to work in dentistry in the UK once they have finished their 

training. 83 per cent of those who planned to work in dentistry in the UK had found 

a post and of these 27 per cent found the process fairly or very difficult. This is 

compared to 22 per cent in 2010.  

2.2.2   Associates and other dental professionals 

2.2.2.1   According to data from the DBTS there has been a partial freeze in recruitment, with 

over 79 per cent of practices not recruiting for NHS roles. Of the practices that did 

recruit, 60 per cent reported some problems with recruiting dentists into NHS work. 

Recruitment for predominantly private work is even lower, with 88 per cent of 

practices not recruiting.  

2.2.2.2   Practices continued to report difficulties recruiting dental nurses, hygienists and 

therapists. Fifty- two per cent of practices reported some problem recruiting a nurse 

and 17 per cent reported a problem recruiting a hygienist or therapist. Forty-seven 

per cent of practices, however, did not recruit a nurse and over 80 per cent did not 

recruit a hygienist or therapist.  

2.2.3   Practice owner and associate NHS joiners and leavers 

2.2.3.1   NHS Dental Statistics for England: 2010/11, published by the NHS Information 

Centre, provides a picture of dentists leaving and joining the service. The report 

showed that: 

 The highest rate of leaving was among the under-35s 

 As with previous years the rate of leaving among under-35s was higher 

among women than men 

 London saw the highest number of dentists leaving the NHS  

 Although there was a slight reduction in the number of dentists working under 

a GDS contract leaving the NHS compared to last year, it still remains at a 

considerably higher rate than 2006/07 and 2007/08 

2.2.3.2   As last year, there is a clear indication that private dentistry is more attractive than 

NHS dentistry, with the majority intending to increase the amount of private work 

they do, even in these straitened economic times. Even more dentists than last year 

(15 per cent) are planning to retire soon, however: 
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Table 3: Intentions to increase work or retire in England (Source DBTS) 

 England 

Increasing private work 52% 

Increasing NHS 9.9% 

Planning to retire 19.3% 

 

2.2.4   Workload and working hours 

2.2.4.1   The amount of clinical work being undertaken by dentists with more than 75 per 

cent NHS commitment has increased slightly according to the DBTS, this is 

occurring as the amount of time being spent on administration is increasing 

dramatically. Dentists are having to do more of both in order to meet their NHS 

commitments: 

Table 4: Time spent on clinical and administration in England among dentists with over 75% NHS 

commitment (Source DBTS) 

 Increased 

substantially 

Increased 

somewhat 

Stayed the 

same 

Decreased 

somewhat 

Decreased 

substantially 

Hours spent 

performing 

clinical 

dentistry 

6.9% 18.5% 55.8% 14.4% 4.3% 

Hours spent 

on dental 

administration 

27.2% 34.5% 34.4% 2.4% 1.5% 

 

2.2.4.2   Most administrative work falls to practice owners and they have reported a sharp 

increase in the amount of administration required. Associates too, however, 

reported an increase in the amount of administration required of them. Dentists are 

providing more clinical care and undertaking more administrative work and many 

received a pay cut last year. It is no wonder that the majority of practice owners and 

associates reported stress levels of four or five out of a scale of five in the DBTS.  
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Table 5: Levels of administration among practice owners and associates in England (Source DBTS) 

 Increased 

substantially 

Increased 

somewhat 

Stayed the 

same 

Decreased 

somewhat 

Decreased 

substantially 

Practice 

Owners 
47% 36.1% 15.5% 1.1% 0.4% 

Associates 10.6% 32.5% 49.3% 3.6% 4% 

 

2.3  Conclusion 

2.3.1  The morale and motivation among GDPs is low and getting lower. The main causes 

are an increase in administration and the rise in expenses. Our evidence suggests 

that dentists are happy with being clinical a dentist but and that if they were freed up 

to focus on clinical commitments then motivation and morale would be higher. The 

BDA strongly recommends that urgent action is taken to relieve the pressures on 

dentists to improve morale and safeguard numbers in the profession for patient 

care.   
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3. Salaried Primary Care Dental Services 

 

This section presents information about the recruitment, retention, morale and 

motivation of dentists in the salaried primary care dental services in England. The 

continued application of the Government‟s pay freeze for those earning over 

£21,000 is disappointing. The salaried services provide excellent care to the most 

vulnerable patients but have been experiencing problems recruiting new staff 

members. If pay is not competitive then provision of services for the most 

vulnerable will decline and those dentists who remain in salaried service positions 

will become ever more unable to provide the care they feel their patients need and 

suffer from even lower morale.   

3.1   Recruitment and retention 

3.1.1   As with last year‟s evidence we had two sources for our information on recruitment 

and retention in salaried services: Our Annual Survey of Clinical Directors UK 

(annex 4), and a Freedom of Information request to all salaried primary dental care 

providers on their recruitment of salaried primary care dentists in April and May this 

year (annex 5). The survey showed that recruitment of Band A and B dentists was 

once again a problem. This coincided with an increase in the number of referrals 

into the service. The result has been increasing waiting times, increasing length of 

treatment appointments and increased length of recall between appointments, as 

well as decreasing morale.  

3.1.2   Services in England saw increased difficulties in recruiting Band A dentists. 76 per 

cent of Clinical Directors surveyed had found problems recruiting for the position of 

Band A dentists, compared to 62 per cent last year. Problems were faced in 70 per 

cent of cases involving Band B dentists compared to 75 per cent last year. Lower 

problems recruiting can partly be accounted for by lower levels of recruitment, as 

evidenced by comments we received in our Salaried Services Morale Survey. 

 

 

Key points 

 Recruitment remains at low levels, particularly at lower grades  

 Morale and motivation is deteriorating  

 The main causes were identified as low pay and increasing workloads 

 The introduction of targets has lowered morale 

 Low staffing levels were a cause of low morale and general concern 

about the capacity to provide appropriate care for patients 

 Concerns were raised that managers were more concerned about 

administrative tasks rather than being patient focused 
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Graph 4: If you have recruited for the following roles in the past 12 months, did you experience any 

difficulties recruiting? (Source British Dental Association Salaried Primary Dental Services Health Check 

Survey of Clinical Directors – UK August 2011) 

 

3.1.3   Where problems were reported with recruitment the most common cause continued 

to be a low number of applicants. Last year 50 per cent of services had problems 

recruiting hygienists or therapists, making this the demographic with the smallest 

application problem. This year, however, 70 per cent of services have experienced 

problems with low numbers of applicants for Band B dentists, compared to 63 per 

cent that had a problem with a low number of applicants for Band A positions (see 

graph 5 below). Band C positions in some specialities continue to experience a 

severe shortage of applicants. Anecdotal evidence suggests that in the speciality of 

special care dentistry many services have not created band C posts and that 

instead specialist positions are being kept at Band B levels, however.  

3.1.4   Where there are applicants, all three grades continue to experience a significant 

number who are ineligible or otherwise unsuitable. Band A position applicants were 

reported to be ineligible 44 per cent of the time, and of low quality 50 per cent of the 

time. Band B positions faced similar problems with 35.7 per cent being regarded as 

ineligible and 42.9 per cent of low quality. Band C positions had the lowest rate of 

ineligible or low quality applicants with 25 per cent and 0 per cent respectively.   
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Graph 5: Problems reported by those who have reported difficulty recruiting for the following roles* 

(Source British Dental Association Salaried Primary Dental Services Health Check Survey of Clinical 

Directors – UK August 2011) 

 
*Note the base numbers for this chart are the number of services that had difficulties recruiting for the 

role, not all services. 

3.1.5   Over a quarter of Clinical Directors agreed with the statement that Transforming 

Community Services had increased problems with recruitment (14 per cent agreed, 

15 per cent strongly agreed). In 43 per cent of cases at least one post vacated in 

the past 12 months had not been filled due to funding for the post being 

permanently removed. There was a significant increase in the number of 

responses, indicating that funding for posts had been either temporarily or 

permanently removed.   

3.1.6   According to comments received in our Survey of Clinical Directors, the results of 

the reduction in the number of posts are longer waiting lists and greater pressure on 

existing staff: 

“Increased pressure to achieve targets – staff feeling stressed. Increased waiting 

times for patients. Recall intervals increased to help manage” 

“Longer waiting times as clinicians have slid sideways to fill the consequences of 

the vacancy” 

These problems are exacerbated when staff are training or sick, which is more likely 

as their workloads increase: 

“The service is fine when in equilibrium e.g. no training or illness, when this occurs, 

particularly long term illness, there are problems” 
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3.2   Recruitment problems – evidence from HR departments 

3.2.1  The BDA submitted a request under the Freedom of Information Act (annex 5) to 

109 identified salaried primary care dental services in PCTs/acute trusts/social 

enterprises about their recruitment of salaried primary care dentists. Responses 

were received from 101. 

 3.2.2  Of these, 57 did not advertise any dentist roles from 01 September 2010 to 28 

February 2011. 44 had recruited of which 1 had recruited for VDP/DFT posts only. 

The remaining 43 services had recruited for 88 permanent roles. A total of 76.3 

whole-time equivalent (WTE) posts were advertised. 32 posts were not filled: one 

due to no applicants, four due to no applicants being shortlisted, and 27 because 

none of the shortlisted applicants were offered the posts. This shows very starkly 

the difficulties in recruiting to the service. A third of all posts were not filled at all 

Table 6: Response to job advertisements by Band (Source: BDA’s Freedom of Information Act request) 

  
Number 
of ads 

WTE posts 
advertised 

Ads that 
received 4 or 

fewer 
applications 

Ads where 3 or 
fewer applicants 
were shortlisted 

Ads that were 
not filled at all 

  N N N % N % N % 

All 89 76.3 32 36.0% 54 60.7% 32 36.0% 

          
Band A  47 40.8 15 31.9% 22 46.8% 17 36.2% 

Band B  36 31.4 14 38.9% 26 72.2% 13 36.1% 

Band C 5 3.3 3 60.0% 5 100.0% 2 40.0% 

VDP 1 0.8 0 0.0% 1 100.0% 0 0.0% 

 

3.3   Motivation and morale 

3.3.1   The BDA conducted a survey on the morale of dentists working in the salaried 

primary care dental services (annex 6). The main findings of the report are included 

here. This builds on last year‟s survey and shows a considerable drop in morale 

among those working in the service. The main causes of low morale were similar to 

the problems identified by the Clinical Directors above: low pay and increased 

workload resulting in financial pressure and stress.  

3.3.2   Despite having low or very low morale, most dentists in the salaried services are 

satisfied that they can deliver the care required and think their job is interesting. 

What this shows is that it is not the clinical aspect of dentistry that is causing the low 

morale. When faced with individual patients, dentists are still working to the same 

high level. This means, however, that they have to work much longer hours. This in 

turn increases stress and lowers morale. This takes place against the backdrop of 

feeling unappreciated and unimportant compared to other services. This trend is 

unsustainable and unjustified for a frontline service treating those with the highest 

need.  
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3.3.3   More than half (58 per cent) of the respondents stated that their morale was low or 

very low. Only 13 per cent stated that their morale was high. Over 70 per cent felt 

that their morale had decreased in the last year. The lowest levels of morale were 

reported in England.  

 
Graph 6: How would you rate your morale as a dentist in the SPDCS at the moment? (Source British 

Dental Association Salaried Services Morale Survey 2011) 

 

3.3.4   The biggest issues affecting morale were the uncertainty surrounding the SPDCS 

and the NHS in general. Other major factors were inadequate staffing levels, poor 

leadership, ill-informed commissioning, increased administrative burden.   

“Uncertainty about future of NHS as a whole...Uncertainty and lack of faith in new 

commissioning arrangements in the NHS as a whole and in particular around 

dentistry” 

“Cuts to the budget while demand for services in increasing” 

“Cost savings leading to anxiety regarding redundancies and pay freezes. Also 

Transforming Community Services: potential loss of NHS terms and conditions”. 

3.3.5   Just one in five participants in the UK felt they had sufficient time for clinical 

administration, and this figure fell to 15 per cent when considering Dental Officers 

(Band A).  

“Increased administrative workload due to reduction in support staff. Feel clinical 

skills are being wasted at the expense of doing work which should be done by 

someone else, i.e. dental nurses or admin support. Am expected to take on extra 

tasks without any amendment to current job plan and expected to simply absorb the 

extra work. Working from home almost every day despite being "part-time" to catch 

up on administrative and urgent referrals etc.”. 

3.3.6   Inadequate staffing levels were highlighted in last year‟s report, yet still only 23 per 

cent participants felt that the staffing levels were of an adequate level. 
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3.3.7  The Chair of the BDA‟s Salaried Dental Committee issued this statement about the 

morale of those working in the service following a BDA survey of accredited 

representatives (the BDA representatives in each workplace) which highlights staff 

shortages and the impact on service provision as key issues to be considered and 

addressed: 

“This survey confirms fears that Government promises to protect frontline patient 

care are not being delivered on by PCTs. It paints a picture of vacancies not being 

filled, equipment not being replaced and increased waiting times for patients.  

   

“We understand that economic circumstances mean that tough choices must be 

made about the use of a finite pot of money, and allowing services for the 

vulnerable minority to falter may look like an easy option because these individuals 

are often less able to speak up for themselves, but salaried primary care dentists 

will not tolerate misguided decisions to put money before care for these patients.  

   

“That‟s why we‟re highlighting these problems now and demanding urgent action. 

Primary Care Trusts must be reminded of the Government‟s promise to protect 

frontline care and play their part in ensuring it is kept. If they fail to do so, our fear is 

that services will simply disintegrate, and by the time the National Commissioning 

Board assumes its responsibilities, primary salaried dental care will be a pale 

shadow of the service it is now.” 

3.3.8  Many dentists in England and Wales were frustrated by the introduction of Units of 

Dental Activity which were considered to undermine the focus on patient care and 

providing high quality dental services: 

“Unrealistic targets for special care patients, especially around UDA's.” 

 

“Increased stress on meeting unrealistic UDA targets.” 

 

“The unfair use of the UDA system as a target system - does not measure quality, 

only quantity.” 

It is clear that the introduction of targets to the salaried services in England and 

Wales has had a negative impact on service where morale is already extremely low.   

3.3.9   The vast majority (90 per cent) of those in England felt that Transforming 

Community Services would have an impact on the SPDCS, with more than half (59 

per cent) feeling that it would have a large impact on the service.  

3.3.10   There was also concern regarding the wider NHS reforms with more than nine in 

ten (93 per cent) participants in England anticipating an impact to the SPDCS; and 

over half (58 per cent) believing that it will have a large impact on the service.  

3.3.11   Only 38 per cent of those surveyed said that they would recommend a career in the 

SPDCS, which is considerably down from 44 per cent in 2010. More dentists in the 

salaried services were frustrated with their work than last year, but still agree that it 

provides an interesting environment to work in. The problem is not about the 

dentistry but appears to be about pay, bureaucracy and autonomy.  
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Graph 7
2
: Comparison between 2009/10 and 20010/11 of those who agreed or strongly agreed with the 

following: (Source British Dental Association Salaried Services Morale Survey 2011) 

 

3.3.12   Just under half (47 per cent) of those surveyed in the UK were happy with the 

leadership and management within the SPDCS, a similar figure recorded in 2010. 

48 per cent of respondents in England were dissatisfied or very dissatisfied with 

management, however. Half of the participants (51 per cent) were not satisfied with 

their current level of job security, with two-thirds very concerned, and 27 per cent 

somewhat concerned, about possible changes to their NHS pension. Only five per 

cent were not concerned at all about prospective changes. Levels of concern were 

fairly universal across all countries, salary bands and age groups. 

3.3.13   Participants stated that the biggest improvement to their working life would be to 

have adequate levels of staff across the service; recognised time for administration; 

better leadership within the service; and, a period of stability with the service. 

3.4   Conclusions and recommendations  

3.4.1   Staffing and recruitment – There are serious problems with the recruitment of 

dentists to the salaried primary care dental services, particularly for Band A posts.  

3.4.2  Administration – In light of the cuts in administrative staff many salaried dentists 

do not have administrative support. There needs to be recognition from the Trusts 

that the administrative burden within the service has significantly increased. This 

change and additional workload should be reflected in changes to working patterns. 

Time should be set aside so that these tasks can be completed properly so they do 

not impinge on clinical care or employee work-life balance.  

3.4.3   Service monitoring - The sole use of UDAs as an outcome measure within the 

service without consideration of the patient mix is damaging to the morale of 

individuals in the service. Recognition by commissioners of the differences between 

                                                           
2
 Only includes questions which were asked in both years 
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general practice and SPDCS is an essential first step in formulating more 

appropriate outcome measures based on quality, rather than the target driven 

approach.  

3.4.4   Future – There are high levels of uncertainty within the service across almost all 

aspects within the role. Uncertainty regarding the future of the service, the future of 

the NHS, job security, changes to terms and conditions, and remuneration are all 

impinging on morale. There is a clear need for a period of stability within the service 

so that employees can focus on patient care, for expediency to clarify any proposed 

changes, and for a clear long-term plan to be communicated to all employees.  

3.4.5   The salaried services provide high levels of care to the most vulnerable groups in 

society. Yet the professionals who are choosing to enter this service are being 

rewarded with lower pay and increasing workloads. The result is a stressed, de-

motivated and unhappy workforce.  

3.4.6  As we did last year, we recommend the addition of two incremental points to the top 

of the Band A scale. This would require the deletion of the two points at the bottom 

of the scale.  

4.  Clinical academic staff 

4.1   We are providing evidence on the recruitment and retention of clinical academic 

staff. Although this staff group is outside the remit of DDRB, they have a profound 

influence on the quality of the education received by dental undergraduates and 

affect the recruitment of young people into the profession. Clinical academic staff 

play a key role in dental schools and exhibit high levels of teaching, research and 

clinical skills which should be adequately remunerated. We thank DDRB for 

considering our evidence on clinical academic staff in previous years and invite it to 

do so again this year.  

4.2  Problems remain around the recruitment of clinical academic posts. Recent data 

from the Dental Schools Council3 shows that there has been an 18 per cent decline 

in the number of professors, senior lecturers and lecturers since 2009. The senior 

lecturer level in particular is experiencing a drastic shortage with a decline of 52 

FTE since 2000, or a drop of 28 per cent. We are concerned that the removal of 

funding from the Funding Councils which contributed 78 per cent of funding in 2010 

could have an adverse effect on funding levels and lead to a decline in pay. Special 

areas face staffing shortages and the Dental Schools Council reported 44 FTE 

vacant posts across the specialties. Forty-eight per cent of clinical teachers and 

senior clinical teachers were aged over 45, compared to 62 per cent of professors, 

senior lecturers and lecturers. In 2004 this level was 51 per cent. With the teaching 

population ageing it is imperative that remuneration levels are competitive to 

encourage younger dentists to take an academic career.   

                                                           
3
 Clinical Academic Staffing Levels in UK Dental Schools Dental Schools Council 2011 
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Background and methodology 

During May and June 2011 the BDA Research Unit conducted six focus groups with practice 

owners across the UK. The focus groups lasted for between two and three hours. The 

groups were semi-structured with the following discussion topics: expenses, income, patient 

behaviours, staffing and recruitment, morale, efficiency savings, as well as any specific 

national issues associated with each country. 

 

An invitation was sent out to 300 practice owners randomly selected across the UK. Fifty-five 

individuals stated their desire to participate and were invited to attend, and 38 attended the 

groups. The groups included practice owners from a range of practices, including single 

handed and larger practices and covering a spectrum from almost 100 per cent private to 

almost exclusively NHS. The table below shows the number of attendees at each focus 

group.  

 

Table 1: Attendees, date, and location of focus groups 

Location  Date Attendees 

Belfast 16 May 2011 3 practice owners 

Glasgow 17 May 2011 2 practice owners, 1 practice manager, 1 dental accountant  

Cardiff 23 May 2011 11 practice owners, 1 associate 

Manchester 24 May 2011 9 practice owners, 1 practice manager 

London  31 May 2011 3 practice owners 

Online 2 June 2011 6 practice owners 

 

The focus groups were recorded and transcripts produced from each session and these 

were coded. The coded information was clustered and thematic groups emerged which has 

formed the basis of this report.  

 

While the groups included a range of practice owners, focus groups are by definition too 

small to be representative in a statistical sense. The contents of this report represent the 

experiences and view of those attending the groups and should not be considered as the 

views of the BDA.  
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Introduction 

The focus groups were asked to identify the issues that were affecting them the most as 

dentists. A range of issues were highlighted that were common across the four nations. The 

dramatic rise in practice expenses, ranging from materials to staff costs and utilities, was an 

issue that was repeatedly discussed. Dentists felt that there has been a dramatic increase in 

the administrative burden placed upon them, specifically surrounding regulation of the 

profession, which seems excessive and unnecessary. Low morale is an issue for many 

practice owners, caused by increased pressures to achieve targets, financial worry and a 

lack of appreciation for the profession. 

 

This report begins with chapters focusing on issues that concern all four nations. This is then 

followed by a discussion of areas which affect dentistry in each specific nation. Finally, the 

report summarises the thoughts of the focus group attendees and what they would do to 

improve their working lives.  



British Dental Association‟s Evidence to DDRB 2012/13: England  27 

 

Executive Summary

  Executive Summary 

 Practice owners across all countries highlighted that expenses have risen in almost 

all areas of the business. This increase in expenditure has not been matched in 

increases in NHS contract values and has gravely affected the profitability of their 

practices. 

 

 Participants specifically discuss the increase in materials and laboratory bills which 

have seen a sharp rise over the last twelve months. In addition, the cost of funding 

the recent changes to decontamination regulations was a contentious issue for the 

majority of participants. There were huge concerns with the one-off initial capital 

outlay required to equip and renovate practices meet the new regulatory demands. 

 

 The practice owners were of the general opinion that practice income has been 

diminishing for a number of years. The recession is thought to have caused 

significant changes in patient behaviour and it has been observed that patients are 

delaying both treatment and payment for treatment.  

 

 There was a feeling amongst those present that trust in dentists has been eroded, 

leading to an over burdensome regulative structure. This has manifested itself with 

increased levels of bureaucracy required from dentists and practices.  

 

 One of the most contentious issues that practice owners had was the amount of 

paperwork which has been require to comply with the CQC in England, RQIA in 

Northern Ireland, HIW in Wales and decontamination regulations. The participants 

were not only vociferous about the quantity of paperwork but found that it was 

unnecessary and irrelevant, having been transplanted from hospitals and care 

homes without much regard for the very different nature of dental practices. 

 

 It was almost unanimously agreed that the current morale of practice owners was 

universally low and at its lowest point that it has been in years. There were many 

reasons given for low levels of morale in practice owners. The most prominent was 

the current financial pressures and bureaucratic changes which have been placed 

upon them, which has become their biggest worry in their life.  
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 Recommendations: 
Recommendations: 

  
These are recommendation based on the views of the participants in the focus groups.  

 

1. Expenses – Expenses are increasingly being affected by volatile market conditions 

yet changes reflecting expenses are calculated using historical data. A more robust 

and reactive system is required to take into consideration current upwards trends in 

expenses.  

  

2. Administration – There has been a huge increase administrative burden placed 

upon dentists. These additional responsibilities have been undertaken without an 

acknowledgement of the changes to working patterns. It is recommended that a 

reduction in the amount of unnecessary paperwork which is required. This could be 

achieved partially by reducing the duplication which is required or by the NHS 

allocating protected time in which the paperwork can be completed.  

  

3. Regulations – There has been an increase in the regulatory burned on practices in 

the past couple of years. These increased practice overheads and additional 

practice improvements have not been recognised within local commissioning. It is 

recommended that national and local dental commissioning should take into 

consideration additional funding targeted specifically at practices.  

  

4. Decontamination – Concern surrounding the lack of a proven evidence base for 

decontamination requirements. Without such evidence, there is a call for the 

regulations to be relaxed both in the timing of the implementation and the required 

standards, until such evidence can be validated.  

  

5. Efficiency savings – With GDPs running their practices as small businesses they 

are already run to a far high efficiency standard than other primary care providers. 

Thus, further efficiency savings should not be sought from NHS dentistry.  
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Expenses 

Practice owners across all countries highlighted that expenses have risen in almost all areas 

of the business. This increase in expenditure has not been matched in increases in NHS 

contract values and has gravely affected the profitability of their practices. 

 

You name it and it has gone up. (England) 

Achieving the balance between the rising cost of running the practice and 

maintaining the high standard of performance to meet the requirements is becoming 

extremely challenging under the current climate. (Online) 

Practice expenses are on the increase and salaries are not. (Wales) 

I think materials have gone up, only because we have to buy them from Europe and 

the exchange rate has affected it quite a lot. Materials have definitely gone up, and 

they only ever go up, they never go down! It‟s everything, electricity, gas, heating 

lighting, rates have gone up. Everything. (England) 

Participants specifically discuss the increase in materials and laboratory bills which have 

seen a sharp rise over the last twelve months. This was partially explained by the global 

increases in the price of precious metals and unfavourable exchange rates with the euro. 

With the recent increase in VAT some participants also felt that it was unfair that they had to 

pay VAT on equipment and materials while working in the NHS. This combination of factors 

has resulted in substantial price rises. Yet some felt that companies and laboratories were 

taking advantage of the situation to raise prices beyond what would be reasonably expected.  

 

Exchange rates for materials and precious metal costs. These are things I think 

everyone of us would say there has been substantial increases on. We are not 

talking about 2-3 per cent. It‟s been substantial. Laboratory costs 20-30 per cent 

more, I‟d say material costs 20 per cent. (England) 

The exchange rate has been a big factor in the last couple years. (England)  

Our labs put their prices up three times in two years, whereas usually it was every 

two to three years they would put their prices up. (Wales) 

The lab costs have gone up because of the metals. (Scotland) 

Cost of gold has gone thought the roof. (Scotland) 

All of the utilities have gone up; as soon as the pound drops against the euro they 

ramp the materials prices up, they don‟t seem to drop back down again at the end. 

And it affects things because you face a reduced profit. And it gets to the point where 

you don‟t have any money to put aside for contingencies or investment, for giving 

your staff a decent pay rise, and you‟re taking a pay cut yourself. The running costs 

are horrendous. (England)  
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And another thing is the VAT that went 2.5% in January, but it went up 2.5% the 

January before and prior to that it was at 15% so now it‟s up by a third in 15 months 

ago and we have no recourse to claim back VAT. (Northern Ireland) 

Is there any manoeuvrability on VAT because we do pay a lot on VAT, it‟s on your 

equipment, it‟s on your monthly equipment, it‟s on your materials and no doubt it‟s in 

your lab bill. (Northern Ireland) 

To mitigate against these rising costs, many of the participants have been forced into regular 

negotiations with their providers or to source materials and laboratories from overseas, 

something most did not do in the past. Others sought to use cheaper alternatives materials 

rather than their preferred choice. Another alternative used to mitigate rising expenses was 

to pass the cost onto patients by raising private fees, an option not available to those 

exclusively providing NHS treatment.  

 

I have negotiated it, item by item, but the prices are only for me. (Northern Ireland) 

So we do all our work as outsourced in Japan and China. And got it all MRA 

registered and everything MHRA registered. That has cut our costs and we have had 

to do that. (Scotland) 

Lab bills have also increased - but can be mitigated by passing on increases to the 

patient whenever possible and by reviewing the labs we use - sometimes we have 

found better work from labs that charge less. (Online) 

To mitigate rising expenses we review and increase our private fees annually. 

(Online) 

Seeking such compromises has resulted in additional problems. Negotiating with suppliers 

takes time and cannot been done every year. Smaller practices felt they were at a 

disadvantage in negotiations, not being able to guarantee a certain volume of orders in 

comparison with larger practices. There is also a concern regarding the loss of quality when 

using cheaper materials or laboratories from overseas to such an extent that some practice 

owners are refusing to compromise and are having to absorb the additional costs. Some 

also felt that lower quality lab items were a false economy once you factor in additional time 

required to fit poor quality work, and to replace failed treatments.  

 

That‟s the sort of thing, it does actually take a heck of a lot of time to do that, you are 

phoning up people and you are going round to different companies but when you 

have to you do it. And this year I find you‟ve got to the point where you have to do it. 

(Northern Ireland) 

You can‟t do that [negotiate] year on year (Northern Ireland) 

You have to have some man hours though, going through all the brochures and 

ringing up the suppliers to find out what that is going to cost me today. (Wales) 

I am aware that I am pushing the suppliers harder, bargaining with them and in a way 

I didn‟t use to and it has reached the point of no return and we are not getting any 

further. It has reached rock bottom. (England) 
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But we had volume – it‟s flexing your muscles which is the point I‟m saying the 

profession should do. (Northern Ireland) 

But it‟s taken a lot of time and if you are drilling teeth all day long you don‟t have time 

to do those sorts of things and that is the killer. (Northern Ireland) 

And sometimes it can be a false economy if you use something cheaper and it 

doesn‟t work and you end up re-doing things. So there is a false economy to some 

extent, you have got to work out what is more costly, if you are using a cheaper 

material but it is taking you more time then it‟s not necessarily a better option. But 

you just have to keep looking. (Wales) 

You might be able to look for a cheaper material but some of the cheaper material 

you don‟t want to use anyway and yes profit is down. (England) 

The cost of funding the recent changes to decontamination regulations was a contentious 

issue for the majority of participants. There were huge concerns with the one-off initial capital 

outlay required to equip and renovate practices meet the new regulatory demands. This 

coupled with the on-going costs to validate equipment, hire additional staff to operate it, and 

the increase in utilities to run it all adds up to a huge new expenditure for something that 

does not increase revenue in any way and that many dentists feel does not improve patient 

safety.  

 

To kit a room out is going to cost a lot of money, and tooling up for it, getting the 

extra sundries. (Northern Ireland) 

But you also have to mention the things that we are experiencing for the first time; 

like having decontamination equipment validated. Which can be very expensive. 

(England) 

You think in a lot of practices it will cost 10-15-20 thousand pounds if you don‟t count 

all the equipment that has to go in it, all the washer disinfectors and all that. 

(Northern Ireland) 

Absolutely going to cost a fortune. Our autoclave was £700 or something like that just 

to get that done and that is something that we didn‟t really do before. It used to be 

only about three practices used to validate their autoclaves and now we are all going 

to have to do that. And there is another pile of money going out that we didn‟t have 

any opportunity to get back and we never had to do before. (Northern Ireland) 

The expenses have changed hugely by setting up a decontamination room, 

employing a 'spare nurse' to change instruments, using more expensive disposables, 

having amalgam separators fitted, having to finance at a more expensive rate. 

(Online) 

Staffing levels have increased due to the need for CQC compliance, as has service 

agreements. (Online) 

To run [the decontamination unit] is going to cost 25-30 grand when you pay a nurse 

to be in it. (Northern Ireland) 
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We actually need an extra member of staff because of the HTM 01 05. You can‟t 

have it in the surgery so the nurses can‟t run to a central sterilisation area and do it. 

You can‟t streamline it so now you have got to have a dedicated member of staff to 

do all of the sterilisation. (Wales) 

While some practice owners have frozen staff pay others have felt the necessity to increase 

staff wages in order to keep them in competitive in the job market. NHS practices felt they 

were competing with private salaries, and both reported competition with the salaried 

services where nurses are comparatively well paid. It was felt by many that giving staff a pay 

rise in order to retain them was worth the additional expense it would mean to the practice. 

These rises have had to come from practice profits as increases to NHS contract values 

over the last two years have been negligible and private practices are also struggling with 

the economic climate.  

 

We haven‟t offered anybody a pay rise this year. (England) 

In five years my staff wages, and I‟ve only got two staff, went up £10,000, my salary 

has gone up nowhere near that. (Wales) 

That‟s another problem, if you are looking for NHS staff, they would far rather go and 

get more money in a private practice. You really have got to put your staff wages up 

to get anybody to come and work with you. But your income is nowhere near 

covering what is, in effect, a private nurse‟s salary. That‟s the only way you get them. 

(Wales) 

We‟ve seen a change. Nurses used to be disposable. You picked one up, you 

trained, and it‟s almost like they were cleaning round you. And there was no respect 

at all. It was terrible and what we did was when we started, we said we are going to 

make nurses feel like nurses. So they took a role. I mean our girls are trained in 

different things, oral cancer, looking at fillings: a bad filling, a good filling. They are 

almost like dentists. They take a role. They have to look in the mouth. They feel 

better. We pay them well. We do pay them [well], again it is our own decision to do 

that. It keeps them there, we see them as being there for life. Again it is 

reinvestment. (Scotland) 

But that is another difficulty, when you look at what they pay in hospital and the 

community compared to what we can offer. (Scotland)  

And they are not only doing that they are stealing staff as well. We‟re getting staff 

stolen in the salaried services, because they are offering dental nurses what are 

effectively handsome salaries that general practitioners can‟t compete with. 

(England) 

In addition to increasing staff wages and the increase to the level of staffing due to 

decontamination; there had been the additional burden place on practice owners to fund 

dental nurse registration and training. In the discussions with practice owners they felt that 

the cost of training is unreasonable. Practices were further out of pocket from having to close 

surgeries while nurses attended training courses. There was also doubt expressed as to 

whether these changes were actually having a positive effect on the profession of nursing.  
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The cost of training staff has gone through the roof as well. (Wales) 

Things like training days, increase in core topics, doesn‟t balance with our income 

which, value-wise, is getting less and less and less. (Wales) 

But registration of dental nurses hasn‟t helped, many people just stopped. (England) 

GDC registration, we have just had their notices through, we pay for ours, I suppose 

a lot of people do but that had gone up an extra £40, when you multiply that by 8 

people on top of what you are paying already. (Wales) 

We had a course for staff on Friday so we have to take the day off because it‟s 

something they all had to go on so we had to take the day off so not only are you 

paying for all of them to go but you can‟t work, you can‟t earn either. (Wales) 

Providing the new legislative training, for example training dental nurses, health and 

safety and things like that. They just put the prices up and up and up. The company 

we used to use for training nurses, one year it was £400+VAT, the very next year it 

went up to £600 + VAT and the year after that it went up to  £999+VAT. It‟s a joke. All 

these companies know they are onto a winner, because it‟s legislative they can do 

what they want. (Wales) 

The level of associate remuneration was discussed in each of the focus groups. Many of the 

participants had put their associate percentage down or were considering it. They 

considered it imperative to do so and claimed that the days of 50 per cent associate 

percentages were unsustainable.  

 

The main thing you touched upon is that profits have gone down and those 50/50 

days of associates are gone. (England) 

Everybody says reduce your associate‟s percentage (Wales) 

My accountant says it is a reality that we have to seriously consider it. (England) 

We did last year and out associate left. (England) 

It [a cut in percentage] would be a reality for mine [associate] but she is on maternity 

leave at the moment. (England) 

When you speak to the dental accountants they say there is hardly anyone on 50%, 

that is what there figures show because everybody is top slicing their UDAs. 

(England) 

With the spiralling cost which we have talked about, yes definitely [unsustainable]. 

(England) 

Other members of the focus groups stated that they would not alter their associate 

percentages because they felt it may led to losing their staff members, and the desire to 

retain staff was more important to them and their practice. 

 

45 [per cent] is what you need to pay but we‟re on 55 per cent and they get a car 

right. Because the reason for the car it keeps them for three years…. I see that 
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everybody who works for me is part of my life and I can‟t change that. If anything 

goes it  goes with me first and then it goes  last thing down the line. We try to keep 

everything stable. And have a nice wee time. The old patients come in and see the 

same dentist for years and we‟ve keep it for now. (Scotland) 

Other expenses issues were raised including the cost of CQC burden of IT costs; other 

bureaucratic expense such as new (and often unnecessary) health and safety regulations 

(e.g. hot tap signs) and waste disposal.  

 

IT costs as well, the software and hardware maintenance are huge. That‟s something 

we never had in the past but now, the contracts are just huge. (Wales) 

But I would say the thing that has definitely been killing us over the last year is the 

amount of tests and health and safety things that you have to do that you never had 

to do before. (Northern Ireland) 

CQC cost money to run and we are alone in funding that. (England) 

Waste disposal is one of the things that has really rocketed (Wales) 

It‟s just a racket for waste disposal companies to make money. (Wales) 

It was noted that all of the expense related issues above are hitting the practice owners and 

that many associates are not aware of the additional financial burden affecting practices. 

The focus groups felt that any additional funding or changes to funding arrangements should 

be targeted at practices rather than providing a general rise to all dentists.  

 

Those are all our bills that we have got, associates haven‟t got any bills their bills 

haven‟t gone up, they are as well off as ever in fact they have had a bit of a raise. 

They got half a per cent and if I create efficiencies by saving in the lab, they gain. 

(Northern Ireland) 

I think associates need to bear some of the costs now, they need to share the pain. 

(Northern Ireland) 

But these things, all these tests, doesn‟t have any impact on what the associate is 

actually earning and yet you are having to pay that all for the practice. So I can see a 

time when the associate is going to feel it. (Northern Ireland) 

I think practice owners are having to take the brunt of the increased expenses, 

wages, materials, VAT, whatever. (Wales) 

In summary, practices feel they are being hit from all angles, not only facing significant rises 

to the more traditional expenses such as laboratory and staffing costs, but also facing a 

barrage of new costs that did not exist five years‟ ago.  

Income 

The practice owners were of the general opinion that practice income has been diminishing 

for a number of years and for a variety of reasons. Most notably the recession is thought to 
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have caused significant changes in patient behaviour. It has been observed that patients are 

delaying both treatment and payment for treatment which is having a negative impact on 

practice income. This caused particular problems in England and Wales where delaying 

appointments can lead to higher treatment needs for the same UDA rate.  

 

I‟m getting a lot more requests to patch something up, rather so they can put off the 

charge. (England) 

Yes and deferring treatment. I think that is happening, or lengthening intervals 

between courses of treatment because they don‟t want to come back so soon. 

(England) 

People didn‟t think twice when you said they needed a crown, now they ask „do I 

really need this?‟ (Wales) 

But recently the amount of people that have lost jobs that are sitting in that limbo 

where they can‟t get any benefits [has increased] so I think a lot of patients stopped 

coming and a lot of people they know can‟t get free dental treatment. So there is a 

huge drop in the amount of people going generally to NHS practices. (Scotland) 

But I think people aren‟t in a big hurry to spend masses of money on root treatments 

and various things that they maybe would have done before. (Northern Ireland) 

People are attending less frequently, even taking into account that you are asking 

them to come less frequently. (Wales) 

Compounded by the fact that even regular patients of mine are now coming 

irregularly and stacking up the fillings so they only pay for one course of treatment 

and have four fillings done instead of one. They have said this, „it‟s not worthwhile 

coming in for one, I thought I‟d hang on until I had more than one‟. (Wales) 

Although there were few practice owners present who engaged in predominantly private 

practice, it was agreed across the focus groups that many patients were moving away from 

private treatment in these changing economic times and seeking NHS treatment. This has 

led to many private practices struggling financially with such a demised income, some 

having even taken on NHS work in Scotland and Northern Ireland.  

 

Having said that I am aware of some private practices that are significantly feeling 

the draught of what‟s going on at the minute. (Northern Ireland) 

The other thing we have found as well is that patients are leaving private practices. 

They want to leave them and come and join us on the Health Service. Because they 

can‟t afford it. And the private practice fees have gone up and they are joining us on 

our waiting list. That is happening quite a lot. (England) 

I‟m aware of several private-ish practices not far from me who are doing a hell of a lot 

more HS work. The very fact that they are admitting it. (Northern Ireland) 

A lot of private dentists are struggling, because the market has changed. (Scotland) 
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There was a general feeling that patients were expecting more for less. This is apparent in 

patients becoming more demanding, expecting cosmetic treatment on the NHS and 

generally unaware of what NHS treatment is available to them.  

 

I think they seem to expect a more and more comprehensive service and then with 

the introduction of higher patient charges they then think they are not getting value 

for money. I think at the moment economically, a lot of them can‟t afford the Band 3 

or a lot of them shy away from it. I‟m getting a lot more requests to patch something 

up, rather so they can put off the charge. (England) 

Patients are looking to have a whole lot of work done in a cheaper way, especially 

under the NHS. (Online) 

Income levels are also being affected by the number of missed appointments. There was 

near total agreement that appointments where the patients fail to attend was deeply affecting 

their income. This was magnified if the patient was booked in for a lengthy treatment. There 

was a frustration at the inability to recoup any losses from the patient for the loss of time. 

 

Failed appointments is a challenging issue we have to face under the NHS as we 

cannot charge these patients and due to repeated failed appointments if we have to 

let them go, the practice loses the good will of that patient. (Online) 

That is an efficiency saving, charge for missed appointments they learn not to miss 

them and then we save money because we‟d actually be working. (England) 

That is very annoying, when they don‟t turn up because they cannot be penalised. 

When they don‟t turn up that‟s time that I could have offered to another people. 

(Wales) 

Bureaucracy 

There was a feeling amongst those present that trust in dentists has been eroded, leading to 

an over burdensome regulative structure. This has manifested itself with increased levels of 

bureaucracy required from dentists and practices. So much so that dentists are finding that 

they are spending an unnecessary amount of time with their back to the patient in order to 

complete the required paper work. This is more frustrating for the fact that much of it is 

perceived to be unnecessary or over the top.  

 

I think most practices would say, a bit of regulation and at a reasonable level, to keep 

your stuff up to date, your decontamination, all that sort of stuff. I think that‟s perfectly 

reasonable if that‟s what was brought in but it‟s like a sledgehammer to crack a nut. 

They have brought in far too much stuff at a much too high of a level. Too much 

bureaucracy. (Northern Ireland) 

We‟ve got something like 19 organisations now have the right to inspect our 

practices. We work, unfortunately, in a no trust environment. Now I know there are 

some bad people in our profession, as there are in any, but I still think that the 

majority of practitioners want to provide a good service. (Wales) 
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It seems to be the opposite trend of they were talking of cutting paperwork for small 

businesses. And we are just on the complete opposite end of that. Everyone else 

seems to be cutting paperwork, the Police, everyone, and we seem to be adding it. 

(Northern Ireland) 

Paperwork is just ridiculous, and again it‟s not just the fact that  there is so much of it, 

we don‟t know how much of it is necessary, we don‟t understand it. People who throw 

it at us don‟t understand it, they don‟t understand the need for it. Nobody accepts the 

purpose of it and it just takes up all of your time. It‟s just sapping us, absolutely 

sapping. This stuff with the CRBs, there is a lot of confusion about whether or not our 

members of staff need these CRB checks. Twice now we have had CQC sending 

emails to people in our area saying that you don‟t have to have your CRBs, you need 

new ones, you can‟t submit the ones that you say you have got through your PCT 

because your PCT hasn‟t told us that you have got it and the fact that even that 

you‟ve got a copy of it is completely meaningless because you got it through the PCT 

and you have to start again. (England) 

You‟re getting a patient in and instead of sitting in front of the patient having a chat 

I‟m on the computer trying to tick this box that box, making sure I‟ve written up about 

this. My back is usually always the other way around because I don‟t have the time to 

sit in front of the patient and actually talk to them. Because I‟ve got to write 

everything up that I‟m trying to talk about. (England) 

One of the most contentious issues that practice owners had was the amount of paperwork 

which has been require to comply with the CQC in England, RQIA in Northern Ireland, HIW 

in Wales and decontamination regulations. The participants were not only vociferous about 

the quantity of paperwork but found that it was unnecessary and irrelevant, having been 

transplanted from hospitals and care homes without much regard for the very different 

nature of dental practices. 

  

At one point you had to have a policy on food hygiene. (Northern Ireland) 

Too many people trying to stick their noses into how I run my practice. Far too much 

micro-management and far too much interference from people who don‟t understand 

it. Here today, gone tomorrow, often making us do things that there is no evidence 

base for but they are politically correct to do. Why don‟t they just let us get on with 

the job we‟re trained to do. Show a bit more trust. (Wales) 

I think to be honest with you, there is more stuff in the last year or two between the 

RQIA and the HTM 01 05 that has just never been there before. (Northern Ireland) 

Can you guarantee me that when we go round the cycle [of decontamination] that 

what comes out is absolutely sterile? NO. Then why are we doing this then. 

(Scotland)  

It‟s [decontamination regulations] unreasonable. It‟s not specific to dentistry; we are 

classified as independent hospitals. It was written for nursing homes. We have to 

have a policy on breaking bad news – how to say you have a hole in your tooth. 

(Northern Ireland) 
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In addition there is a large amount of duplication between the numerous bodies which 

oversee the profession. It was thought by many that this would be an easy area in which the 

burden on dentists could be reduced.  

The “big brother watching you” attitude GDC, CQC, IG etc... There is a lot of 

duplication of information demanded from us. This could be streamlined. (Online) 

Eliminating duplication, that way you are not removing any regulation. (England) 

The burden has increased so much over the last two years that practice owners are having 

to either take time off clinical duties or employ additional staff to assist with the extra 

paperwork. For many of the practice owners the additional administrative burden is having a 

great impact on their personal life and work life balance. Many of those present discussed 

how they are having to take paperwork home at the end of the evening and often spent their 

weekend completing additional bureaucratic tasks.  

 

The amount of time I have spent on administration in the last few years has more 

than doubled or tripled. Not a penny of money has been given to do it. And the reality 

is that patients can‟t be seen in that time. A week last year that I had to spend doing 

administration just keeping up with things and I couldn‟t see any patients in that few 

days. I had to take that time off to actually get all the paperwork up to date. (Northern 

Ireland) 

The other thing is that, if the paperwork causes you to take half a day a week off you 

are not earning fees in that time, I think that suits the government. (Northern Ireland) 

Impact on me is more hours spent on non-clinical work with little perceived gain to 

the practice or patient care - especially with regard to CQC. (Online) 

I have to contribute my personal time to be able to keep up with the CQC, IG tool kit, 

employment regulations, staff training, BDA good practice scheme etc. This takes a 

lot of time most of the weekends and evenings. (Online) 

My personal 'family time' has been reduced and the office has become what looks 

like a war zone. (Online) 

Every other profession, like teachers, nothing like this would ever come in without 

them being allocated half a day. And they certainly wouldn‟t be going to meetings 

every evening in their own time! (Northern Ireland) 

The policing is getting a bit childish (Scotland) 

One of the many arguments against the increase bureaucratic burden was the annoyance 

that the system is not concerned with checking the quality of the clinical work, rather their 

ability to complete governance.  

 

They don‟t look at quality, they are just number crunching, nobody is looking at 

quality up there any more, they are just looking at quantity. (Wales) 

It‟s significant that Dental Officers are no longer looking at patients. They are not 

interested in looking to see how good your root filling is. (Wales) 
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There was also concern as to the level of bureaucracy required in employment law. Many 

felt that the requirements were more trouble than it‟s worth, and in a time when small 

businesses should be encourage to employ people this was having a negative impact.  

 

I‟m in the process of getting someone to replace her but to be honest with you the 

hassle of all these stupid damn forms you need to fill in for all the new staff and the 

protocols you have to go through and all this stuff it actually mitigates against 

employing new people unless you really have to. There‟s too much stupidity in terms 

of the paperwork you have to do and access checks and all that stuff. (Northern 

Ireland) 

Employment law as well, at the moment it is so in favour of the employee, rather than 

the employer, and if they want to get the country back on its feet and getting people 

employed again it is putting us off employing people. (England)  

With recruitment, there is just so much more bureaucracy than there ever was 

before. Which just seems pointless, it puts you off. (Northern Ireland) 

Workforce and recruitment 

There was a mixed response when discussions turned to recruitment. While many 

participants had not recruited recently and others have not experienced any problems 

recruiting, others experienced a wealth of problems. Many of the participants expressed the 

opinion that the number of unemployed associates exceeded the number of vacancies.  

 

If you ring the BSO they keep a list of dentists and jobs and there are twice as many 

dentists as jobs. It‟s the worst it‟s ever been in my 20 years. (Northern Ireland) 

Perhaps the situation is going to change with the amount of people who are going to 

qualify there are going to be a lot more unemployed dentists. (England) 

There are two dentists for every job now which is the first time in my 20 years that 

that has happened. (Northern Ireland) 

It was discussed that while there were more associates than positions, a large proportion of 

those applying for positions were trained overseas. Many participants had concern over the 

quality of many of the overseas qualified dentists, especially in relation to their ability to 

perform extractions and avoid inappropriate referrals. There was also concern over the 

ability of many overseas qualified dentists to communicate with their patients. It was felt that 

for some dentists their language skills were not adequate to be able to provide the clinical 

explanations and support required to perform their job proficiently.   

 

We put and add out in the BDJ, there were a load of overseas [dentists]. (Scotland) 

I‟ve seen some really baddies [work from overseas dentists], I was embarrassed just 

looking at the thing, some really bad. (Scotland) 

If you can understand first of all what the interviewee is saying to you and you are 

talking one on one on a professional to professional level. But try putting that person 

in a lay environment where the patient is trying to explain what is happening to them 
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and the other way around. It‟s terrible. In the area where I am there is a lot of 

Portuguese and Polish patients, it‟s on an exponential rise too, and you can‟t 

understand them so try putting another Hungarian or a Yugoslavian in with that you 

have got fun! (Wales) 

There are certain dental schools in Poland where they don‟t teach how to extract so 

they had to refer everything, every extraction, so the oral surgery were getting 

inappropriate referrals, and there is a lot of knock on. (England) 

It was highlighted that in rural areas they struggle to attract dentists and nurses to their 

areas. They felt that such was the pull to the urban centres that the pool of appropriate 

candidates was much smaller in rural areas.  

 

It gets harder to recruit as you move away from the city. (Scotland) 

Going back to nurses, in the rural community there are no qualified staff. (England) 

I think it is a lot harder to recruit of you are rural or in a small town. (England) 

We are a city practice, we wouldn‟t have the problem recruiting that you would have 

but people in more rural areas are really struggling. (Wales) 

Opinions were divided as to the level of supply of dental nurses. Many felt that there were 

too many applicants for the number of positions. What was agreed upon was that finding a 

nurse of the appropriate quality was a difficult task. They agreed that many nurses lacked 

the appropriate training or were poorly trained. Often participants preferred to train each of 

their nurses from scratch although they did express disappointment when they had invested 

the time and money to train a nurse only to have them leave the practice soon after 

qualifying.  

 

You could recruit ten nurses for everyone. We have CVs in every single week. There 

is loads of staff out there, there really is. (Scotland) 

As a practice we have multiple enquiries from nurses, hygienists for any practice 

vacancies. (Online) 

Nursing, I think it is hard to get nursing staff, decent staff. (England) 

What is very difficult to get very good staff who know what they‟re doing. (England) 

We always train from scratch and have done for years. Supplied quite a few of the 

local practices with our lovely trained staff eventually but that is just the way it goes. 

(England) 

Well I‟ve had the experience of taking them on from scratch training them up for two 

years and then they qualify and then they are off. (England) 

As previously mentioned, practice owners also reported recruitment problems due to the 

high wage expectations of nurses. Many felt they face stiff competition from private practices 

and hospitals and find it frustrating that they cannot compete with them in regards to levels 

of remuneration.  
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As I say if you are advertising for nurses you have to compete against the private 

practices. Most of them are private now and they pay higher wages to their staff and 

we have to pay higher wages just to be grateful that they will come and work with 

you. You have got to give it or you don‟t get anyone. (Wales) 

Participants felt that dental nurse registration had put off many dental nurses. It was 

discussed that forcing academia on to dental nurses often intimidated them and led to their 

resignation. There were questions as to whether it actually raised the standard of their care; 

most felt that this was not the case.  

 

As it is, there is generally a shortage of qualified dental nurses in our area. However, 

the new regulations from the GDC with regards to the requirement of qualified and 

registered dental nurse has made our staffing issue more challenging. (Online) 

When they brought in the GDC registration thing for nurses, I can‟t help but think they 

over-estimated some people‟s passion for the job. For some people it‟s just a job. 

Something to do. And they weren‟t seeing it as a career path, as a career plan or a 

profession, they just saw it as a job. (Wales) 

We had a nurse on the learning scheme and she‟s been doing nursing since she was 

16 and she just couldn‟t hack all the training. She left. She almost had a nervous 

breakdown because of it. (Wales) 

The courses, the expectations they have in terms of the exams are incredible. 

(England) 

Quality and commitment, because I‟ve had a number of them that would have 

probably been fantastic nurses before they needed to be qualified because they have 

got the right personality, they are competent they just get stuff done but they are not 

academic. (England) 

The thing about dental nurses is the training. The availability and the cost. (Wales) 

I think the registering may have advanced the cause of nursing for a small number. 

But for a lot of people doing dental nursing I really think they are perfectly happy with 

in house training. In our practice we have always tried to get them on courses and 

get them qualified. (Wales) 

There was mixed opinion on the profitability of hygienist and therapists. Some participants 

were of the opinion that if used properly they were profitable for the practice.  

 

There are different financial model which are used in difference practices and they all 

seem to work and .. it is getting the associates to buy in to it. I mean it is a different 

way of thinking and a different working. And dentists are sort of set in their ways but it 

is the newer ones qualified recently who are used to working with therapists who can 

maximise this sort of thing. (England) 

Others found using them not to be profitable, especially in regard to failed attendances of 

patients, however this varied on how they were paid. In some cases, practices were simply 



British Dental Association‟s Evidence to DDRB 2012/13: England  42 

providing the service because it is something that patients expect. Single handed 

practitioners were less likely to use them and the only associate in attendance agreed that 

they could not see the point of utilising them because it would decrease their personal 

profits.  

 

I have five part-time ones. And I don‟t think any of them make me any money! 

(Northern Ireland) 

It‟s not a pile but it‟s something but I wouldn‟t want to do an in-depth analysis of the 

finances behind the hygienist. Cos I don‟t think you‟d come out too well. (Northern 

Ireland) 

Those that were involved with the Vocational Training scheme (VT) found that their VT‟s 

often had expectations which wildly outshone the reality of the job.  

 

I see the new graduates coming out, “oh we are told we are going to earning 

£100,000 a year”, are you on this planet? And they all think they are going to walk 

into private practice. And they are going to be drumming around and driving their 

Porsches. And I think it has taken you half a day to do one filling. (Scotland) 

VTs are also incredibly cushioned. They are given this very comfortable salary and 

the get their golden hello, and they sit there and think this is what I‟m going to make 

and I‟m 24. (Scotland) 

I think it is all about money when they come out. To be honest when I came out I was 

the same. (Scotland) 

There was a feeling that changes in the ambitions of associates, coupled with additional 

pressures of practice ownership will lead to a shortage of practice ownership in the future. It 

was stated that even if an associate did have the necessary desire to become a practice 

owner, there are more financial barriers to practice ownership so that it may not be possible.  

 

The youngsters want to come along and open their own practice, they just can‟t do it 

anymore, it‟s stopped. (England) 

And the younger ones are coming up and they are not being given the chance to buy 

practices, they aren‟t necessarily in the type of practice for an associateship, where 

they can learn some of the business practices, and how the practices run and they 

are certainly not going to learn that in a corporate. There is no succession plan, there 

is nothing. (England) 

But the whole profession is changing and the career profile is going to change as well 

where there isn‟t, as it was for our generation, the aim to become a principal. The aim 

might just be to clear your debt just coming out of university and then get a salary 

without the stress. (England) 

I remember when I was a young dentist everybody who was working as an associate 

was looking around to when they owned a practice. And I‟m meeting far more 

associates now who don‟t want to move up who don‟t want the responsibility. I know 
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the responsibility has changed a great deal but they don‟t see that as part of the job. 

(England) 

Morale 

It was almost unanimously agreed that the current morale of practice owners was universally 

low and at its lowest point that it has been in years.  

Miserable. Bitter and twisted. (Northern Ireland) 

I have never seen it as low in principals before. (Northern Ireland) 

I don‟t think it could get any lower. (Scotland) 

I mean I am absolutely fed up with it. (England) 

It is very poor because of the balance in money. (Wales) 

My first day back today and I got to the car park and I phoned my husband and said „I 

just don‟t want to go‟. (Wales) 

There were many reasons given for low levels of morale in practice owners. The most 

prominent was the current financial pressures and bureaucratic changes which have been 

placed upon them, which has become their biggest worry in their life.  

 

Main issues that are impacting the morale of practice owners - probably financial 

pressure due to increased costs versus uncertain future income. (Online) 

Stress of being a practice owner is now greater than 3 years ago. (Online) 

Morale is rather low due to the huge administrative (CQC, IG) and financial burdens. 

(Online) 

All the regulation and bureaucracy, coupled with all the economic changes that have 

been have made me feel stressed out. (Northern Ireland) 

Many would get out of their practice ownership they would.  

We are all looking to retire early aren‟t we. (England) 

I would get out of it if I could do but I can‟t afford it. (England) 

I‟m actively plotting my way out. (Wales) 

There is no way out though. How do you get out because who is going to come and 

buy it? Is the LHB going to give it to somebody? The contract is worthless. (Wales) 

In comparison the practice owners felt that associate morale was much higher. They felt that 

they did not have the same responsibilities or pressure as themselves which was giving 

them higher levels of morale.  
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Associates haven‟t a care in the world. They don‟t know this is going on. (Northern 

Ireland) 

So I think a lot of associates would say “what problem, what recession”. But if you 

speak to principals it is very different. (Northern Ireland) 

I think when you are a practice owner your morale is a lot lower than an associates 

who does not have these kind of worries. (Scotland) 

My associate is very happy. She does not have to worry about the cost of running the 

business nor have to think about the paperwork side of it. (Online) 

The morale of the associates is probably better, because they are insulated from all 

of the regulation and the extra hours doing CQC and HTM and all that. (England) 

I think that associate morale levels are at an all-time high. The reason is that they 

have more free time and less concerns about the government changing the playing 

field in which we practise dentistry. (Online) 

Many when asked said that they would not currently recommend dentistry as a career 

choice, and they certainly would not recommend practice ownership.  

 

My daughter is university age now and I‟m telling her to think of something else. 

(England) 

I‟d be very upset it either of [my children] went into dentistry. (England) 

Mine [child] won‟t, she says Mum you‟ve just been so stressed and you just aren‟t 

enjoying it. So she can see that. (England) 

My advice to guys now is don‟t do it [move into practice ownership]. (Scotland) 

NHS savings 

Participants were asked where and how they thought savings could and should be make in 

NHS dentistry. The conversation in most of the focus groups revolved around a core service, 

the salaried service, orthodontic dentistry and bulk buying.  

 

There were discussions in all focus groups around the issue of whether the NHS should 

move towards providing a core service of treatment and requiring patients to pay for any 

treatment over and above what is defined as core treatment. Opinions were mixed on this 

subject but were mainly in the positive. Concerns were expressed that they would only 

support a core service if it would be properly funded and if the decision to go to core service 

was seen to come from the Government and not from dentists. Many also expressed the 

view that the government would not permit this as it would be too destructive politically  

 

I would rather they accord the fees a little bit and just took out a lot of stuff from it that 

I kind of don‟t think should be in it. I would far rather see them paying slightly better 

fees for realistic core services. (Scotland) 
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I think if people want to have more complex treatment then they are probably going 

to have to pay for it more than. I don‟t see how, given the current budget you can get 

away with providing the level of root treatments and crowns and bridges and all that 

sort of thing under that budget. It‟s just not possible to do it. (Northern Ireland) 

I think the government should give free check-ups and free oral hygiene instruction 

and then sorry cleaning teeth is up to people to do, it‟s not my responsibility to do that 

for them year-in and year-out for ever-decreasing profits on my part and mainly for a 

loss on my part. (Wales) 

I think if you took core treatment the things that need to be done, broken fillings, 

decay that is fine everyone should get that. Crown work where you can‟t restore and 

someone chooses to have a crown done everyone should pay for that. (Scotland) 

Whilst I would be in favour of a properly funded core service, my concern is that if we 

went in and asked for a core service we would end up with a badly funded core 

service. That would be what we would get which would be worse than where we are 

now. I would have no faith in politicians negotiating with them to produce a good 

quality core service because their idea is going to be completely different to ours. 

(Wales) 

Well I don‟t think there is enough money in the system to provide a comprehensive 

service properly for the population. If you take the amount of money spent now and 

put all of that into a core service then you could have a decent core service, which 

would be done properly. I would support that, I do suspect that if we moved to a core 

service they would drastically reduce the money. (England) 

We should be looking at telling them what we can do for the money. But I don‟t think 

government, politically, will engage in that because they want to be seen to be 

providing everything for the money on offer. (Wales) 

When participants were discussing ways in which the NHS could make savings the salaried 

service was spoken about in several of the focus groups. There is a general consensus 

amongst general practitioners was that similar work is being produced in the salaried service 

that could be done in general practice for less money and with greater efficiency. They 

condemned the money that was being spent building and equipping new access centres, 

where if support was given a general practitioner could be set up in the same are for a 

fraction of the price.  

 

I would like them to look closer at the salaried service. And I speak as a former 

salaried dentist. And the money that is spent is vastly in excess to what they 

generate. (Scotland) 

We get £50,000 in surgery now, and if the NHS set an emergency unit in a hospital it 

is almost £500,000 now. (Scotland) 

The other problem i have is the cross over between general practice and community 

dentistry. And if I see a patient within my practice and they need wisdom tooth out 

and I say that will be £136. And they say oh no I want to get into hospital. I say right 

that is fine I‟ll send them to the hospital and they get it for free. Why, why should they 
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get it for free, because they‟ll see me in the hospital and I‟ll take the tooth out. So it is 

the same person. And they are not paying me the money in the hospital and paying 

less. Costs as you were saying earlier about equipping a purpose built community 

centre and paying for treatment in a hospital environment is hugely in excess to what 

it is to in my practice. (Scotland) 

Many participants mentioned that the referral system is unproductive and causing increased 

costs. Many of the referral to hospitals are unnecessary and would be far more economical if 

they were performed in general practice. The problem with this is that the fees for advanced 

treatment are putting general practitioners off providing these services because they can at 

times come out at a loss for providing certain treatments. Ensuring that general practitioners 

receive adequate remuneration for advanced treatment would reduce the number of 

inappropriate referrals and allow the salaried service to focus on providing a specialist 

service for more complex treatments and vulnerable patients.  

 

I also think referrals have increased since this new contract, because people don‟t 

want to do complex treatment, even if they can because it‟s going to cost them. So 

when you do send something in that you are not capable of they don‟t know [that it is 

genuine], and they send it back. (Wales) 

Inappropriate referrals to hospital, we could reallocate that back to primary care. We 

know how to run practices we do it very efficiently. (England) 

It is a big problem with secondary care because the number of referrals has just 

skyrocketed. (Wales) 

The cost of orthodontics to the NHS was raised as a concern for those in attendance, they 

thought that the current model for orthodontics was unsustainable and was an area in which 

savings could be made. 

 

I think what is causing a lot of angst in the budget is orthodontics – it costs a 

disproportionate amount the orthodontics. (Northern Ireland) 

Orthodontics is the big one. It is vastly over paid. (Scotland) 

Increasing patient fees as a way of injecting money into the NHS dentistry budget was met 

with a mixed response. While some felt that patients were able to find money for other 

pursuits and it is just a case of prioritising their budget to include dentistry, others were of the 

opinion that patients paid enough already and should not be subject to further rises. They 

have seen, especially recently, patients delaying treatment, and feel that any further rises is 

likely put patients off attending and risk the oral health.  

 

 

The patient fee hasn‟t risen in years, the cap is stuck on £384. That could go up, it‟s 

low. It could be a cap to protect the vulnerable but £384 that doesn‟t buy a lot of 

dentistry. (Northern Ireland) 

I find it‟s amazing what they can find money for if they want to, for whitening and all 

the rest of it. If they think it‟s a priority for them then they will find the money and it‟s 

amazing what people will pay for certain things. (Northern Ireland) 
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Why when you go above £384 should the Health Board pick up the tab for that. If 

your treatment cost £1000, you should pay 80% of £1000. It is crazy. (Scotland) 

I think they pay enough anyway, they don‟t like paying what they do. It is unfair. One 

filling is £47, the same as 10. Patients do realise that and don‟t think it is fair and I 

agree with them. (England) 

I think it would just make people stay away. Given the current economic climate 

people are paying what they can afford, having what they want and I don‟t think they 

can pay any more. (Scotland) 

The thing is the costs aren‟t the patients fault, the cost are the people putting all this 

regulation on to the practices, so you can‟t clobber the patients anymore. They are 

the wrong target. (England) 

Many felt that there were layers of unnecessary bureaucracy at the local Health Board 

(HB)/Primary Care Trusts (PCT) level and that this was an area that could be streamlined for 

savings to be made. Now although PCTs are due to be abolished in 2013, it is yet unknown 

how NHS contracts will be managed and whether it will continue to have the same 

inefficiencies.  

 

I think the PCT just needs to be better organised, they are not very organised. When 

we go down to their offices for meetings and stuff, they have plush offices, IT gets 

changed every year, oh the system doesn‟t work , we‟ll get new computers new IT 

new offices, the wastage that goes on in there is phenomenal and yet when you want 

something you never get an answer out of them. (England) 

Why do we need the LHBs? (Wales) 

You have got so many agencies out there, you have HIW, Health Inspectorate 

Wales, you have the quality assurance system from the LHBs you have the Dental 

Reference Service, you‟ve got Dental Advisors, to some extent, all going round 

looking at practices. (Wales) 

Now where I am, it‟s even more ridiculous because they have the cluster formed, 

they have lost 54% of management costs which means they have lost half of their 

staff and they are now completely hopeless. (England) 

I do get fed up with the PCT interfering. They make everybody‟s life a misery. 

(England) 

Efficiency savings 

Discussions at this year‟s focus groups looked at where additional savings that could be 

made next year to meet the probable expectations for efficiency savings. It must be noted 

that many attendees felt that more efficiencies should not be place upon them as they were 

already one of the most efficient providers in the NHS and there is no room for further 

savings.  

 

I think the picture you are seeing is that we are all seeing huge increases in our 
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overheads and then being told that we have a 4% pay rise by making efficiencies, 

quite honestly that is just an insult, a complete insult. I would hazard a guess that 

probably few sectors of the NHS are run as efficiently as dentistry is run here. 

(Wales) 

The increase of recall intervals was rejected as an idea by most in attendance. It was noted 

that they have spent the last few years trying to encourage their patients to attend regularly 

only to try and change patient behaviour again. They could not see the clinical benefit in 

such a move and can only see it being detrimental to patient care.  

 

Confusion over recall intervals could adversely impact some practices (Online) 

We should be seeing patients based on what their clinical need is, not on efficiency 

gains. (Wales) 

Increasing recall intervals as far as I can see it is of only benefit to the government. I 

have spent years trying to get everybody to come every six months and now we say 

we could like to come back in a year that is ok. „why don‟t you want me to come back 

in six months, what you don‟t want to see me?‟ they get really offended. (England) 

When participants were asked whether they thought that providing more preventative 

education to patients would be an adequate efficiency saving they felt that they already 

provided preventative education. A small minority were receptive to the idea that if this was 

monitored then they would accept it as an efficiency saving.  

 

I feel I already do quite a bit of prevention especially with advice (England) 

Yes I‟d do a lot more of that anyway. (England) 

The suggestion of bulk buying or cooperative buying in the NHS was discussed. While some 

felt that if administered properly it could bring about savings for dentists and the NHS. 

Others were sceptical about how this would work in practice. Some have seen similar 

schemes fail, partly due to the fact that the range of equipment and materials offered was 

poor.  

 

Is there a danger of the NHS, who would be responsible for buying this stuff in bulk 

and distributing it, the cost per unit is going to go through the roof. (England) 

You are forced to order your stuff of the NHS supplies our choice goes out the 

window because it is basically a directory and it is a cut down catalogue. So your 

higher end composites and materials are not in there and your options regarding 

instruments and everything are drastically cut. (England) 

Yes, [to bulk buy] occupational health services. We work for the NHS, if we are 

injured working for the NHS we don‟t get access to occupational health services. 

(Wales) 

The establishing of participation groups for patients was met with mix opinion. While some 

participants were not opposed to the idea there was no real enthusiasm for this kind of 
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engagement to take place. Other felt that such groups would only be attended by individuals 

with personal agendas and little would actually be achieved.  

 

Do people want to sit in a group and say „ah, I‟ve got a problem‟. (England) 

The fear is that they would be dominated by people with their own agendas. I 

remember there was one in Cardiff, and it was just people who had their own little 

axe to grind, there was no real overall strategy. (Wales) 

There are just too many committees anyway, this is just one more committee. 

(Wales) 

Other issues 

There was a feeling among some of those who attended that the government would prefer 

dentists to move towards private care. This was born out of frustration with the current 

system of NHS dentistry, the financial pressures, and a feeling of being unappreciated.  

 

I think ultimately the government want dentists to go private. (Northern Ireland) 

If you look at it from the other side, it‟s almost like the government are trying to 

squeeze NHS dentistry out. (Wales) 

They want us to jump ship basically and then we are going to be the bad guys. 

(Wales) 

Some of the participants discussed the rise in malpractice litigation in dentistry. There was 

genuine concern as to its rise and the need to practice in a more defensive manner.  

 

You have to do the check-up, x-rays and then you have to write an essay so that you 

don‟t get sued! (Wales) 

And it‟s not fair to expect people to provide that for 3 UDAs, to expect them to 

achieve a certain standard because you can get sued if it‟s not done right. You can 

say well I had a go, it only takes a smart lawyer to say well you weren‟t capable of 

having a go. (Wales) 

We have to practice defensively. I spend hours writing down negative findings, I 

spend more time with my back to the patient than I ever did writing down negative 

findings. (England) 

England and Wales 

There are a few issues that were unique to practice owners in England and Wales. The most 

notable was frustration with the current contract based on the targeted system of Units of 

Dental Activity (UDAs). Discussion revolved around the contracts failings and the way in 

which it has changed working practises. 
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Many felt that the contract had become unworkable. Participants stated that there were 

problems with patients with high needs. The remuneration levels of patients of this category 

often does not cover the work required and can often be loss making. This puts dentists in 

an undesirable ethical position where they are being financially punished for treating the 

people who most need it.  

 

My first point is that it is a very high needs area so any new patients that come in 

require a lot of treatment. The distribution of UDAs just seems unfair because you 

sometimes need 10-15 appointments to try and get them dentally fit. And that‟s for 

three UDAS. (Wales) 

When new patients come in 20 fillings is a norm, not an exception where I am. 

(Wales) 

You are also afraid to take on new patients (Wales) 

And how can you have a contract that gives you a perverse incentive not to treat the 

very people who should be getting it. And that‟s what we‟ve got. And that can‟t be 

right. That‟s just morally awful. (Wales) 

Almost to the point where when you get a high tariff treatment come through the door 

you are sitting there thinking, I‟ve got to provide it and I can‟t provide it. (England) 

And the pressure it puts on you to work in an unethical manner, and I do my best not 

to. But when you‟re sitting there looking at a swinging loss on a treatment because it 

is underfunded, just the contract works, and the adverse effect it has. (England) 

And you are drawing a line between what ethically you should be doing and what is 

right and wrong. And the contract is forcing people to work in a way they don‟t want 

to work. It forces your hand. And that is the problem with it. (England) 

There is no level playing field. So you are getting walloped for your high need 

patients as much as you regular patients. That is the confounding factor. A new 

patient confounds the statistics and you are using to put that in. It is just statistics 

statistics. That is dangerous game. (England) 

Many advanced treatments which would be the best course of clinical treatment have seen a 

remarkable decline because the current system does not provide adequate levels of  

remuneration. This is not only detrimental to the patients‟ needs but is also affecting dentist 

skill mix.  

 

On the endodontics aspect, they don‟t pay for endodontics at all because it‟s 

bracketed in Band 2 but you have still got to fill the tooth on top so either you are 

placing a filling which is Band 2 anyway or you are putting a crown which is Band 3 

and still doesn‟t account for the endodontic treatment. (Wales) 

I‟ve got quite an interest in endodontics and general restorative work but the fact that 

I get 3 UDAs to do 1.5-2hrs worth of root treatment with a microscope for effectively 

£30, if they want quality there is no way you can possibly maintain that in the long 

term with the frankly awful funding system for advanced treatment. (Wales) 
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I don‟t think it‟s fair that if a person comes in, particularly a new patient that needs a 

lot of work, that I should be personally paying for multiple units costing me more 

money when I would be better off giving them £100 pounds and saying go and find 

somebody else. (Wales) 

Dentists are contracted to deliver a certain amount of UDAs per year and when these have 

run out they have to turn patients away. Participants felt their PCTs/LHBs were often slow to 

react to the increased community needs or were unsupportive and failed to address the 

issue to the detriment of the local communities‟ oral health  

 

What am I to do with these extra patients when next year I have all of these extra 

patients and the LHB is not going to fund me any improvement to the practice to 

accommodate these extra patients and yet I am supposed to accommodate them. 

…they will offer me some extra contract value now, up until 2012 March but they 

have no guarantee what will happen. They are doing it short term so if the appeal 

goes through they will have a 3 month leeway. So we will have some funding for 

those 3 months. You really can‟t plan like that. If you are running to capacity you 

need extra staff to service those extra people, at our cost, with no guarantee how are 

we supposed to take it on. (Wales) 

We always run short of UDAs… we‟ve already written to our PCT manager and said 

what are you doing about it this year? Because we need to know now, not in January 

or February next year. We need to know now so that we can plan it. Every year I‟ve 

had the same, no more UDAs, you know the situation, bog off basically, this year 

they have said, I‟ll get back to you.  

There is no capacity to get more UDAs (England) 

The UDA system is based on a year of work in 2005, the participants were clear to point out 

that patient needs and the demographic makeup in many areas has changed over this time. 

They stated that working on a historic funding criteria meant that dental care was out of step 

with their community needs.  

 

I think the further we go from 2006 the more difficult it is to justify the difference 

because it looks so much further and further into the past. In the first couple of years 

you could make a good case for it. The population has changed. (England) 

It is all based on historical stuff. Of course it is not right. (England) 

It‟s wrong to be paid for what you did five years ago because now we are in the fifth 

year of the contract. (Wales) 

With many regulatory changes mentioned above, the current contract has not provided for 

practice improvements. There are no provisions for practices to take on more work to fund 

these improvements; they have to be financed from already stretched profits. This was seen 

as a dangerous time bomb by many as the combination of this contract and the economic 

climate mean that many practices will avoid all but the most vital practice improvements.  

 

Lack of funding for practice development in this contract. If you want to go and put in 

a new surgery in your practice you haven‟t got that option to go and do a few more 
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hours of work a week to pay for it. That‟s got to come out of your funding. I think that 

is having a severe long term effect on modernising. (Wales) 

If you want to do any major development in your practice now with this contract you 

are not going to be able to do it unless you take a big hit out of your income. (Wales) 

The rising expenses have meant that several expansion plans for the practice have 

had to be shelved, (Online) 

Whatever small private income you can generate, and that has gone down because 

of the recession, that used to subsidise the improvements in the practice or trying to 

do personal development and things like that. (Wales) 

Participants, especially those close to retirement had huge concerns about the loss of 

goodwill they were potentially facing. They expressed concern about the inability to be able 

to guarantee that your contract will be transferred to a buyer. This has resulted in worry for 

those close to retirement who have invested a huge amount of time and money into building 

practices only to see them become potentially worthless.  

 

My practice is absolutely valueless, I can‟t sell it and I have no way of working out 

and saying this is what my practice is worth because if I sell it there is no guarantee 

that they are going to give those UDAs to the new buyer. (Wales) 

And we cannot transfer contracts without the express permission of the PCT. 

(England) 

They have stolen our practices. I bought my practice in 1980 and I‟ve invested not 

just my working life but also a huge financial investment over the years to improving 

everything and basically on the whim of somebody it could be worthless. They have 

stolen your practice and they have stolen your business by not letting you expand as 

any normal business should be able to do. (Wales) 

For future planning we don‟t know what our good will is going to be. (England) 

No guarantee of goodwill (Wales) 

There was a genuine concern from practice owners in England about the threat from 

corporate dentistry. There concerns were various ranging from the quality of care to their 

engagement with the rest of the dental community. There was a feeling that dentistry could 

be shifting towards this model of practice and worry about the effects this would bring.  

 

I think there will be more and more corporates, it will get bigger and bigger. (England) 

Talking about cost cutting, it does seem to be the way things are supported by the 

government really, to go does the corporate route because you [independent 

practices] are too expensive really. (England) 

One of the main concerns independent practitioners had regarding corporate practices was 

whether they were more concerned over the profits of a practice rather than the quality of 

care it was providing.  
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I think that sort of serious lack of care. People go in and the corporate just don‟t really 

care about the practice at an individual level that we do. We care about patients. 

(England) 

We want to look after patients, we want to solve issues, as soon as we see a 

potential problem we are on top of it, dealing with it, and I don‟t think that happen in 

corporates. (England) 

I think that is where some of the corporates are going to go wrong in the long term 

because they are just driven by the accountants higher up the chain and they don‟t 

see what the effect is. (England) 

There were concerns raised about the staffing within the corporates. It was widely agreed 

that the staff turnover within corporate bodies was very high. It was discussed that patients 

do not like to see a new dentists each time they attend and it affects their reputation within 

the community. There were also concerns that corporates were poaching staff from rival 

practices. 

 

Our PCT had a nightmare because two corporates operating in the area cover five 

practices but these five practices in one year they had to deal with performer 

numbers for 62 different performers. From 5 practices, 62. That was their turn over. 

(England)  

When they go back they never see the same dentists. (England) 

Patients don‟t like the corporates; they don‟t like to see a different dentist every time. 

(England) 

The PCT who has actually allowed them [corporate bodies] to set up. Five [corporate 

bodies] and they are taking on new practices who are taking on 25-30 associates….. 

So the corporates have gone „come to us and we‟ll give you a clinical directorship of 

a particular practice‟. So they are offering them a golden hello. And it can be 

significant. I mean typically they are talking £5,000 but it can be £10,000 in certain 

circumstances. And if you‟ve got any educational experience then they really want 

you. And then they are offering 50% and on top of the 50% they are offering 60% 

plus the private work which they are negotiating independently. And as a result it is 

making it extraordinarily difficult for small practices and that have been country 

village practices which are trying to compete. (England) 

The conversations regarding corporate bodies eventually turned to their lack of engagement 

with the rest of the dental community. They felt that they did not participate or communicate 

with their community which has led to tension and frustration from the participating practice 

owners.  

 

Here is one simple question; do we have any corporate input into this focus group? Is 

there any communication with dentist corporate groups because this is the way that 

dentistry is moving? How are you going to find out how corporates feel and where is 

their input? (England) 
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I look at the VT scheme, as they sort of shrink down, the practices that get taken over 

by an incorporated company, they don‟t participate in the VT schemes. Do you see 

them at LDC meetings? (England) 

I think the elephant in the room are the corporate bodies, at all the meetings I don‟t 

see any corporate input. I don‟t see a large input from IDH interacting with GDC 

about patient need, I don‟t see them positively engaging with the dental community. 

(England) 

Comparison with hospitals and GPs 

Across most of the focus groups participants compared their treatment and conditions to that 

of GPs. They felt that their practices were similar and were concerned that they did not 

receive some of the benefits the GPs. Similarly they felt that GPs were not burdened with 

some of the regulations practice owners are, and if they were it was properly funded.  

 

It is not the same footing as for GPs, any modernisation they have to do appears to 

be funded. (England) 

But an area I would look at, your GP doctor gets a rent allowance. (Northern Ireland) 

They still think that we are like GPs. (England) 

But we don‟t get the benefits of GPs. (England) 

Absolutely. So even little things like the GPs getting looked on much more 

benevolently by the CQC. (England) 

Again GPs get that [IT upgrades] paid for the get it subsidised, we don‟t get a penny. 

(England)  

Scotland 

Concern about complex treatment not being viable under the NHS contract was felt in 

Scotland. It was thought that advanced treatments were often loss making and should be 

either removed from treatment plans or properly funded.  

 

Endo with these instruments is sort of non-viable on the NHS and we all do it, we all 

do it. (Scotland) 

The other one is chrome dentures where you notice it. The price of a chrome denture 

is. And I joke with my patient and say there is twenty quid go down the road because 

that would be cheaper than me doing it. (Scotland) 

This could be achieved partially, in the participants‟ opinion by getting rid of the maximum 

patient charge limit. Currently the upper limit in Scotland is set at £384. There was a feeling 

in the group that this limit is now unsustainable, especially for complex or lengthy treatments, 

and should be removed or raised. 
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The only time when I think they should pay more is, I think they should get rid of the 

prior approval limit, the maximum limit rather. And if you have neglected your teeth 

so much that you require six root treatments and 20 crowns then pay. (Scotland) 

One concern amongst the attendees was the over reliance by practices on grants. While 

they appreciated the additional finding they felt that they could not function if they were to 

stop which is a big danger to the profession. In addition, in accepting the grants, they often 

came with very prescriptive conditions which did not allow the practice owner to allocate the 

money to areas of the business which they felt it was best suited.  

 

As a business the over-reliance on grants income. If we strip grants out, we don‟t 

actually make any money. (Scotland) 

We couldn‟t possibly do it without getting the rebate. (Scotland) 

They give us grants and say you have to do this. (Scotland) 

I hate things that force you to work to get things but that is fair within a way 

(Scotland) 

Northern Ireland 

There were a few issues unique to practice owners in Northern Ireland. The most notable 

was frustration with the RQIA and the patient charge maximum limit.  

 

Similarly to Scotland in Northern Ireland the current the upper limit on patient fees is capped 

at £384. This limit was seen to be unsustainable, especially for complex or lengthy 

treatments, and should be removed or raised. 

 

Another area is that the patient fee hasn‟t risen in years, the cap is stuck on £384. 

That could go up, it‟s low. It could be a cap to protect the vulnerable but £384 that 

doesn‟t buy a lot of dentistry. (Northern Ireland) 

The RQIA regulation in Northern Ireland was a cause of concern as with other countries. The 

participants of the focus group felt that its implementation was happening too fast and was 

unnecessary.  

 

RQIA, the implementation, both paperwork and the cost of the actual implementation 

to get yourself up to standard and that sort of thing. I must have spent thousands of 

pounds in the last few weeks just getting things done that need done for it. (Northern 

Ireland) 

 

But the way they have done it, they‟ve brought it in so quickly with such a short time 

scale. In England they have over a year to do the CQC stuff and everyone knew what 

was happening for a year in advance, and we were all sitting there in November 

going what the hell is happening? And then in the middle of March we are told what 

we are doing and by the end of May we have to have it all done! (Northern Ireland) 
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[RQIA] It‟s unreasonable. It‟s not specific to dentistry; we are classified as 

independent hospitals. It was written for nursing homes. We have to have a policy on 

breaking bad news – how to say you have a hole in your tooth. (Northern Ireland) 

 

While there was slight annoyance in the group when discussing the delay to the practice 

allowance payment, they seem to accept it as long as they received it in the end. They did 

comment that it was poorly communicated and that payments will only ever get put back and 

never brought forward.  

 

Well I didn‟t know it was going to be delayed. (Northern Ireland) 

I was quite looking forward to it and then it wasn‟t there. (Northern Ireland) 

As you say you are expecting it at a certain time of year and they just drop it on you 

at the last minute that they are not going to pay it. (Northern Ireland) 

They always manage to put things back, they never put them forward. It‟s always 

knocked back. (Northern Ireland) 

Improvements and the future  

At the end of each focus group we asked participants what change would bring the biggest 

improvement to their lives as practice owners. There were a range of answers ranging from 

immediate assistance to more long-term solutions. A large proportion revolved around 

financial assistance to practice owners specifically, while others were interested in reducing 

the bureaucratic burden.  

 

There was a strong feeling among practice owners that the large burden of increased 

expenses is only affecting practice owners. The majority agree that any additional funding 

should be targeted at practices rather than a general rise to all dentists. 

 

The help should be towards practices as opposed to general dentists as such. 

Because I think practices now need the help as opposed to associates who make 

good money. They are doing well just now and it is principals who need sorting out. 

(Scotland) 

I think associates need to bear some of the costs now, they need to share the pain. 

(Northern Ireland) 

But these things, all these tests, don‟t have any impact on what the associate is 

actually earning and yet you are having to pay that all for the practice. So I can see a 

time when the associate is going to feel it. (Northern Ireland) 

I think practice owners are having to take the brunt of the increased expenses, 

wages, materials, VAT, whatever. (Wales) 

There was a call to relax the rigorous regulations surrounding decontamination. There as a 

call for the regulations to be relaxed somewhat, whether this is in the timing of the 

implementation or the reducing the required standards. If they regulation could not be 
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relaxed there was a call for them to be better funded – not just the initial costs but the on-

going expenses would have to be acknowledged.  

 

I think the HTM 01 05 is the thing that if it was put back even a year or two, or eased. 

(Northern Ireland) 

Not imposing ridiculous decontamination measures that aren‟t even evidence based 

but cost a fortune to run might be a help. (England) 

Establishing a correct level of regulation. (England) 

To fund decontamination changes, fund the changes which they have brought in as a 

result of new regulation. (England) 

In Scotland there was discussion of whether it would be possible for their local Health 

Boards to provide a finical guarantee to banks to make it easier to access finance.  The 

recent decontamination requirements mean some practices have to build or renovate a 

decontamination unit at great expense. With the current economic climate, banks are less 

willing to lend to small businesses and a guarantee from local health boards would provide a 

greater access to credit and ease the financial burden.  

 

You need some sort of guarantor for fully committed NHS dentist if there was some 

sort of guarantee if that was part of if that would help with banks. (Scotland) 

A Health Board guarantee to a bank would be worth its weight in gold. (Scotland) 

With the raft of bureaucratic change there is a feeling amongst dentists that they are no 

longer trusted. One improvement the participants wished to see is a greater level of 

autonomy within their profession.  

One thing that will bring biggest improvement in my working life would be, where 

dentists are given full freedom to work in ethical way without being involved with the 

limitations from the NHS and having freedom from all sorts of paperwork e.g. CQC, 

IG etc (Online) 

I think that to give back the decision making to dentists, (Online) 

I‟d like to feel like I had a bit more influence on my own destiny. Rather than this 

feeling of being pushed into things. (Wales) 

I would say, get out and trust me to do the job properly. (Wales) 

I think if we had a lump sum of money and controlled it for ourselves. I think it is a 

good thing to look at. (England) 

With the increases in the amount of paperwork to be completed, one suggestion was to cut 

the amount of paperwork which is required. This could be achieve partially but reducing the 

duplication which is required or by allocating time in which the paperwork can be completed.  
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I think the paper work element [is one thing I would like to change]…It‟s all just extra 

paper work on top of the clinical work and it is definitely affecting my work life 

balance. (England) 

Cut all the bureaucracy and regulation. (England) 

We have to set aside special daytime hours to deal with it. (Wales) 

Another suggestion put forward but the focus group in Scotland was to provide some 

recognition for nurses who work within the NHS. They felt that in practices where the NHS 

commitment in almost 100 per cent nurses were not being recognised as working for the 

NHS, where in actuality they are working almost exclusively on NHS patients. This makes 

them significantly disadvantaged to those counterparts who work in the salaried service or 

even to dentists who receive superannuation for their NHS commitment.   

 

It would have been good if the NHS did, and I did request this once if they took the 

staff under the umbrella of the NHS. (Scotland) 

I wouldn‟t necessarily want the practice allowance fees but I like your idea about a 

core payment for nurses. (Scotland) 
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Business Trends Survey 2011 

 

Background  

This report details the findings from the 2011 Business Trends survey. The Business Trends 

survey is carried out annually by the BDA, with the primary aim of providing evidence for the 

Doctors‟ and Dentists‟ Review Body.  

Report structure  

The 2011 Business Trends survey has been broken into three topical reports: 

1. Expenses and finance report 
2. Workforce and practice report 
3. Morale and motivation report 
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Method and response 

A stratified random sample of BDA members was selected to survey. This sample excluded 

students, retired dentists, dentists who did not provide any general practice dentistry in 

2010/11, and members currently living overseas.  

A paper based survey was distributed by mail and was first sent out in May 2011. Reminders 

were sent to everyone who had not responded in early June and mid-June. A third reminder 

was sent in early July to all practice owners who had not responded. The following 

responses were received: 

Country Sample Number of responses Response rate 

UK 3000 1255 42% 

England 1825 775 42% 

Wales 375 146 39% 

Scotland 350 156 45% 

Northern Ireland 450 178 40% 

Weighting 

To account for the stratified sampling method across the UK, and the additional reminder for 

practice owners only, the data has been weighted to represent BDA membership as at 

August 2011 with regards to the proportions of practice owners and associates in each of the 

four nations. The following weights have been used: 

Weighting used: 

Country Practice owners Associates 

England 1.3 1.6 

Wales 0.3 0.5 

Scotland 0.5 0.5 

Northern Ireland 0.5 0.5 

The data was entered into a database where it was collated and cleaned. It was then 

imported into SPSS for analysis.  

Note  

For ease of reporting, predominantly private is used to describe dentists who receive 1-24 

per cent of their income from the NHS while predominantly NHS is used to describe dentists 

who receive 75-100 per cent of their income from the NHS.  

The research team is aware that in Northern Ireland the equivalent national health care 

provider to the National Health Service (NHS) in England is the Health Service (HS). To 

simplify the reporting in this report where the NHS or NHS commitment in the UK is stated it 

refers to both NHS and HS.  
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Business Trends Survey 2011 

Expenses and finance report 

 

Background  

This section details the findings from the expenses and finance sections of the 2011 

Business Trends survey.  

Contents 
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Executive summary  

 Rising expenses affected most practices in the 2010/11 financial year, with 

over a third (39 per cent) of the practices reported substantial increases to 

expenses, and a further 54 per cent reported smaller increases.  

 While one-in-five (20 per cent) practices saw an increase in their turnover, 

less than one-in-ten (7 per cent) saw an increase in their gross profit in 

20010/11, with the increase in expenses the likely cause of this. 

 While over a quarter of the practices (28 per cent) experienced an increase 

in turnover just 11 per cent reported an increase in gross profit in 2009/10. 

Two thirds of the practices (67 per cent) reported decreased profit.  

 Practices in Scotland and Wales were the most likely to report an increase in 

gross profit compared to those in the other nations. 

 Almost three-quarters of the practice owners found that costs had exceeded 

their expectations in 2010/11. 

 Materials costs increased for the majority of practices (95 per cent) in 

2010/11 compared with the previous year. The weakened pound was 

thought by many to be the main factor behind the increase. 

 The majority also reported increased expenses relating to equipment 

consumables (96 per cent). Stricter decontamination requirements have 

increased consumables costs through increased requirements for single-use 

files and other supplies such as instrument trays and sterilisation pouches.    

 Over half of respondents had defiantly seen a change to their utility bills as a 

result of changes in decontamination (51 per cent). Quarterly water bills and 

electricity bills rose by a quarter (24 per cent and 25 per cent respectively) 

from 2009/10 to 2010/11 due to changes in decontamination.  While annual 

maintenance rose by 39 per cent.   

 The average expense ratio (earnings to expenses) was 0.66 in 20010/11 up 

from 0.64 in 2009/10. The expense ratios were lowest in single handed 

practices (0.61) and highest in practices with four or more dentists (0.70).  

 Staff costs also rose dramatically for many practices. Dental nurse 

registration was commonly cited as causing increased competition and 

higher wage demands. Many of the practices were also left with additional 

costs such as registration fees, training courses, and paid leave to attend 

courses for many practice owners. 

 Dental nurses received average pay rises of 4.5 per cent in 2010/11. 

Practice managers and receptionists received similar rises of 4.9 and 4.2 per 

cent respectively  

 A third of all associates earned between £60,001 and £80,000 from dentistry 

in 2010/11 (before tax and NI). Practice owner pay was more widely 

distributed but had a modal income of £80,001 to £100,000 which accounts 

for 15 per cent of practice owners. 

 Over one-in-ten (12 per cent) associates with NHS income reported that 

NHS superannuation payments were not being deducted from their pay. 
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Practice turnover, expenses and gross profit  

The continuing rise in expenses and falling profits are two clear themes which have emerged 

from this year‟s survey. Figure 1 shows that while almost half (47 per cent) of practices 

turnover had not changed from 2009/10 to 2010/11, three-quarters (75 per cent) of practices 

experienced a decrease in their gross profit. This is a higher proportion than reported in 

2010 (67 per cent). 

Similarly, while one-in-five (20 per cent) practices saw an increase in their turnover, less 

than one-in-ten (7 per cent) saw an increase in their gross profit, with the increase in 

expenses the likely cause of this.   

Figure 1: Change in practice turnover, expenses and gross profit – 2009/10 to 
20010/11 

 

Practice owners reported a similar change to expenses across the devolved nations and 

across differing levels of NHS commitment, but differences did emerge in relation to 

turnover. Practices in Scotland and Wales were the most likely to report an increase turnover 

(31 per cent and 24 per cent respectively) compared with 18 per cent for England and 

Northern Ireland (figure 2).  
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Figure 2: Changes in turnover, expenses and gross profit 2009/10 to 2010/11 by 
country 

 

Figure 3 and 4 compare the results of the 2011 survey with those from the 2010 survey. In 

2010, each of the devolved nations had less practices reporting an increase in turnover in 

the previous 12 months. The largest drop occurred in Northern Ireland where the proportion 

of practices reporting an increase in turnover dropped from 40 per cent in 2010 to just 18 per 

cent in 2011. This was reflected in the portion of practice that reported a decrease in 

turnover in the last 12 months, where every country showed an increase in proportion.   

Figure 3: Change in turnover in the previous 12 months 20010 survey to 2011 survey  
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A similar pattern was apparent when considering the changes to gross profit. More practices, 

across each of the countries, reported a decrease in gross profit than had done in the 2010 

survey. The largest increase in the proportion of practice owners reporting a decrease was in 

Northern Ireland where the proportion rose from 64 per cent to 80 per cent.  

Figure 4: Changes to gross profit in the previous 12 months, 2010 to 2011 

  

Expenses 

Rising expenses affected most practices in the 2010/11 financial year with 92 per cent of 

practices reporting an increase in expenses. As the difficult economic climate has continued 

over the last 12 months, many practice owners had already seen an increase in expenses. 

Given these facts we were interested to see how practice costs have compared with the 

practice owners‟ expectations in the 2010/11 finical year.  

Almost three-quarters (71 per cent) of the practice owners found that their costs had 

exceeded their expectations (figure 5). This is a dramatic rise from the 55 per cent that was 

reported in 2009/10. Practices in England and Northern Ireland (71 per cent and 82 per cent 

respectively) were the most likely to report costs above expectations.  

Almost no practices in the UK (0.1 per cent) reported that costs were below their 

expectations. Similar to the findings from last year, single handed practices were less likely 

than their colleagues from larger practices to report that costs exceeded their expectations. 

In last year‟s report it was argued that this may be because smaller practice find it easy to 

monitor and track their personal expenses, therefore are more likely to have a realistic 

expectation of costs. Weight can be added to this theory with this emerging trend.  
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Figure 5: Relationship between practice costs and the expectations of practice 
owners in the 2010/11 financial year.  

 

Expenses relating to decontamination were the most commonly cited cause for expenses 

rising above expectations. These include equipping practices, the one off cost of renovation 

the practice consumables and on-going maintenance. It was noted that these were out of 

proportion to the risk that they were preventing.  

“Built a de-contamination room; very expensive sundry items; materials have risen 

greatly LAB fees; cost of gold risen greatly” 

“Cost of building on extension to house LDU has exceeded expectations by double 

since planning it, initially” 

“Cost of providing and running costs of LDU are horrendous” 

“Increased cost of decontamination room, having to build a separate room (very high 

building costs). To achieve lost space for decontamination room and many other high 

costing plans” 

“Obviously decontamination costs and validation are the main burden. Have not met 

all planned investment really because I am cautious about financial outlook for cost 

of living i.e. inflation costs for the patients” 

“Costs and requirements in conforming to HTM01-05 have been far greater than 

expectations.” 

“Costs for compliance or attempted compliance with HTM01-05 mainly consumables” 

“CQC and HTM 0105 implementation - flooring, decoration, washer disinfector, new 

instruments.” 

“Decreased income has meant delaying equipment purchase owing to necessary 

capital expenditure on premises. HTM01-05 compliance has taken precedence” 

“HTM 01-05 costs are very high especially small practices. Costs are out of 

proportion to risks” 

Staff costs were also rising more than expected for a number of the practice owners. Dental 

nurse registration was thought by many to have driven up the wage bill, and ancillary costs 
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such as paying for registration. There has been an increase in competition for staff which 

has impacted on wage demands. In many cases, additional staff have had to be employed to 

meet the decontamination requirements, and to meet rising administrative and regulatory 

requirements.  

“Staff have not had a pay rise in 2 years and I needed to give them one. Also have 

gone from 1 full time dentist + part time dentist to only 1 full time. Have not 

decreased staff because CQC expect you to have plenty of staff!” 

“Staff wage expectation and needs have increased so I have had to respond by 

increasing wages.” 

“None of the staff will pay for registration, courses etc.” 

“Staffing costs have shot up. Wages increase for registered DSAs” 

“Extra staff to accompany regulations for decontamination.” 

“Provision of decontamination room and extra instruments to go with it. Also having 

to employ extra member of staff for it and it also slows us down”  

“Staff wages have risen by £10,000 in 5 years - I have to compete in getting staff to 

work in the NHS instead of another dentist's private practice.” 

Increases in the cost of materials and expenses relating to decontamination were the most 

commonly cited causes for expenses exceeding expectations. The weak pound against the 

Euro and US Dollar was thought to have contributed to the increase in materials, however, a 

number of respondents felt that their suppliers have increased prices above and beyond this.  

“Dental materials have continued to rise, especially the items that are thrown away 

(triply sprays, reamers etc.).” 

“Increase in materials not in line with NHS increase.” 

“Material cost more due to £/euro exchange rate.” 

“Materials costs continue to rise, but the ability to pass these costs onto the patient 

are limited by current economic climate” 

“Materials costs have increased substantially and demand for better dentistry has 

risen. I have not increased my fees.” 

“Materials costs me exponentially, lab costs make providing NHS lab work 

unprofitable. Costs of staff up as they need to be registered - putting up costs” 

“Materials have increased to a level which has reduced the amount that I can invest 

in the practice.” 

The increased cost of laboratory items, particularly for items involving precious metals, was 

another contributing factor to higher expenses, although this was less commonly cited than 

materials. Many of the practice owners are thought to be shopping around to find a cheaper 

laboratory.  
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“Laboratory costs increased due to rise in cost of raw materials and transport. No rise 

in patient charges/UDA value to offset this rise” 

“Lab bills have rocketed.” 

“Precious metal prices soaring - affecting lab bills.” 

“Gold prices have made NHS precious metal crowns unrealistic. Materials increased 

25% in last 3 months” 

Increases to expenditure on materials and equipment consumables were the norm for most 

practices with over 90 per cent of the practice owners reporting an increase in 2010/11 

compared with the previous year (95 per cent materials; 96 per cent consumables) (figure 6). 

There were high levels of agreeability across the nations and with over 90 per cent of 

practice owners in all countries reporting an increase.  

Figure 6: Percentage of practice experiencing an increase in the following costs 
compared with 2010/11 

 

While the proportion of practice owners that had experience an increase in laboratory costs 

was not as high as materials or consumables, it still consisted of the vast majority of 

participants. Not a single practice owner reported a substantial decrease in material costs, 

laboratory costs or equipment consumables.  
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Figure 7: Portion of practice owners that had undertaken investment in their practice 
in 2010/11 

 

Within this current economic climate we sought to understand how much planned investment 

practices undertook in 2010/11. Under half (45 per cent) of practices undertook all or most of 

their planned investment (figure 7). There was some difference between countries with those 

in Scotland and England (50 per cent and 46 per cent respectively) more likely to have 

undertaken most or all of their planned investment in comparison with those in Wales and 

Northern Ireland (41 per cent and 31 per cent respectively). 

In times of fiscal constraint, anecdotally, it is understood that access to credit and bank loans 

has been restricted. We sought to quantify this and discovered that of those that had applied 

for credit or a bank loan in the last 12 months a third (34 per cent) had faced problems when 

doing so (figure 8). This proportion rose to 58 per cent in Northern Ireland and 44 per cent in 

Scotland.  

Figure 8: proportion of practice owners that faced problems when applying for credit 
or a bank loan.  

 

Of those that faced problems, one of the main issues that they found was that the banks 

were often unwilling to lend.  

“Banks seem to have tightened on everything-not as ready to lend money.” 
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“Banks want personal guarantees. Hard to get them to commit to lending” 

“Bank would not give loan for tax liability though would happily give one to go on 

holiday” 

Some participants reported that the application process was lengthy and they faced frequent 

delays throughout it. This often manifested itself in prolonged credit checks and excessive 

supporting documentation.    

“Credit checks longer time to get decision” 

“Extra fees and levies on our accountants delays in approval now.” 

“More delays and requirements, such as seeing 3 years worth of accounts for loans 

over £25,000” 

“Very lengthy application time, lots of checks” 

If they were able to secure a credit agreement they often found unfavourable terms and 

conditions. Often interest rates were much higher than anticipated or fiscally prudent.  

“Penalty interest rate applied” 

“Despite never having overdrafts and profitable practice consistently for 16yrs in 

business, my bank would only lend money for my LDU extension if I renegotiated my 

entire practice loan at a much higher rate than I got it previously” 

“Interest rates not competitive” 

Expense ratios  

Expense ratios represent the proportion of income that is taken up by expenses. In this 

instance the expense ratio is calculated for the practice as whole rather than individual 

dentists.  

Figure 9: Expense ratio for the 2009/10 financial year, by country, number of dentists 
and NHS income  
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The average expense ratio for practice in the 2009/10 was 0.66, ranging from 0.66 in 

England to 0.69 in Northern Ireland. The expense ratios did not differ much between levels 

of NHS commitment but did vary by practice size (see figure 9 and 10).  

It must be noted that this question was only answered by 60 per cent of practice owners and 

therefore there may be some bias introduced if the responses of those who did not respond 

differ significantly from those who did chose to respond. These results should therefore be 

interpreted with caution.   

Figure 10: Expense ratios for the 2009/10 financial year, by country and number of 
dentists  

 

Efficiency savings 

In 2010/11 practices were required to make efficiency savings of one per cent in order to 

maintain income from NHS contacts at their 2009/10 values. It is likely that NHS dentists will 

be asked again to make efficiency saving for 2012/13 so we asked practice owners where 

they would prefer to see the efficiency saving coming from.  

In England and Wales a third (34 per cent) of practice owners suggested that they would like 

see an increase in preventative dentistry and a reduction in the highest UDA values (31 per 

cent). To assist in the implementation of these budgetary restraints, two-thirds (68 per cent) 

of practice owners in England and Wales would like to see a reduction in the administrative 

burden. Over half (54 per cent) would like to see a reduction in the range of treatment 

available on the NHS.  By comparison, just over a third (37 per cent) of practice owners in 

Scotland thought that a reduced administrative burden would help in achieving the desired 

efficiency savings, and just over a quarter (28 per cent) thought that reducing the range of 

treatments available on the NHS would help.   
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Many practice owners felt that it was not possible to make any further savings. It was stated 

that dentistry is one of the most efficient areas in primary care and any further saving will 

essentially result in a wage cut of practice owners.  

“Can't see how we can squeeze anymore!” 

“Don't think we could be more efficient I think NHS dentistry is the most cost efficient 

part of the NHS” 

“Extra efficiency a ridiculous expectation on a small business. Should find savings 

from 2yrs care very inefficient community service” 

“It is not possible to make efficiency cuts for NHS treatment as practice expenses 

have increased so much.” 

“Unrealistic to expect efficiency gains from an already highly efficient workforce” 

“We cannot make our practice any more efficient without impacting on care quality” 

“We cannot get more efficient.” 

Other areas in which practice owners felt that efficiency saving could come from were to 

reform the UDA structure and the possibility of creating a limited service with in NHS 

contract.  

“UDA system doesn't work.” 
  
“Unfair how treatments overvalued in some practice with 'higher UDA' value, and 
costs are the same and increasing” 
  
“Weighting given to UDA values in areas of deprivation to encourage low income 
patients to be chased for attendance more frequently.” 
 
“Removing some items of treatment from NHS and providing basic core service.” 

“More to a core system, fee per item, gives everyone an incentive” 

“Removing some items of treatment from NHS and providing basic core service.” 

Staff wages 

Almost seven-in-ten dental nurses (68 per cent) and two-thirds of receptionists (63 per cent) 

and practice managers (62 per cent) in the UK received pay rises during 20010/11 financial 

year. Figure 11 shows the percentage of practices awarding pay rises in 2010/11 compared 

with the previous year. With the exception of Scotland, the tendency was for fewer practices 

to award pay rises in 2010/11.   
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Figure 11: Percentage of practice awarding pay rises to the following DCP groups, 
2009/10 to 2010/11* 

 
*DN = Dental nurse; Rec = Receptionist; PM = Practice manager 

Of those that were given a pay rise the average pay rise given to dental nurses in 2010/11 

was 4.5 per cent the same as offered in 2009/10. Practice in England gave the highest pay 

increases averaging 4.6 per cent, while those in Scotland were offered the lowest on 

average (3.9 per cent).  

Figure 12: Average percentage change to DCPs wages of those awarded an increase 
during 2010/11 

 

Dental nurse pay was affected by the number of dentists working at the practice, with 

smaller practice giving larger increases on average.  
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Figure 13: Average percentage change to dental nurse wages if an increase was 
given, 2010/11 

 

The average increase for receptionists was 4.2 per cent. The average change was highest in 

England (4.3 per cent) than the other three countries. Similarly as with dental nurse pay 

awards, single handed practice on average awarded higher pay rises than practice with 

more than one dentist.  

Figure 14: Average percentage change to receptionist wages if an increase was given, 
2010/11 

 

The average pay award for practice managers was 4.9 per cent, with England having the 

highest average among the countries (5.1 per cent). There was no correlation between the 

size of practice or NHS commitment and the level of wage increase offered.  



78 

Figure 15: Average percentage change to practice manager wages if an increase was 
given, 2010/11 

 

Figure 16 shows the distribution of dentists‟ annual personal income from dentistry in 

2010/11 (before tax and national insurance). As expected, associates tended to have lower 

annual incomes with a third (32 per cent) of all associates falling within the £60,001-80,000 

range, and just under a quarter (23 per cent) within the £40,001-£60,000 range. Practice 

owners had a wider distribution; while the most common bracket was £80,001-£100,000, this 

only accounted for 15 per cent of practice owners, and almost one-in-ten (7 per cent) of the 

practice owners reported incomes above £200,000. About one-in-ten practice owner (11 per 

cent) and associates (8 per cent) did not answer this question. While it is not clear why they 

did not answer these questions, if they are different to the dentist who did respond in an 

substantial way this could cause some of the non-response bias in the results. These results 

should therefore be interpreted with caution.  

Figure 16: Percentage of dentists reporting the following personal annual taxable 
income brackets before tax and NI from dentistry in 2010/11 
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There were no clear effects of NHS commitment on practice owners‟ annual income but the 

picture was less clear for associates. Associates with 25-75 per cent of their income from the 

NHS were the most likely to earn over £80,000 (41 per cent compared with 21 per cent for 

predominately NHS and 24 per cent for predominately private associates) (figure 17 and 18).  

Figure 17: Distribution of practice owners’, incomes, by NHS contribution (£) 

 

Figure 18: Distribution of associates’, incomes, by NHS contribution (£) 

 

There was also a clear difference with gender and annual income especially with practice 

owners. Male practice owners and associates were far more likely to earn over £80,000 than 

their female counterparts. Four-in-ten (42 per cent) male associates earn over £80,000 

compared to one-in-ten (12 per cent) female associates (figure 19).  
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Figure 19: Percentage of dentists reporting over £80,000 personal annual taxable 
income before tax and NI from dentistry in 2010/11, by gender 

 

Decontamination 

Recent changes to decontamination regulations have altered the way in which practices 

operate (e.g. increases in the use of consumables, see Expenses section above). While 

higher mandatory standards are required in Scotland and Northern Ireland, a significant 

number of practices in England and Wales have attempted to reach best practice standards 

which have come at a significant cost.  

Almost every practice in the UK now owns at least one autoclave (99.4 per cent), we 

assume the 4 practices who don‟t are using central clinical sterilisation units. Four-in-five (79 

per cent) practices owns at least one ultrasonic cleaning bath and 42 per cent of practices 

owns at least one washer disinfector (figure 20 and 21) demonstrating a desire from 

practices to achieve a higher standard.  

Figure 20: Proportion of practices that own one or more of the following pieces of 
decontamination equipment  
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Figure 21: Proportion of practices that have bought one or more of the following 
pieces of decontamination equipment in the last six months, by country 

 

To achieve higher standards of decontamination the additional equipment has extremely 

high on-going running costs and maintenance costs. This has had an effect on practice 

expenses with practice owners reporting an increase in water bills, electricity bills and annual 

equipment maintenance bills 

Figure 22 shows that on average practice owners saw their quarterly water bills rise by 24 

per cent and their electricity bills rise by 25 per cent. Rises in water bills were rose the 

highest in Northern Ireland and there was some difference between low and high NHS 

commitment.  

Figure 22: Average percentage increase from 2009/10 to 2010/11 of quarterly water 
and electricity bills, by country and NHS commitment 
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The cost of annual maintenance on average rose by 39 per cent across the UK (figure 23). 

In Scotland it rose by 50 per cent in comparison with Wales which rose by 19 per cent. 

Predominately private practices saw a higher average rise in annual equipment maintenance 

(48 per cent) than those with a higher NHS commitment. 

Figure 23: Average percentage increase from 2009/10 to 2010/11 of annual equipment 
maintenance, by country and NHS commitment 

 

Associates 

Twelve per cent of the associate dentists with at least some NHS income reported that NHS 

superannuation payments were not being deducted from their pay at the time of the survey.  

Figure 24: Percentage of associates that did not have NHS superannuation payments 
deducted from their pay 

 

Associates in England and Wales were the most likely to report this (13 and 14 per cent 

respectively, compared with just five and two per cent in Northern Ireland and Scotland). 

Older associates, male dentists and those with more private income were all more likely than 

their colleagues to report that the NHS superannuation payments were not being deducted. 

This may well be due to the fact that they have already taken their pension.  Superannuation 
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payments are automatically deducted from associates‟ earnings in Scotland and Northern 

Ireland.  

Figure 25: Percentage of associates receiving the following payment method for the 
NHS work they provide 

 

Associates were asked how they were paid for the NHS dentistry they provided. The most 

common payment method was a percentage of the fees they earned (82 per cent) with the 

mean percentage earned being 49.8 per. 
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Business Trends Survey 2011 

Workforce and practice profile report 

Background  

This report details the findings from the workforce and practice profile questions of the 2011 

Business Trends survey.  

Contents 

Executive summary ......................................................................................................... 85 

Practice Profile ................................................................................................................ 86 

NHS commitment ............................................................................................................ 86 

Patient base .................................................................................................................... 89 

Workload ......................................................................................................................... 92 

Retirement ....................................................................................................................... 94 

Staffing ............................................................................................................................ 96 

Dentist profile ............................................................................................................... 96 

Staffing levels .............................................................................................................. 97 

Recruitment ................................................................................................................... 100 

Associates ..................................................................................................................... 103 



85 

Executive summary – Workforce 

 

 One-in-four practices (26 per cent) are single-handed. Practices in Scotland 

were more likely than those in the other devolved nations to have four or 

more dentists. 

 Thirty-nine per cent of practices have predominantly private income (0-24 

per cent of their income from the NHS) while 39 per cent have 

predominantly NHS income (75-100 per cent NHS income). Almost one-in-

five (19 per cent) of practices derive all of their income from private 

dentistry. 

 Practices in England and Wales were more likely than those in Scotland and 

Northern Ireland to be predominantly private. Single handed practices were 

also more likely to be private than larger practices were (52 per cent of 

single handed practices were predominantly private compared with 27 per 

cent of those with four or more dentists). 

 At a personal level, younger dentists and associates were more likely to 

derive the majority of their personal income from the NHS than older 

dentists and practice owners respectively. 

 Half (51 per cent) of the respondents plan to increase the amount of private 

dentistry they provide in the next three years while just ten per cent plan to 

increase their NHS dentistry.  

 The majority of dentists reported no change in the amount of hours they 

spent performing clinical dentistry, or the number of patients they saw in 

2010/11 compared with the previous year.  

 In contrast, 64 per cent of the respondents reported increases in the time 

they spent on administration. Practice owners were the hardest hit, with 65 

per cent reporting increases to the time they spent on administration. 

 Eighteen per cent of the respondents plan to retire in the next three years. 

In addition to reaching retirement age, many of those planning to retire felt 

that excessive administration had contributed to their decision. 
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Practice Profile 
Twenty-six per cent of the practices in the UK were single-handed; while thirty-two per cent 

have four or more dentists (figure 1). Practices in Scotland were the most likely to have four 

or more dentists (42 per cent), compared with 18-34 per cent in the other countries (figure 

2).    

Figure 1: Practice profile UK 

 

Figure 2: Practice profile, by country 

 

Figure 3 shows that almost half of all practices in the UK were trading as a sole trader (49 

per cent), with one-in-five   trading as a limited company (21 per cent) and under a 

partnership agreement (20 per cent). One-in-ten practices (10 per cent) were working under 

an expense sharing agreement.  

Figure 3: Proportion of practices working under differing practice ownership methods 
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Northern Ireland had the highest proportion of practices practicing as sole traders (58m per 

cent); while Wales saw a higher proportion of practices trading as a limited company (27 per 

cent) (figure4).  

Figure 4: Proportion of practices working under differing practice ownership 
methods, by country  

  
 

NHS commitment 

Figure 5 demonstrates that almost one-in-five of the practices (19 per cent) derive all of their 

income from private dentistry. In total, 39 per cent of the responding practices had 

predominantly private income (0-24 per cent NHS income), and 39 per cent had 

predominantly NHS income (75-100 per cent NHS income).  

Figure 5: Distribution of the percentage of practice income derived from the NHS 

 

Looking at the predominantly private practices, there were some clear associations across 

the countries and the number of dentists. Practices in England were the most likely to have 
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predominantly private income (42 per cent), followed by Wales (29 per cent), Scotland (24 

per cent) and Northern Ireland (18 per cent).  

Figure 6 shows that single handed practices were the most likely to be predominantly private 

(52 per cent, compared with 27 per cent of practices with four or more dentists). Caution 

should therefore be taken in interpreting findings relating to NHS commitment and/or 

practice size as the interaction between the two variables will influence results. For example, 

there is a chance that an observed effect of practice size could be due to the differing 

proportions of NHS and private practices in smaller and larger practices.  

Figure 6: Percentage of practices with predominantly or exclusively private income, 
by country, location, and number of dentists 

 

Comparing this to the 2010 Business Trends survey, there has been little change to the 

proportion of practices with predominantly private income in England (figure 7). Wales saw a 

four per cent decrease in the number of exclusively private practices (from 14 to 10 per 

cent), while Scotland saw a decrease in predominantly private practices from 33 per cent to 

18 per cent in 2010. Given the smaller sample sizes for Wales and Northern Ireland care 

must be taken when interpreting these findings.   
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Figure 7: Percentage of practices with predominantly or exclusively private income, 
2009 and 2010 

 

Figure 8 shows the percentage of income derived from the NHS by dentists at an individual 

level. The figures are broadly similar to the practice figures but tend more towards NHS 

income. This is to be expected as private practices tend to be smaller (as shown above) and 

therefore employ fewer dentists per practice.  

Figure 8: Percentage of dental income generated by the dentist themselves, that 
comes from the NHS 

 

Practice owners were more likely than associates to have a higher contribution of private 

income. This association was clear regardless of practice size.  
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Age was also a factor, with associates in the 50 or over age group more likely than their 

younger colleagues to have predominantly private income (41 per cent compared with 38 

per cent for the 36-49 year olds and 17 per cent for those aged 35 or under.  

Patient base 

Practice owners were also asked which patient groups they were taking on as new patients 

at the time of the survey. Private adults and NHS children were the two most commonly 

accepted groups in all countries except Scotland (were NHS children were the most 

common, followed by an even acceptance of private adults, NHS exempt and non-exempt 

adults). Practices in England and Northern Ireland were also more likely to be accepting 

children as private patients (30 per cent and 29 per cent respectively) compared with 19 per 

cent in Scotland and 15 per cent in Wales.  

Figure 9: Percentage of practices taking on the following groups as new patients in, 
2011  

 
 

Over half (51 per cent) of the dentists across the whole UK plan to increase the amount of 

private dentistry they provide in the next three years while only ten per cent plan to increase 

the amount of NHS dentistry they provide.  

Dentists with 25-74 per cent income from the NHS currently, were the most likely to increase 

private work (68 per cent). Dentists in Northern Ireland were the most likely to be planning 

on increasing their NHS dentistry (16 per cent).   
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Figure 10: Percentage of dentists planning to increase the amount of private/NHS 
dentistry they provide in the next 3 years 

 

There was a slight reduction between 2010 and 2011 in the proportions of dentists planning 

to increase the amount of NHS dentistry they provide. Dentists were, however, slightly more 

likely to plan on increasing private dentistry in 2011 than they were in 2010.  

Figure 11: Percentage of dentists planning to increase the amount of private/NHS 
dentistry in the next 3 years 2010 and 2011 
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Workload 

Over half of dentists in the UK did not see a change in the hours they spent performing 

clinical dentistry in 2010/11 compared with the previous year (58 per cent). The same was 

true for the number of patients seen in 20010/11, for which 53 per cent of dentists reported 

no change on the previous year, while over quarter reported a decrease (28 per cent). 

Administration was the area most likely to have increased for dentists. Almost a quarter (29 

per cent) of the respondents reported substantial increases and a further 35 per cent 

reported that the time they spent on administration had increased somewhat4. 

Figure 12: Percentage of dentists reporting changes in the hours they spent 
performing clinical dentistry, dental administration, and the number of patients they 
saw in 2010/11 compared with 2009/10 

 

On-in-five dentists (19 per cent) saw an increase in the hours they spent on clinical dentistry 

(5 per cent of these deemed substantial increases) and 23 per cent saw a decrease (5 per 

cent substantial decreases). Patients with a high NHS commitment were most likely to report 

spending more time on clinical dentistry and those who were predominantly private were the 

least likely. This is possibly evidence of the drop in demand for NHS dentistry due to the 

economic climate.   

 

                                                           
4
 For the purpose of this question „substantial‟ change was defined as change that had an appreciable impact on other aspects 

of the dentists‟ work/life, while „changed somewhat‟ was a noticeable change that could be accommodated without major 

changes to other aspects of their work/life. 
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Figure 13: Percentage of respondents reporting changes in the hours they spent 
performing clinical dentistry in 2010/11 compared with 2009/10 

 

Dentists in Wales were the most likely to report an increase in the number of patients seen in 

2010/11 compared with the previous year. Predominantly NHS dentists were much more 

likely than predominantly private dentists to report an increase in patient numbers; 28 per 

cent reported an increase of some scale, while just 7 per cent of predominantly private 

dentists reported the same.  

Figure 14: Percentage of dentists reporting that the number of patients they saw 
increased 'somewhat' or 'substantially' in 2010/11 compared with 2009/10 
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Figure 15: Percentage of dentists reporting that the time they spend on administration 
has increased 'somewhat' or 'substantially' in 2009/10 compared with 2008/09 

 

The rise in dental administration in 2010/11 reflects a longer term trend towards more time 

spent on administration. Figure 16 shows that the administrative burden has increased year 

on year for many practice owners. While 2008/09 shows the largest number of respondents 

reporting increased administration, the majority of practices have reported a rise in each of 

the subsequent years.  

Figure 16: Percentage of practice owners reporting an increase in time spent on 
dental administration compared with the previous year, 2008/9 – 2010/11 

 

Retirement 

Eighteen per cent of dentists plan to retire from clinical dentistry within the next three years. 

As expected, dentists aged 50 and over were the most likely to plan to retire (41 per cent). 



95 

There was some difference across the nations, although this appears to be due, in part, to a 

lower number of respondents in the 50 or over age bracket in Northern Ireland in particular. 

See below for analysis of the dentists in the 50 or older bracket in more detail.  

Figure 17: Percentage of dentists planning to retire or leave the dental profession 
(clinical) within the next 3 years 

 

When looking at the 50 or over age bracket in isolation, Wales had the highest number of 

dentists planning to retire (45 per cent), followed by England (41 per cent), Scotland (36 per 

cent), and Northern Ireland (34 per cent), see Figure 18. 

Figure 18: Percentage of dentists aged 50 or older planning to retire or leave the 
dental profession (clinical) within the next 3 years 

 

 

Dentists who indicated that they were likely to retire in the next three years were asked to 

give details about the factors leading to their decision to leave the dental profession5. 

Around one-in ten of the dentists also mentioned that stress and work related pressure had 

influenced their decision.  

                                                           
5
 This was an open-ended question 
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Over one-in-four of the dentists who reported that they were planning to retire cited 

excessive administration as a factor influencing their decision, and a similar proportion sure 

to increasing regulation as a factor influencing their decision. 

“Amount of bureaucracy, paperwork and inflexibility of new (2006) contract.” 

“Continuing and increasing burden of compliance issues, administration, and the 

increasing costs involved in running a practice” 

“Excessive audits and paperwork reached NHS remuneration when targets not met. I 

am only 52 years but would gladly leave if I can get some other income stream” 

“Massive increase in risk assessment health and safety and general admin. more 

litigious environment.” 

“Don't enjoy it as much, too much paperwork & policy to invent!” 

“A ridiculous amount and level of regulation and enforced change in practice 

bureaucracy.” 

“Age is one factor but administration pressure is the main push - incorporating over - 

regulation of the profession and business” 

“Compliance requirements seems to be excessive, despite my best efforts, I feel I'm 

not achieving 100% compliance” 

“Disenchanted with red tape and new regulation bodies.” 

“Over regulation, health and safety increasing out of proportion. No help from PCTs. I 

wonder whose practice it is.” 

Many of the dentists were disappointed with the additional requirements they face due to 

Care Quality Commission (CQC).  

“Increasing bureaucracy and interference for no clinical reason of outside bodies i.e. 

CQC.” 

“Increasing demands for non-clinical admin. CQC audit sterilisation complete.” 

“CQC is not properly constructed, and does not appear to self analyse. infection 

control is not evidence based.” 

Staffing 

Dentist profile 

Figure 19 shows the age and gender distribution of the dentists who responded to the 

survey. As expected, practice owners were more commonly in the 50 or over (70 per cent), 

or 36-49 (63 per cent) age brackets, while associates were most commonly in the 35 or 

under bracket (87 per cent).  

Figure 19: Respondent’s age and gender 
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Figure 20 clearly shows the changing face of the dental profession, with females 

outnumbering males in the younger age band, but hugely outnumbered by males in the 50 or 

over age group.  

Figure 20: Respondent’s gender by age 

 

Staffing levels 

Just over a quarter of practices were run by single-handed dentists (26 per cent), but just 

over one-in-ten (13 per cent) had a single dental nurse. The majority of practices had four or 

more dental nurses (headcount).  
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Figure 21: Headcount of dentists and dental nurses at a practice 

 

Across the UK, over two-fifths of practices do not employ any hygienists (44 per cent), and a 

similar proportion, (41 per cent) do not employ dedicated practice managers. Practices in 

England and Wales were more likely than those in Scotland and Northern Ireland to employ 

dedicated practice managers.  

Predominantly NHS practices were the least likely to employ hygienists, 37 per cent did 

compared with 66 and 70 per cent in mixed and predominantly private practices respectively.  

Figure 22: Headcount of DCPs at a practice 

 

On average, practices had a headcount of 3.0 dentists, 4.0 dental nurses, 1.0 hygienists, 1.7 

receptionists, and 0.7 practice managers. Figure 23 shows the average whole-time-

equivalent (WTE) number of staff compared with the average headcount for each role. The 

difference between the average headcount and WTE staff shows that many members of 

dental staff are working part-time.  
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Figure 23: Average headcount and whole-time-equivalent staff in the following roles in 
each practice 

 
* Based on a 35 hour week 

Scotland had the highest average WTE number of dentists (2.8) and dental nurses (4.0) 

compared to the UK averages of 2.4 and 3.2 respectively. There was also a relationship 

between the practice‟s NHS income and the number of staff, with predominantly NHS 

practices having, on average, more WTE dentists and dental nurses than predominantly 

private practices.  

Figure 24: Average whole-time-equivalent dentists and dental nurses in practices, by 

country, and NHS income 

 

Northern Ireland had a higher average number of dedicated receptionists than England, 

Wales and Scotland. In the case of Northern Ireland, this may be explained by the higher 

average number of dentists, as large practices are more likely to need dedicated staff in 

these roles. 
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The average WTE number of dedicated practice managers did not vary much with an 

average WTE of 0.5 across the UK.  

Figure 25: Average whole-time-equivalent dedicated practice managers, and 
dedicated receptionists in practices, by country, and NHS income 

 

With the current economic climate affecting turnover and patients‟ attendance we sought to 

understand whether this was having an effect on staffing levels in dental practices. While the 

majority of practices did not change their levels of dentists, one-in-ten (12 per cent) reduced 

the hours or number of staff whilst a similar proportion (11 per cent) increase their hours or 

number of dentists. 

Figure 26: Proportion of practices who have increased or reduced the hours or staff 
numbers in the last 12 months in the following staff categories 

 

Therapists were most likely to have had their hours or staff number reduced, however, they 

were also the most likely to have their hours and number increased (figure 26). A quarter (25 

per cent) of practice had increased the dental nurses hours or staff numbers. This could be 



101 

due to changing decontamination requirements which has resulted in more staff required to 

meet them.  

Recruitment 

Just over half of the practices in the UK had recruited for a dental nurse in the past 12 

months (53 per cent). The level was similar across the nations although the proportion of 

practice in Wales was slightly lower at 42 per cent.   

A fifth (21 per cent) of all practices had recruited for dentists to do predominantly NHS 

dentistry rising to 33 per cent of predominantly NHS practices. This is lower than reported in 

2009/10 (32 per cent across the UK rising to 43 per cent for predominantly NHS).  

Recruitment for predominantly private dentists was less common (11 per cent of all 

practices, and 20 per cent of predominantly private practices had recruited for private 

dentists).  

This difference in private and NHS dentists is likely to be due in part to the current economic 

climate, and fits with the finding from the Business Trends Morale report 2011 that 

predominantly private dentists were much more likely to report low morale due to a lack of 

patients (31 per cent did) than predominantly NHS dentists (9 per cent).  

Figure 27: Percentage of practices that have recruited for the following roles in the 
past 12 months 

 

Of the practices that did recruit for posts in the last 12 months, many reported that they had 

experienced major difficulty, in doing so and more still reported minor difficulties. 

Recruitment of NHS dentists and dental nurses appeared to be the most troublesome, 

causing difficulties for more than half (53 per cent) of the practices who had tried to recruit 

each of these roles.  

Figure 28: Percentage of practices who recruited for these posts, who reported 
difficulties 
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Practices that reported difficulties were asked to indicate the type of problems they had 

faced in recruiting for each role. The most common problems were the poor quality of 

applicants, low number of applicants, unqualified staff and problems relating to 

remuneration.  

Many respondents found that the quality of applicant was low and they were often forced to 

train from scratch. 

“Can only get trainees not experienced staff and this makes the practice team 

weaker when strong staff go on maternity and then request p/t work lack of 

continuity.” 

“Low quality applications and despite apparently selecting the best person he had 

completely the wrong attitude to delivery of quality patient care” 

“Poor standard of applicants for dental nursing or dental receptionist.”  

“Recruited an associate, but his clinical standards were not up to required standards” 

“Recruiting dentists private or NHS - lots of overseas applicants were the 

predominant problem and they often had limited experience of clinical dentistry.” 

“We are trying to recruit a dentist for predominantly NHS dentistry with some private. 

It is difficult to find quality applicants with all the required attributes who have the 

level of experience and quality we want.” 

Many of those seeking to recruit found that there was not a high level of interest in the roles 

a received a low response rate.  

“Advert in BDJ had very low response and only foreign interest. Managed to find a 

good associate through dental networking” 

“Hardly any dentists interested. Mostly didn't have PCT numbers .” 

“I have advertised 5 times for a Dental Nurse from October 2009 to Aug 2010. On 

each occasion I was inundated with replies/CVs (over 100 each time) from long term 

unemployed who have no interest in the job. Only 1 was interested/bothered.” 
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“Little choice - many applied but few turned up when invited for interview” 

“Very small number of applicants and mostly unsuitable” 

Often when applicants applied they did not have the requisite qualification for the roles 

advertised, especially with dental nurses 

“Cannot recruit qualified nurses, lucky if I get one reply to adverts (plenty trainee 

applicants however). Struggled to find associate of suitable calibre” 

“Dental nurses - lack of suitable educated and presentable school leavers for 

trainees. Lack of qualified nurses. Lack of training vacancies of colleges for trainee 

dental nurses” 

“Difficult to recruit qualified dental nurse so offered a training post for NVQ level 3 

dental nursing as a cheaper option” 

“On two separate vacancies for dental nurses we had no experienced or qualified 

dental nurses apply” 

Registration and training of dental nurses was a major difficulty for many practices, reducing 

the applicant pool, and also making it difficult to cover sickness and other absences. Many of 

the practice owners reported difficulties in finding registered applicants, and in finding 

training courses to put nurses on.  

“Poor facilities to train DSA lack of courses to send them on” 

“Suitable applicants and lack of well organised training courses” 

“GDC registration for nurses is nightmare for rural practices with training courses” 

“Part time nurse have left due to increase in CPD and GDC fees. A lot of practices 

have lost valued and experienced staff. Plus there is no little quality nurses around” 

“Unrealistic demands of dental nurses since registration” 

“The fact that dental nurses have to be registered and indemnified” 

Some dentists reported trouble finding dentists wanting to work in rural locations.  

“Difficulty attracting dentists to rural community” 

“Impossible to get dentists to come and work in my area. None want to do NHS. 

Have had to take a non UK graduates who lack experience” 

Associates 

Two-thirds (66 per cent) of the associates had a written associateship agreement. These 

were most commonly held in England (by 67 per cent of the associates) and least commonly 

held in Northern Ireland (by 50 per cent). Associates in predominantly private practices were 

less likely than their colleagues in predominantly NHS practices to have a written agreement 

(60 per cent and 70 per cent respectively).  

Figure 29: Percentage of associates who have a written associateship agreement 
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While the vast majority of associates worked at one practice (76 per cent), one-in-five 

worked at two locations (20 per cent), and a small number worked at three or more locations 

on a regular basis (4 per cent).  

Figure 30: Number of practices the associates usually work in on a regular basis* 

 
* Includes all practices at separate locations, including those owned by the same owners 
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Business Trends Survey 2011 

Morale and motivation report 

 

Background  

This report details the findings from the morale and motivation questions from the 2011 

Business Trends survey.  

Contents 

Executive summary ....................................................................................................... 106 

Morale levels ................................................................................................................. 106 

Areas of satisfaction ...................................................................................................... 109 

Factors causing low morale ........................................................................................... 111 

 

 

 



106 

Executive summary – Morale and motivation  

 The overall picture was one of decreasing morale across the UK. 

Predominantly NHS dentists scored much lower than predominantly private 

dentists on overall morale levels, and on a number of specific areas of job 

satisfaction.  

 Over a third of the dentists in the UK (43 per cent) report having low or very 

low morale. 

 Dentists in England and Northern Ireland were more likely to report low 

morale than their colleagues in Scotland and Wales, while predominantly 

private dentists are less likely to report low or very low morale. 

 Almost half of the dentists reported that their morale had decreased in the 

last 12 months (63 per cent of practice owners and 47 per cent of associates). 

Predominantly private dentists were less likely to have reported a drop in 

morale.  

 Predominantly NHS dentists were more likely than their private counterparts 

to feel under pressure to achieve targets and less likely to be satisfied with the 

care they provide, or with the level of autonomy in their job. Predominantly 

NHS dentists were also more likely to report experiencing more frustration 

than satisfaction working as a dentist. 

 Predominantly NHS dentists were also more likely to cite a lack of time to 

provide preventive dentistry, or to provide the quality of care they would like 

to provide.  

 The main concerns for practice owners were excessive administrative 

requirements and rising expenses. These were closely followed by 

decontamination requirements as a cause of low morale in practice owners.  
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Morale levels 

Forty-three per cent of the dentists reported having low or very low morale. The proportion of 

dentists with low or very low morale was higher in England and Northern Ireland (46 per cent 

and 51 per cent respectively) compared to Wales and Scotland (35 per cent and 31 per cent 

respectively). Predominantly private dentists the least likely to report low or very low morale 

(37 per cent reported low or very low morale compared with 47 per cent for predominantly 

NHS dentists).  

Figure 1: Percentage of dentists reporting low or very low morale 

 

When looking at each country in isolation, Scotland showed slightly different patterns from 

the other countries. While practice owners were far more likely to report low or very low 

morale than their associate colleagues in the other nations, in Scotland the difference 

between the two was a lot smaller.  
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Figure 2: Percentage of dentists reporting low or very low morale, by country and job 
role 

 

Comparing the 2011 data with 2010, morale across all countries appears to have decreased. 

The biggest difference was apparent in Northern Ireland were low morale rose from 27 per 

cent to 45 per cent, and in England were low morale rose from 31 per cent to 44 per cent.   

Figure 3: Percentage of dentists in the UK reporting low or very low morale 2010 and 
2011 

 

Over half of the dentists reported that their morale had decreased (either „somewhat‟ or 

„substantially‟) in the last 12 months (56 per cent). Practice owners were the most likely to 

report a decrease in their morale (63 per cent compared with 47 per cent of associates). 

Predominantly private dentists were also less likely that their colleagues with more NHS 

income to report decreased morale.  

These results were consistent with the self-reported morale levels above, in that the 

proportions reporting a substantial decrease in morale over the last year were lower for 

associates, among women, and among dentists with predominantly private income. 
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Figure 4: Percentage of dentists in the UK reporting that their morale decreased 
somewhat or decreased substantially in the last year 

 

Areas of satisfaction 

The dentists were asked to indicate their level of agreement or disagreement with the 

following statements:  

 I am satisfied with my job as a dentist 

 I would recommend dentistry as a career 

 I am happy with the care I am able to provide to my patients 

 I currently experience more frustration than satisfaction working as a dentist 

 I am satisfied with my pay 

 I am satisfied with the level of autonomy in my job 

 I feel under pressure to achieve targets 

 I am happy with the hours I work 
 

Overall, dentists were most likely to agree that they are happy with the care they are able to 

provide for their patients (69 per cent agreed or strongly agreed with this statement). Three-

fifths agreed or strongly agreed that they are satisfied with their job. A quarter of the dentists 

were not happy with the hours they work (disagreeing or strongly disagreeing with the 

statement). Thirty-seven per cent of the practice owners were not happy with the hours they 

work compared to 15 per cent of associates. 

The only major difference across the devolved nations was the number of dentists who felt 

under pressure to achieve targets. As expected from the nature of the NHS contracts in 

England and Wales, dentists in these areas were more likely to feel under pressure to 

achieve targets. Two-thirds of the dentists in England and Wales (64 and 62 per cent 

respectively) felt under pressure to achieve targets, compared to over half (55 per cent) of 

the dentists in Northern Ireland, and a third (31 per cent) in Scotland.  
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Figure 5: Level of agreement with the following statements 

 
*Note these statements are framed in the negative 

There were some clear differences by NHS commitment that echo the earlier findings. 

Predominantly NHS dentists were appreciably more likely to agree that they are under 

pressure to achieve targets. They were also appreciably less likely to be satisfied with the 

care they are able to provide, and less likely to be satisfied with their level of autonomy.  

Figure 6: Percentage of dentists in the UK who ‘agree’ or ‘strongly agree’ to the 
following statements, by NHS income 

 
*Note these statements are framed in the negative 
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Factors causing low morale 

With regards to the specific issues, four-out-of-five of the practice owners cited excessive 

administration (84 per cent), and rising expenses (84 per cent) as negatively impacting on 

their morale. These were followed by decontamination requirements (cited as a negative 

morale issue for 62 per cent of practice owners).  

The major concerns regarding administration was that it is excessive, detracting from clinical 

time, and often does not seem relevant to patient care, as well as the increase in volume in 

recent years.  

“Exponential increase in paperwork very depressing.” 

“It is almost impossible for a one man high quality practice to survive. I am booked up 

3 months in advance but spend more time on administration than on clinical work 

(which I love)” 

“Endless administration, endless changing requirements in order to comply with ever 

increasing regulations.” 

“Increased burden of administration at a time of uncertainty.” 

“Endless administration, endless changing requirements in order to comply with ever 

increasing regulations. I do not know  how younger dentists cope with it as it 

consumes ever increasing amounts of my free time. Other I am sure do not have the 

free time.” 

“Amount of governance and admin has got ridiculous-CQC HTM0105 impose 

regulations with little proof that they improve patient safety or care.” 

“CQC/H1W and other paperwork - much is unfocused on dentistry just being treated 

as a hospital. Regulation fail to understand structure of small dental practices” 

The rising expenses were affecting levels of morale by increasing the financial burden and 

pressure on practices and staff.  

“Increasing costs are resulting in essentially a pay decrease. Increasing practice 

costs are resulting in more pressure from practice principal. At present every patient 

requires lots of treatment - including lots of root canal treatment. I cannot provide the 

quality treatment I would like to if I have to meet targets. I therefore do not meet 

targets. I am working harder for decreased pay” 

”Expenses going up and up with no increase in pay - this puts pressure on the 

dentists who is unable to financially reward good staff.” 

”Rise in expenses has meant we cannot increase staff as much as we would like. 

Although staff are fully informed of why this understandably decreasing morale. Can 

no longer afford to pay associates 50%. 35% more appropriate but don't know how to 

address this. Admin increase has taken me away from treating patients.” 
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The main issues for associates in England and Wales were the structure of the UDA bands, 

and UDA targets were an issue for 59 and 50 per cent of associates in England and Wales 

respectively.  

“At our practice we are under constant pressure to achieve UDA targets yet receive 

no thanks when we do“ 

“Frustrated by UDA targets and amount of work that I'm increasingly having to 

achieve the UDA on a course of treatment. Don't feel supported by PCT.“ 

“UDA targets more difficult to achieve, patients save problems until multiple  

treatments required.“ 

“Excessive paper work and box ticking. UDA treadmill. Unable to take on complex 

cases on the NHS without suffering financial penalty.“ 

“The current UDA system punishes good dentists but I don't see the proposed 

changes making much of an improvement.“ 

“I provide NHS care for children only. However, the UDA value and structure of 

bands has made me consider whether providing this care under the NHS is viable.“ 

RQIA registration was an issue for the majority of practice owners (93 per cent) working in 

Northern Ireland. The main issues for practice owners in Scotland were rising expenses (59 

per cent) and excessive administration (52 per cent). 

Figure 7: Percentage of dentists in the UK who felt the following issues were 
negatively impacting on their morale, by job role 
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Figure 8: Percentage of dentists in the England, Wales, Scotland and Northern Ireland 
who felt the following issues were negatively impacting on their morale, by job role 

 

There were some differences in the types of issues affecting morale, according to dentists‟ 

NHS commitment. The difference was most striking around the workload issues. 

Predominantly NHS dentists were more likely to report morale issues from a lack of time to 

provide preventive dentistry, and care of the quality they would like than their predominantly 

private colleagues.  
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Figure 9: Percentage of dentists in the UK who felt the following issues were 
negatively impacting on their morale, by NHS income 

 

Predominantly NHS dentists were also more likely to report having too many patients; a 

quarter (26 per cent) reported this problem, compared with four per cent of the 

predominantly private dentists.  
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Annex 3 

 

 

 

 

British Dental Association 
Post Vocational Training Survey  

August 2011 
 

Background and methodology 

The British Dental Association has conducted annual surveys since 2006 to assess the 

impact that the reforms to NHS dentistry have had in the ability for Vocational Dental 

Practitioners (VDPs) to secure employment.  

The 2011 survey was distributed online to 441 VDP BDA members on June 2 with a 

reminder sent on June 13. In total, 148 responses were analysed giving a final response rate 

of 34%. This document summarises the main findings for the survey and details emerging 

trends over time. 

Respondents 

Sixty-four per cent of respondents were female and 37 per cent were male. Respondents 

were aged between 23 and 43 with the majority aged 24 (50 per cent). More than three 

quarters (78 per cent) of the participants had attended dental school in England, followed by 

11 per cent in Scotland. Nine-in-ten respondents were on the one year general dental 

practice course, with just four per cent on the GPT two year foundation courses. 

Table 1 gives a breakdown of the respondent characteristics, this is followed by detailed 

analysis of each question in the order in which they appeared in the survey. Where possible 

the responses are aggregated by gender, age, and VT location.  
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Key findings 

Ninety-seven per cent of the VDPs plan to work in dentistry in the UK after they finish their 

VT/FT but two per cent plan to work in another field. 

Eighty-three per cent of those that plan to work in dentistry had already found a post at the 

time of completing this survey. This is similar to levels found between 2006 and 2009 (all 

between 78 and 82 per cent). The 2010 figure was higher (88 per cent) but this is most likely 

because the survey was completed slightly later than in previous years. 

Forty-one per cent of all respondents found the job hunting experience very or fairly easy 

(slightly down from 2010, 49 per cent), with over a quarter (27 per cent) finding the 

experience fairly or very difficult, (increased from 2010, 22 per cent). This indicates that in 

2011 the job hunting has become slightly more difficult for VDPs. Of those who did find the 

experience fairly or very difficult, 47 per cent came from the West Midlands and 40 per cent 

from South Yorkshire/East Midlands.  

Just under a quarter (24 per cent) of respondents were staying on at their training practice, 

which has decreased since the new dental contract introduced in 2006 (38 per cent). Half 

(51%) of those who were not staying at their practice did want to stay on but were unable to 

do so. For these VDPs the main reason was due to a lack of funding or available UDAs to 

support another Associate, or a lack of space in the practice. 

Many of those who faced problems finding a practice, post-VT year, felt that there are very 

few available posts and practices want more experienced applicants. 

Of the 83 per cent of VDPs that have found a post for the next year: 

Almost half (48 per cent) of the VDPs who had found a post, found job-hunting to be very, or 

fairly easy (which is slightly less than 2010, 55 per cent) 

Fifty-four per cent of VDPs made fewer than three applications prior to finding a post (more 

than a 10 per cent decrease from 2010, 66 per cent). They made a median of two 

applications but average of 3.9 applications, with the higher average reflecting the high 

number of applications made by a small number of VDPs. Eight per cent had to make eleven 

or more applications.  

More than three-quarters (79 per cent) of the VDPs had fewer than three interviews before 

securing a post. This is somewhat lower that that the 83 per cent found in 2009 but has 

increased from the 72 per cent in 2010. VDPs attended a median of one and an average of 

1.8 interviews prior to securing a post. 

Eighty-six per cent of respondents stated they would be working in a single post and 14 per 

cent had secured two or more part-time posts. In 2010, 22 per cent of VDPs reported 

working in more than one part-time post. 

Almost all (94 per cent) of those that had secured posts will be working 35 hour a week or 

more with just 6 per cent stating that  they will be working less than a 35 hour week (this has 

increased slightly from 88 per cent in 2010).  
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Two-thirds (66 per cent) of the posts obtained were as an Associate in a practice with a GDS 

or PDS contract. Just under a third (29 per cent) of respondents had found a position in 

hospital dentistry. Only three per cent had obtained a position in the salaried dental services. 

Nine-in-ten of those who had found a position in general dental practice were working in a 

predominantly or exclusively NHS role (92 per cent).  

Forty-three per cent of those in a new post will receive a set amount for each UDA 

completed as a component of their pay, with over two-fifths (44 per cent) receiving a 

percentage of their private fees earned. Just over a third (37 per cent) would be receiving a 

fixed salary. However, only five per cent of those working in general practice would be 

receiving a fixed salary. None of the VDPs will receive bonus payments. 

VDPs being paid a proportion of a UDA value were receiving between £17.50 and £27.50 as 

a UDA value before expenses are deducted, and between £7 and £13 after expenses are 

deducted. The average UDA value equated to £21.18 before expenses are deducted and 

£10.32 after expenses are deducted. This represents a similar level reported in 2010 when 

the average value before expenses was £21.40 

The VDPs were all asked to give details about the factors that were important to them when 

deciding which posts to pursue after their VT/FT year. More than half (51 per cent) stated 

that opportunities for career progression were a very important factor and a further 42 per 

cent stating that it was somewhat important when deciding on which post to pursue after 

their VT/FT. Ninety-four per cent of those surveyed stated that the patient mix was a 

somewhat or very important factor when deciding which post to pursue. Almost all 

respondents (91 per cent) stated that choice of locality was somewhat to very important 

when making decisions. Pay rate also scored high with 86 per cent of respondents stating it 

very or somewhat important.  

Seventy-eight per cent of those who are not planning to work in the Salaried Services 

agreed that they would be interested in taking a Salaried Services post if the pay was equal 

to a General Practice post. 

When participants were asked what barriers they perceived when pursuing their desired 

career paths the cost of post graduate training and specialising was the main concern.  

Respondents were also asked if they thought the BDA catered to their needs as VDPs. 

Seventy-five per cent thought that the BDA cater very or fairly well to their needs. 

From a list of products and services that the BDA provide, respondents were asked to rate 

how good each product or service is. Almost all the products and services scored highly. 

Ninety-five per cent of respondents stated that advice sheets are excellent or good products. 

Ninety-four per cent stated BDA events were excellent or good, 93 per cent stated the BDJ 

and 91 stated that BDA news were excellent or good. Products and services that also 

achieved very high scores were the Into Practice Guide, Library, Final year guide and BDA 

website with all achieving over 80 per cent. 

The products least likely to have been used by the VDPs were BDA communities (70 per 

cent had not used), Branches and Sections (62 per cent) and the Information Centre (60 per 

cent). 



118 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix 1 – Questionnaire 
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VDP Survey 2011 

 

The following questions relate to dentists who are currently undertaking Vocational or Foundation 
Training (VT/FT) and will finish their training before October 2011.  

 

1. Which of the following best describes your current position? 
I am in VT/FT and due to finish before October 2011 

I am in my first year of a two year VT/FT 

I am not currently in VT/FT 

 

If you are not in a VT/FT programme due to be finished before October 2011 please do not 
complete any more questions.  

 

2. What is your gender?  
Male 

Female 

 

3. What is your current age?  
 

4. Which Dental School did you attend? 
Dundee 

Glasgow 

Newcastle 

Sheffield 

Manchester 

Leeds 

Liverpool 

Birmingham 

Bristol 

Cardiff 

King’s College London 

Queen’s University Belfast 

Barts and the London 

EEA Dental School 

Other (non-EEA) Dental School

 

5. In which sphere of practice is your training year?  
GDS/PDS 

SPDCS/CDS 
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Armed Forces 

GPT/Two year Foundation Training 

 

6. Where are you undertaking your training year? (Deanery Areas) 
Scotland 

Northern Ireland 

Wales 

South Yorkshire / East Midlands 

Eastern 

South Central 

London 

Kent, Surrey & Sussex 

South West 

West Midlands 

North West 

Yorkshire  

Northern 

Mersey 

Armed Forces
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Career Plans 

 

7. What are your plans for after you finish your VT/FT?  
Working in dentistry in the UK 

Working in dentistry outside of the UK (go to end) 

Working in a field other than dentistry (go to end) 

Travelling (go to end) 

Other (go to end) 

 

The following questions are for VDPs who are planning on working in dentistry in the UK when they 
finish VT/FT. 

 

8. Have you found a practice post (or posts) for after your VT/FT year? 
Yes 

No (go to question 18) 

 

9. Will you be working in a single post or a combination of more than one part-time posts?  
Single post 

Two or more posts (please answer the following questions in relation to the first post you secured)  

 

10. How many hours will you work in total at your new post(s)? 
35 or more hours a week 

Less than 35 hours a week 

 

11. How many applications did you make prior to finding a post? 
 

12. How many interviews did you have prior to finding a post? 
 

13. What sort of post have you obtained? 
Practice owner/partner/provider 

Associate/performer in GDS/PDS practice 

Salaried primary care post 

Hospital/Senior House Officer 
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Academia 

Other (please specify) 

 

 

14. If you are working in general dental practice, how would you describe the NHS/Private split of your 
new post? 
Exclusively private 

Predominantly private 

Equal NHS and private 

Predominantly NHS 

Exclusively NHS 

Don’t know 

 

15. Which of the following components will be included in the pay you receive in your new post? (please 
mark all that apply) 
Fixed salary 

Payment of a set amount for each UDA 

Percentage of private fees earned 

Percentage of fee per item 

Bonus  

Other, please give details:  

 

16. If you are being paid by UDAs at all, what is your UDA value in pounds and pence before expenses are 
deducted (e.g. £20.50) 

£ 

  

17. If you are being paid by UDAs at all, what is your UDA value in pounds and pence after expenses are 
deducted (e.g. £10.25) 

£  

 

 

18. Where is your new post located? (Deanery Areas) 
Scotland 

Northern Ireland 
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Wales 

South Yorkshire / East Midlands 

Eastern 

South Central 

London 

Kent, Surrey & Sussex 

South West 

 

Questions 19-24 are for VDPs who have not yet found a post.  

 

19. If you have not found a post, how many applications have you made so far? 
 

20. If you have not found a post, how many interviews have you had so far? 
 

21. How many hours a week are you planning on working in total?  
35 or more hours a week 

Less than 35 hours a week 

 

22. Where are you looking for a post? (Deanery Areas) (mark your first preference only) 
Scotland 

Northern Ireland 

Wales 

South Yorkshire / East Midlands 

Eastern 

South Central 

London 

Kent, Surrey & Sussex 

South West 

West Midlands 

North West 

Yorkshire  

Northern 

Mersey 

Armed Forces 

Other EU country 

Other non-EU country 



 

23. What sort of post are you looking for? (please mark your first preference only)  
Practice owner/partner/provider 

Associate/performer in GDS/PDS practice 

Salaried primary care post 

Hospital/Senior House Officer 

Academia 

Other (please specify) 

 

24. If looking for a post in general practice, what kind of NHS/Private split are you ideally 
looking for? (please mark your first preference only) 
Exclusively private 

Predominantly private 

Equal NHS and private 

Predominantly NHS 

Exclusively NHS 

Don’t know 

 

The following questions are for all VDPs 

 

25. How has your experience of job hunting been (so far)?  
Very difficult 

Fairly difficult 

Neither easy nor difficult 

Fairly easy  

Very easy 

 

26. Are you staying on at your training practice?  
Yes (go to question 28) 

No 

Don’t know 

 

27. If not, would you have liked to stay on at your training practice?  
Yes  
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No (go to question 28) 

Don’t know (go to question 28) 

 

28. If you wanted to stay on at your training practice, what is the main reason you have not 
been able to do so?  

 

29. If you have faced any problems finding a practice placement for your post-training year or 
have any other comments about finding a practice placement please give details below: 

 

30. How much information did you receive as a student/VDP about the following career 
pathways in dentistry?  

 

A lot, a little, none at all, don’t know  

General Dental Practice 

Speciality dentistry 

Academic  

Salaried Primary Dental Care Services 

Hospital Dentistry 
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31. How important were the following factors when deciding which post to pursue after your 
VT/FT year?  

Very important, somewhat, not very important, not important at all 

Patient mix 

Pay rate 

Career progression opportunities 

Potential to own a practice in future 

Flexible working arrangements 

Availability of posts in your locality of choice 

Other, please give details 

 

32. If the pay rates were equivalent in General Practice and the Salaried Services, would you 
consider a career in the Salaried Services?  
I’m already planning to work in the Salaried Services 

Yes, if the pay was equal 

No 

 

33. Are there any other barriers stopping you from pursuing specific career paths in dentistry 
that interest you at present? If so, please give details of the career path and the barriers 
you face.  

 

34. Are you currently a BDA member 
 

Yes 

No 

 

35. How well do you think the BDA caters to the needs of VDPs overall?  
Very well 

Fairly well 

Neutral 

Not very well 

Not at all 

 

36. If you have used any of the following BDA products or services during your VT/FT year, 
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how would you rate the product/service: 
 

 

Have not used, Excellent, Good, Fair, Poor 

BDAnews 

BDJ 

Launchpad 

Branches and Sections 

BDA website 

BDA communities 
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37. If you have used any of the following BDA products or services during your VT/FT year, 
how would you rate the product/service: 
 

Have not used, Excellent, Good, Fair, Poor 

BDA events 

Library 

Advice sheets 

Into practice guide 

Final year guide 

Advisory services 

VT visit to the BDA and GDC 

 

38. If you have any comments about your answers to the above questions or about any 
additional services you would like the BDA to provide please give details below.  
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BRITISH DENTAL ASSOCIATION 

August 2011 

 

 

Survey Background 

This report details the findings from a BDA survey of Clinical Directors conducted between 

May and July 2011.  

 

Method and response 

A survey was circulated by post at the start of June to all clinical directors in England, 

Northern Ireland, Scotland, and Wales – 137 Clinical Directors in total. After one reminder 

email in mid-June, an approximate response rate of 47 per cent was achieved - 64 replies. A 

table describing the survey sample in more detail can be found in Appendix one. 

 

Report Structure 

This report begins with an executive summary detailing the main findings of the survey. The 

results are presented under the broad headings of: referrals, recruitment, decontamination, 

service monitoring, Transforming Community Services report, and about your service.  

 

Appendix one contains a copy of the questionnaire.   
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Executive Summary 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 The majority of services (67 per cent) reported an increase in overall referral 

numbers on last year. Around half, reported increased waiting times for new 

patient assessments, treatment appointments, and recall appointments   

 The vast majority (90 per cent) of services meeting the 18 week targets for GA 

exodontia services for children, but fewer were meeting the targets for special 

care GA restorative services for adults (69 per cent) and children (81 per 

cent). 

 Recruitment was again a source of difficulty, particularly for Band A and B 

dentists. Low numbers of applicants was the most commonly reported 

problem although many reported problems with ineligible and low quality 

applicants. There was also an increase in the number of services reporting 

vacancy controls since the 2010 survey.   

 The majority of services were meeting essential decontamination standards in 

some (15 per cent) or all of their clinics (55 per cent) and many were meeting 

best practice standards in at least some clinics (77 per cent). Local 

sterilisation in each clinic was the most popular method of meeting 

decontamination requirements, with 77 per cent using this option.  

 A third of the services (35 per cent) have been reimbursed the full cost of 

decontamination requirements, but 29 per cent have not received any 

additional funding at all to date. 

 A third of the services reported reductions in activity/patient throughput, and in 

the availability of DCPs for clinical duties as a result of the changes to 

decontamination requirements.  

 The most common contracting arrangements were PDS agreements (used in 

32 per cent of the services), followed by PDS+ agreements (18 per cent) and 

UDAs were the most commonly used performance measure used to manage 

contracts, used to monitor 59 per cent of the services.  

 In England, the most common decision relating to Transforming Community 

Services was to merge into an Acute Trust, 30 per cent of services are doing 

so or had done so already.  

 Half of the services (48 per cent) reported increased patient numbers on the 

previous year but a third reported a reduction (32%). Forty per cent of 

services saw a reduction in budgets in 2011/12. 
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Referrals 

The majority of services (67 per cent) reported an increase in overall referral numbers. The 

areas most likely to see increases in referral numbers were domiciliary visits and adults 

referred for sedation or due to anxiety/phobia where around two thirds of services reported 

increases. Though less common, around half of the services experienced increases in 

referrals for children and for adults with special needs. 

The most commonly mentioned „other‟ area of increased referrals was oral surgery.    

Figure 3 Services that have experienced an increase in referrals in the following areas since April 2010 

 

Although the number of services reporting an increase in overall referral numbers has 

decreased since 2010 (when 85 per cent did), the strain on services that have received 

increases year on year for several years is evident. Roughly half of the services reported 

increased waiting times for new patient assessments (52 per cent), treatment appointments 

(52 per cent), and recall appointments (50 per cent).   

18 week pathway 

Around a quarter of the services (29 per cent) do not measure the 18 week pathway for 

special care restorative services for children, for special care restorative services for adults 

(23 per cent), or for GA exodontia services for children (23 per cent).  

Of the services that do measure 18 week targets, nine-out-of-ten services are meeting the 

18 week pathway for GA exodontias services for children (90 per cent), but slightly fewer are 

meeting the target for special care GA restorative services (81 per cent for children services, 

and 69 per cent for adult services). There was a slight increase in the number of services 

meeting the target for GA restorative services for children since last year (increased from 74 

per cent to 81 per cent) but the others remained steady at around the same rates as in 2010.   
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Figure 4 Is your service meeting the 18 week pathway for the following services (2010 and 2011)? (excluding 

services who do not measure) 

 

Recruitment 

Recruitment was again a source of difficulty for many of the services that tried to recruit. 

Difficulties were particularly common when recruiting for Band A and Band B dentists (DO 

and SDO roles). Many services were also struggling with vacancy controls.  

Of the services that had recruited for Band A/DO and Band B/SDO roles, the majority had 

experienced difficulty in doing so (80 per cent and 77 per cent respectively). 

Very few services had recruited for Band C/Specialist dentists (9 in total) but over half of 

these services reported difficulties in recruiting (56 per cent). A third of the services which 

recruited Dental Nurses reported difficulties in doing so (31 per cent) and a similar number 

(30 per cent) reported difficulties recruiting other dental staff.  The figures are comparable to 

those in 2010 although there appears to have ben an increase in the number of services 

experiencing difficulties recruiting for Band A/DO roles (from 69 to 80 per cent)  

Figure 5 If you have recruited for the following roles in the past 12 months, did you experience any 

difficulties recruiting? 
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Where services did have problems recruiting, a low number of applicants was again the 

most commonly reported problem for each role. The number of services experiencing a low 

number of applicants ranged from 63 per cent of those who had trouble recruiting for Band 

A/DO roles, to 100 per cent for Band C/Specialists (note this was a small sub group of only 9 

services).  

 “Little or no response to adverts for Band A/B posts other from our own VTs/DF2s” 

Ineligible applicants were also a common source of difficulty, particularly for those who 

struggled to recruit dentists in the Band A/DO (46 per cent and 45 per cent reported 

problems respectively). The number of those reporting ineligible applicants for Band A/DO 

roles had dropped since 2010 (from 68 to 46 per cent), but the number reporting the same 

problem when recruiting Dental Nurses rose in this time (from 18 to 36 per cent).   

 

“Band A dentists, many applicants without VT equivalence, not eligible for inclusion 

on performers list.” 

“Lots of applicants, only a few people eligible due to a lack of GDC registration.” 

A similar number of services report problems with low quality of applicants, again most 

commonly for Band A/DO and Band B/SDO roles (46 per cent and 45 per cent respectively), 

and for dental nurses (36 per cent).  

 

“Difficult recruiting to special care Band B - no/little experience with special care 

patients. No experience IV sedation for special care patients” 

“Last SDO posts recruited was very difficult to get candidates with necessary skills, 

qualifications and experience.” 

“Of those eligible, quality has been very variable.” 

Many of the Clinical Directors also mentioned problems internally, including long and 

protracted recruitment processes that result in applicants losing interest.  

“Trust has a long and protracted recruitment process which has lost us applicants.” 

“Our main difficulty is delays in the process from recruitment requests to advertising 

to pre-employment checks. This takes about six months therefore always have some 

gaps in service.” 

“Process now very long.” 

“Long protracted vacancy review process. Fixed term (1yr) contracts offered.” 

“Recruitment problems primarily a finance and HR issue - with the 'merger' of the 

PCT with four others - the processes have disintegrated locally, plus finance dept not 
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willing to honour the signature of people who have left the PCT effectively pulling the 

funding for the post.” 

 

 

Figure 6 Problems reported by those who have reported difficulty recruiting for the following roles* 

 
*Note the base numbers for this chart are the number of services that had difficulties recruiting for the role, 

not all services. 

Figure 7 Problems reported by those who have reported difficulty recruiting for the following roles* 
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*Note the base numbers for this chart are the number of services that had difficulties recruiting for the role, 

not all services. 

 

Clinical Directors based in England were also asked to comment on whether they felt that 

recruitment had become more difficult as a result of Transforming Community Services. Half 

of the Clinical Directors remained neutral (52 per cent) but over a quarter agreed with the 

statement (14 per cent agreed and 15 per cent strongly agreed).  

Figure 8 Clinical Directors in England agreement with the statement "Recruitment/retention has become 

more difficult since the introduction of Transforming Community Services" 

  

In almost half of the services (43 per cent), at least one post vacated in the past 12 months 

had not been filled due to funding for the post being removed permanently from the budget, 

a similar number (40 per cent) had funding temporarily frozen for at least one post, and 14 

per cent had funding for a post or posts reallocated within the budget. There was a notable 

increase in the number of services reporting permanently removed and temporarily frozen 

posts since the last survey in 2010.  

 

Figure 9 Percentage of services with at least one post that became vacant in the last 12 months that has not 

been filled for the following reasons. 
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While the number of posts with vacancy controls was generally small in number, one-in-

twenty services (five per cent) had the funding for six or more posts temporarily frozen, and 

the same number had funding for six or more posts permanently removed.   
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Figure 10 Number of posts that became vacant in the last 12 months that has not been filled for the 

following reasons. 

 

The main reported impacts of the vacancy controls were longer waiting lists and greater 

pressure on existing staff workloads leading to low morale.  

“Decreased capacity and increased wait” 

“Increased pressure to achieve targets - staff feeling stressed. Increased waiting 

times for patients. Recall intervals increased to help manage” 

“Increased recall waiting times, increased cancellation of sessions” 

“Increased waiting times, increased pressure on staff” 

“Longer waiting times as clinicians have slid sideways to fill the consequences of the 

vacancy” 

“Increased workload, management activity/time reduced in order to maintain clinical 

service.” 

“Reduced level of care (quality) dentists are doubled booked. Lower staff morale” 

Some services were managing to cope with the vacancy controls/reduced staff but felt that 

the status quo was not sustainable in the longer term. Others reported being able to cope in 

ideal circumstances but are not able to deal with additional strain caused by illness or staff 

taking maternity leave.  

“Inability to develop service. Waiting times have not increased and staff have been 

re-deployed - however this is unlikely to be sustainable.” 

“The service is fine when in equilibrium e.g. no training or illness once this occurs 

particularly long term illness there are problems”  

“We have had to spread workload around existing staff but there is now no spare 

capacity in case of sickness and long term training of DOS is awaited at present”  
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“Very difficult to cover clinics if staff are on leave or off sick.” 

Some services were having to use agency staff to fill in for frozen posts, eliminating any 

financial gain and others reported that staff are working below their grade.  

“...using bank/agency to cover to maintain service so no actual savings.” 

“Use of agency dental nurses to support” 

 “Other staff have had to pick up the workload and staff are working below their 

grade” 

Others reported difficulty recruiting to posts that had been made part time as a cost saving 

measure.  

“A 1.0 WTE CDS post was reduced to 0.6 by a "recruitment panel". Difficult to recruit 

to 0.6 therefore CDS is understaffed.” 

There was an increase in the number of services who had specialist dentists working in non-

specialist posts; up from 46 per cent in 2010 to 77 per cent in 2011. In most cases this was 

just one or two dentists but one-in-ten services (11 per cent) between four or more dentists 

were in this situation.  

Figure 11 How many dentists who are registered on a specialist list are currently working in non-specialist 

posts in your service?    

 

 

The majority (77 per cent) of services in England and Wales had not sought to create any 

new posts in the specialist/consultant bands in the last 12 months. One-in-five (19 per cent) 

had tried to create one new post and four per cent had sought to create two posts.  

Extended competency points – England and Wales 

Figure 10 shows the number of dentists in each service who are currently receiving 

Extended Competency points (Band A point 7 and Band B point 13), and the number that 

are on the grades just below (Band A point 6 and Band B point 12).  
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Services were slightly more slightly more likely to have dentists receiving the extended 

competency points for both bands than there were to have dentists on the band below. 

Seventy per cent had at least one dentist on the extended competency point for Band A 

(point 7) and 78 per cent have at least one on the Band B extended competency point (point 

13) compared with 66 per cent and 62 per cent respectively on the points below the 

extended compency points.     

Figure 12 How many dentists in your service are currently on the following pay 

grades?

 

 

The following variety of criteria are used by the services to judge applications for Extended 

Competency Points: 

“Acceptance onto specialist register” 

“Additional duties with responsibilities beyond Band 6 or 12 at appraisal” 

“Additional responsibility which fulfil the competencies, 2 of the domains in the Band 

above” 

“Additional work for Band A e.g. radiology but have ensured all achieve ECP” 

“Adhered to clear guidance in SPCDS contract” 

“An area of clinical lead/expertise e.g. running an IV sedation service”  

“Application is made by member of staff. The application evidence is renewed with 

CD and member of HR and applicant. All competencies must be evidence. Appeal to 

Medical Director” 

“As per guidance - additional responsibilities” 
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“At least one specialist area where referrals arrive from outside the Dental Service 

and from internal staff also.” 

“Clinical and administrative duties beyond the competencies relevant to the banding 

yet falling short as the higher band.” 

“Clinical workload: regular treatment of complex patients. Clinical activity e.g. provide 

treatment under IVs. Specific project/activity: Epidemiology/area of governance” 

 

“Clinician on GDC specialist list but unable to re-grade to Band C as commissioner 

will not negotiate” 

“Currently no written criteria. ECP was applicable to only one member of staff who 

had met all objectives given at time of transferring from old contract therefore HR 

stated she met criteria for part 7” 

“Demonstrate all competencies (that are relevant) at current band (in normal year 

only have to demonstrate designed core ones) plus demonstrate competencies at 

higher level in any 2 of the domains” 

“Duties extending beyond that expected of the grade e.g. Band A point 7 - qualified 

sedationist, e.g. Band B point 13 - service lead for all GA/sedation services” 

“Duties that would be expected of a practitioner in the higher band and fulfilling whole 

competency framework for lower band” 

“ECP's awarded by previous clinical director - no transparency to process - if you 

asked for an ECP you got it. Only one dentist did not ask as she did not want to be 

asked to do more to justify ECP” 

“Evidence of competency at SDO Band B level. Usually organisational/managerial” 

“Experience, lead in clinical area, responsible for on-going project work” 

“For Band B - additional managerial duties” 

“Fulfil all competencies within current pay band, are at top of band and are 

performing some competencies from band above” 

“Full compliance with clinical competencies required by higher grade. Further 

qualification (relevant). Aiming towards full compliance with one other required by 

higher grade usually "management"” 

“Have met defined action plan from last appraisal and delivered on these. Have 

accomplished competencies that fit an ECP” 

“Length of service so move up through points, then go to extended competency 

points, if fulfil some of the competencies of the higher grade” 
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“Meet criteria for Band totally. Have submitted evidence that meet some 

criteria/competencies for Band above and have objectives in job plan that use those 

competencies” 

“Must have achieved all competencies in current band and five of next band. There 

must be funding available to support the award” 

“New in post. This has not been an issue to date” 

“None awarded - we have no budget to do this” 

“Operating above competency level clinical lead's discretion but Trust moved 1 

dentist over automatically” 

“Patient complexity, additional non clinical duties” 

“Point 6 - agreed competencies to achieved based on Band B - if achieved at next 

appraisal then ECP awarded” 

“Responsibility over a particular part of service i.e. DAC Lead, IV sedation Lead, RA 

sedation Lead, Prisons Lead, Epidemiology Lead etc.” 

“Responsibility for area of service e.g. GA” 

“Specialist list and utilising these skills for service delivery (1 staff member) working 

at the level of Clinical Director i.e. taking over tasks which Clinical Director grade 

covers to share management workload (0 staff members)” 

“Staff at the appraisal before the extended competency point is due are set a 

target/task to achieve e.g. survey of care homes” 

“Substantial, on-going work above that of the grade that demonstrate use of higher 

level of competencies” 

“Take a lead role in developing policy and leading certain aspects of service delivery” 

“That they demonstrate meeting point 6/12 criteria for a further year. The expectation 

Is that they will roll in seamlessly when unless there were continuing major concerns 

that had been continuing for an extended period” 

“Throughout regular appraisal and clinical performances carefully analysing personal 

development plans” 

“Top of scale for 12 months; meeting PDR objectives” 

“Utilise original document for competency” 

“Working at least some of the time at the competency of the band above, for Band B 

extended competency further qualification and working at higher competency” 
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Decontamination 

 

One in ten services (11 per cent) had some clinics that were not meeting the essential 

standards of the local decontamination guidance and a further one-in-twenty (five per cent) 

were not meeting essential standards in any of their clinics. The majority though were 

meeting essential standards in some (15 per cent) or all of their clinics (55 per cent) and a 

large number had at least some clinics meeting best practice (77 per cent).   
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Figure 13 Current level of compliance with local HTM 01 05 requirements 

 

Local sterilisation in each clinic was the most popular method of meeting decontamination 

requirements, 77 per cent are using this option. Central sterilisation by an external contractor 

was used by 29 per cent of the services and in-house central sterilisation by 22 per cent.  

Figure 14 Current decontamination practice* 

 

*Respondents marked more than one option when clinics within the service were using different methods 

A third of the services (35 per cent) have now received additional funding to cover the full 

cost of implementing changes to meet decontamination guidelines, up from a quarter in 

2010. A further 33 per cent have received additional funding to cover part of the cost. Just 

under a third of the services (29 per cent) have not received any additional funding to date, 

the same percentage as in 2010. 
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Figure 15 Have you received any additional funding to cover the cost of implementing these 

decontamination requirements? 

 

 

The most commonly cited negative impacts of increased decontamination requirements 

were a reduction in activity/patient throughput, and in the availability of DCPs for clinical 

duties (both reported by 34 per cent of the services).  

“Extra time end of day allocated for dental nurses to complete all decontamination, 

prior to evening EDS commencing etc.” 

“Date stamping to 21 days causing problems with time spent re-processing 

instruments etc” 

Almost one-in-five (17 per cent) reported that clinics had either closed or were operating 

reduced hours as a result. Other problems were reported with the equipment itself.  

“Constant problems with required equipment - especially washer disinfectors - very 

unreliable and ruining equipment such as hand pieces and older instruments, leading 

to increased cost replacing and repairing.”  

Contrary to the above, a few services using central-sterilisation reported positive benefits 

such as increased clinical time.  

“...we were fully funded for CSSD which has released some clinical time” 

 “The introduction of external contractors has led to increased patient contacts” 
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Figure 16 Impacts of increased decontamination requirements 

 

 

Service monitoring 

 

The most common contracting arrangements were PDS agreements (used in 32 per cent of 

the services), followed by PDS+ agreements (18 per cent). Community contracts were also 

fairly common (used in 15 per cent of services). Thirteen per cent of the services reported 

holding more than one contract type and 12 per cent did not have a formal contract at all.    
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Figure 17 What contracting arrangements does your service operate under? 

 

Contract lengths varied from six months to five years, with the most common length being 

three years (39 per cent had three year contracts).  

Figure 18 Length of contract 

 

UDAs were the most commonly used performance measure used to manage contracts, used 

to monitor 59 per cent of the services. Over half of the services are monitored on patient 

contacts (52 per cent), just under half (43 per cent) are monitored on patient numbers and 

the same number by BDA Case Mix. Other commonly used KPIs included waiting times, 

patient satisfaction, and quality measures. A smaller number of services are also monitored 

on DNA rates, and staff turnover/sickness rates.   
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Figure 19 How is the performance of your service measured/managed? 

 

 

Transforming Community Services (England only) 

The most common decision relating to Transforming Community Services was to merge into 

an Acute Trust, 30 per cent of services are doing so or had done so already (16 services in 

total).  Fifteen per cent are or have merged into a Mental Health Trust (eight services), 13 

per cent into an existing Community Foundation Trust (7 services), and 11 per cent have 

decided to form a Whole Provider Unit Community Foundation Trust (six services). Social 

Enterprises were less common with just six per cent forming a whole provider unit Social 

Enterprise (three services), and four per cent forming a dental service stand-alone Social 

Enterprise (two services).  

Other responses included the following:  

“Merger into an aspiring Community Foundation Trust” 

“Dental division in a CH, applying for FT spaces”  

“We are already part of a Community Interest Company. We were one of the first two 

services to go this way”  

“Future unknown merger into existing CFT, blocked by competition panel - service to 

be tendered” 

“No decision made - competitive tender started Sept 2010, discontinued by Nov 2010 

and not restarted. My view is that we may end up with an Acute Trust, but this is far 

from our aim and the route may be competition tender” 
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Figure 20 What decision has been made about the future of your service in relation to the Transforming 

Community Services report? 

 

A quarter of the Clinical Directors (24 per cent, 13 services) reported that there are definite 

plans to tender out all or part of their service and a further one-in-five (19 per cent) did not 

know.  

The Clinical Directors were asked to comment on how satisfied they were with the level of 

consultation that had taken place regarding the future of their service. The majority reported 

that they were either very (19 per cent) or fairly (33 per cent) satisfied. However, 15 per cent 

were very dissatisfied and a further 12 per cent were fairly dissatisfied with the level of 

consultation.  
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Figure 21 How satisfied were you with the level of consultation about the future of your service in relation 

to Transforming Community Services? 
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Service characteristics 

On average, services employ 4.8 whole-time-equivalent (WTE) Band A dentists, 3.7 WTE 

Band B dentists, 0.8 Band C Specialists and 18.7 WTE Dental Nurses.   

Figure 22 Average headcount and whole-time-equivalent number of the following staff groups working in 

the service 

 

The number of services reporting decreased patient numbers on the previous year increased 

from a quarter in 2010 to a third (32 per cent) in 2011. One-in-five experienced a reduction in 

patient numbers of up to 4.9 per cent, and 13 per cent saw a drop of five per cent or greater 

from the previous year. Just under half of the services did report increased patient numbers 

(48 per cent), with 29 per cent reporting increases between 5-14.9 per cent, and 16 per cent 

reporting even larger increases.    



23 

 

Figure 23 Change in the number of individual patients seen by the service compared with the previous year  

 

The percentage of services receiving any increase to their revenue budget reduced from 37 

per cent for the 2009/10 to 2010/11 budgets to just 24 per cent of the 2010/11 to 2011/12 

budgets. Forty per cent of services saw a reduction in budgets in 2011/12, with 30 per cent 

of services reporting reductions of greater than five per cent. The remaining third (37 per 

cent) receive the same budgets in 2011/12 as they did in 2010/11.  

Figure 24 Percentage change in the service’s revenue budget 
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As Figure 23 below shows, the changes to patient numbers were often not reflected in the 

budget. There were a number of examples where patient numbers increased significantly 

between 2009/10 and 2010/11 but budgets remained either unchanged or reduced by up to 

eight per cent. There were less examples of services that received increases to budgets 

over and above the changes to patient numbers but one service did receive a 38 per cent 

increase to their budget, and saw two per cent fewer individual patients in the same period.  

 

Figure 25 Percentage change in budget vs change to patient numbers 09/10 to 10/11 

 

 

Almost every service provides services for special care adults (97 per cent), domiciliary visits 

(95 per cent), and inhalation sedation (92 per cent). Less commonly provided services were 

screening in mainstream schools (23 per cent), adult screening (25 per cent). Prison 

dentistry (42 per cent), routine access clinics (43 per cent) and outreach teaching (48 per 

cent) were also provided by less than half of the services. 
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Figure 26 Percentage of services providing the following services 
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Annex 5 

 

 

Salaried services recruitment FOIA 

July 2011 

 

Background 

In order to identify recruitment difficulties in the Salaried Primary Dental Care Services, the 

BDA submitted a request under the Freedom of Information Act to all Primary Care Trusts in 

England. The request asked for details of all dentist posts advertised during the period 

between 1 September 2010 and 28 February 2011.  

This request was designed to supplement the information about recruitment and vacancy 

controls gathered through the annual Clinical Directors survey. Details of the request and 

responses are given below.  

Method 

The following request was made under the Freedom of Information Act on 4 May 2011. 

If your PCT has a Salaried Primary Care Dental Service/Community Dental Service, please 

give details of every dentist post advertised in the service between 1 September 2010 and 

28 February 2011.   

For each unique post advertised please indicate:  

a) the grade of the post,  

b) the speciality if applicable, 

c) the WTE of the post,  

d) the number of applications received,  

e) the number of applicants short-listed 

f) whether anyone was appointed to the post. 

 

The request was made by email to all Primary Care Trusts in England. The limited time 

frame of six months was chosen to reduce the burden on the PCTs responding, and to allow 

for quick analysis of the results. It gives a snapshot of recruitment for this period and should 

not be considered representative of the year as a whole.  
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Summary of findings 

 Responses were received from 101 of 109 services identified. 

 Of these, 57 did not advertise any dentist roles in 1 September 2010 and 28 February 

2011, 44 had recruited  

 One of the 44 had recruited for VDP/DFT posts only 

 43 services recruited for 88 permanent roles. Of these services: 

o A total of 76.3 WTE posts were advertised.  

o 32 of the posts were not filled at all 

 1 due to no applicants 

 4 due to no applicants being shortlisted  

 27 because shortlisted applicants were not offered the post  

 

Tables 1 show these results in more detail. Thirty-two of the advertisements (36.0 per cent) 

received 4 or fewer applicants and 54 (60.7 per cent) of the advertisements received three or 

fewer applicants that were shortlisted suggesting that in many cases the applicants are not 

eligible or suitable for the post they have applied for. 

A third of all posts were not filled at all. This is higher for those in Band C with two-fifths 

although there were just five advertisements for these posts in the time period specified. One 

of the advertisements did not receive any applicants at all, and four did not shortlist any 

candidates despite receiving applications.  

Table 1: Response to job advertisements by Band 

  
Number 

of ads 
WTE posts 
advertised 

Ads that received 4 
or fewer applications 

Ads where 3 or fewer 
applicants were 

shortlisted 

Ads that were 
not filled at all 

  N N N % N % N % 

All 89 76.3 32 36.0% 54 60.7% 32 36.0% 

          
Band A  47 40.8 15 31.9% 22 46.8% 17 36.2% 

Band B  36 31.4 14 38.9% 26 72.2% 13 36.1% 

Band C 5 3.3 3 60.0% 5 100.0% 2 40.0% 

VDP 1 0.8 0 0.0% 1 100.0% 0 0.0% 
 
 
 

Table 2: Number of applicants               Table 3: Number of shortlisted candidates 

  
Number of 
applicants 

Applicants 

 

  
Number of 
shortlisted 
candidates 

Shortlisted applicants 

Number of 
ads 

Percentage 

 

Number of 
ads 

Percentage 

0 1 1.2% 

 

0 5 6.3% 

1 10 11.6% 

 

1 21 26.3% 

2 10 11.6% 

 

2 15 18.8% 

3 8 9.3% 

 

3 13 16.3% 

4 6 7.0% 

 

4 4 5.0% 

5 or more 57 66.3% 

 

5 or more 22 27.5% 

Total 86 100.0% 

 

Total 80 100.0% 
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Salaried Primary Dental Care Services  
Morale Survey 2011 

 
Survey Report 

 
 

Background 

1. In 2005 NHS Partners conducted a survey into the Salaried Primary Dental Care 

Services (SPDCS) entitled „What makes a career as a salaried primary care dentist 

rewarding?‟. The BDA Research Unit followed this up in 2010 with a report which 

assessed the morale and motivation of dentists in the Salaried Primary Dental Care 

Services (SPDCS). This report follows on from the 2010 survey and attempts to 

continue to monitor the morale and motivation of dentists with in the SPDCS.  

 

Method 

2. A portal link to the survey with instructions was sent via email to a random sample of 

SPDCS BDA members across the UK. The survey was distributed to 1060 members 

in the last week of March 2011. A reminder was emailed in mid-March and a response 

rate of 43 per cent was achieved (461 replies). Comparisons have been made 

between the 2010 report and results found in this survey. There was a small number 

of responses from those in Scotland and Northern Ireland, so care must be taken 

when interpreting these results. 

Report Structure 

3. This report begins with an executive summary of the main findings and the report 

recommendations. This is followed by the main report. A copy of the survey can be 

found in Appendix 1 (page 29).  
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  Executive Summary 

 More than half (58 per cent) of the respondents stated that their morale was low or 

very low. Only 13 per cent of respondents stated that their morale was high. Over 

70 per cent of felt that their morale had decreased in the last year.  

 The biggest issues affecting morale were the uncertainty surrounding the SPDCS 

and the NHS in general. Other major factors affecting morale were inadequate 

staffing levels, poor leadership, ill-informed commissioning, increased administrative 

burden, and the Transforming Community Services programme.  

 Just one-in-five participants felt they had sufficient time for clinical administration, 

and this figure falls to 15 per cent when considering Dental Officers (Band A).  

 Inadequate staffing levels were highlighted in last year‟s report, yet still only one-in-

five (23 per cent) participants felt that the staffing levels were of an adequate level. 

 The vast majority (90 per cent) of those in England felt that Transforming 

Community Services would have an impact on the SPDCS, with more than half (59 

per cent) feeling that it would have a large impact on the service.  

 There was also concern regarding the wider NHS reforms with more than nine-in-

ten (93 per cent) participants in England anticipating an impact to the SPDCS; and 

over half (58 per cent) believe that it will have a large impact on the service.  

 Only a third (38 per cent) of those surveyed said that they would recommend a 

career in the SPDCS, which is considerably lower than the 45 per cent that said 

they would in 2010.  

 Just under half (47 per cent) of those surveyed were happy with the leadership and 

management within the SPDCS, a similar figure recorded in 2010, but less than in 

2005 (62 per cent). 

 Over half of the participants (51 per cent) were not satisfied with their current level 

of job security. In addition, two-thirds are very concerned, and 27 per cent 

somewhat concerned about possible changes to their NHS pension. Only 5 per cent 

were not concerned at all about and prospective changes. Levels of concern were 

fairly universal across all countries, salary bands, and age groups. 

 Participants stated that the biggest improvement to their working life would be to 

have adequate levels of staff across the service; recognised time for administration; 

better leadership within the service; and, a period of stability with the service.  
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  Recommendations 
 

1. Staffing and recruitment – This has been an issue highlighted by the BDA over the 

last couple of years, and was one of the major recommendations from the 2010 

report. There seem to be an overwhelming need for appropriate staffing levels to be 

adopted across the service. To achieve this active recruitment policy needs to be put 

in place and recruitment freezes need to be lifted. If is not addressed it is likely, not 

only to have a detrimental effect on morale, but the increased workloads will be 

damaging to patient care.   

 

2. Administration – In light of the recent regulatory changes (e.g. HTM 01-05) there 

needs to be recognition from the trusts that the administrative burden within the 

service has significantly increased. This change and additional workload should be 

reflected in changes to working patterns. Time should be set aside so that these 

tasks can be completed properly so they do not impinge on clinical care or employee 

work-life balance.  

 

3. Service monitoring - The sole use of UDAs as an outcome measure with in the 

service without consideration of the patient mix is damaging to the morale of 

individuals in the service. Recognition by commissioners of the differences between 

General Practice and SPDCS is an essential first step in formulating more 

appropriate outcome measures based on quality, rather than the target driven 

approach.  

 

4. Recognition of the service – commissioners and government need to understand 

that the care which the SPDCS provides is not the same as General Practice. It 

would be beneficial if the work of the SPDCS was promoted nationally and locally to 

both provider and users. The service provides a vital service to vulnerable member 

of the community and the assessment criteria cannot and should not be the same as 

used in General practice.  

 

5. Future – There are high levels of uncertainty within the service across almost all 

aspects within the role. Uncertainty regarding the future of the service, the future of 

the NHS, job security, changes to terms and conditions, and remuneration are all 

impinging on morale. There is a clear need for a period of stability within the service 

so that employees can focus on patient care. There is a need for expediency to 

clarify any proposed changes and a clear long-term plan need to be communicated 

to all employees.  
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Respondents  

Table 1: Respondent’s profile 

  

  Count 

All respondents 461 

  
  

  Count % 

Gender 

Female 320 69.7 

Male 139 30.3 

Total 459 100 

    
  

Age 

  Count % 

35 or under 54 11.7 

36-49 160 34.8 

50 or over 246 53.5 

Total 460 100 

   
  

Country 

  Count % 

England 351 77.0 

Northern Ireland 20 4.4 

Scotland 55 12.1 

Wales 30 6.6 

Total 456 100 

    
  

Location 

  Count % 

Rural 99 21.5 

Urban 362 78.5 

Total 461 100 

 

1. Seventy per cent of respondents were female and 30 per cent were male. The highest 

percentage of respondents were aged 50 or over (54 per cent) with just over a third 

aged between 36 and 49 (35 per cent). Over three quarters of the respondents (77 per 

cent) were based in England, followed by 12 per cent in Scotland. Seventy-nine per cent 

of those that responded were based in urban locations, with the remainder based in 

rural locations. This respondent profile is consistent with the profile of all BDA members 

working the SPDCS. 

 

2. Senior Dental Officers (Band B) made up the highest proportion of respondents with 

over a third (37 per cent) currently in this role. This was closely followed by Dental 

Officers (Band A) who also comprised of over a third of respondents (32 per cent), and 

Band C Managerial/Clinical Directors with 16 per cent.  
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Figure 1: What is your main job role? 

 

3. Respondents had been in their position for an average of ten years, ranging from those 

who were new in to post to those that have been in their post for over thirty years. 

However, the average time the respondents had worked in SPDCS was eighteen years, 

suggesting a pattern of career progression within the service.  

Figure 2: How many years have you been in the SPDCS and how long have you been 

in your current grade? 
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Main Findings 

Morale  

4. Overall, the levels of morale were poor, with more than half (58 per cent) of the 

respondents describing their morale as low or very low. Only 13 per cent of respondents 

stated that their morale was high, and less than half a per cent (0.4 per cent) reported 

very high morale. Morale has deceased since 2010, when just over half (51 per cent) of 

respondents stated that their morale was low or very low. 

 

5. Those in Managerial/Clinical Director (Band C) roles had the highest proportion of high 

morale (19 per cent) within the job roles, compared to Senior Dental Officers (Band B), 

where only 11 per cent had high morale. Those working as dental officers (Band A) had 

the lowest morale with two-thirds (65 per cent) having low or very low morale.  

 

6. Individuals working in Scotland had the largest proportion of high morale across the 

countries where one-in-five respondents (20 per cent) stated they had a high or very 

high morale, compared to 13 per cent in England.  

 

Figure 3: How would you rate your morale as a dentist in the SPDCS at the moment? 

 

 

7. We attributed a score6 to each aspect (e.g. working hours, benefits) of morale and job 

satisfaction discussed below and added them to give an overall satisfaction score for 

each respondent. The overall satisfaction score has a theoretical maximum score of +46 

for someone who gave the most positive response to each question, and –46 for the 

most negative response to each, a score of zero would indicate a balance of positive 

and negative responses.  

 

                                                           
6
 Scores were given to questions 4,5,6 & 8. Scores were given on a scale from „2‟ the most positive to „-2‟ for the 

least positive.  
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8. The overall scores ranged from 37 to -31 with an average score of 4.3. This is a 

reduction from 2010 when the average score was 4.7. There were some differences in 

the average scores between the countries with Northern Ireland having the lowest 

average satisfaction score of 1.3 and even though England had the lowest recorded 

level of morale it had the highest satisfaction score of 4.5. This suggests that although 

self-reported morale is low in England, there is greater satisfaction with the individual 

facets within their roles.  

  

9. There was also a stark difference between the average morale scores of the salary 

bands. Managerial/Clinical Director roles (Band C) had the highest average score of 9.3. 

In comparison Dental Officers (Band A) had an average score of 0.6, showing that they 

are significantly less happy with aspects of working in the SPDCs.  

 

Figure 4: Overall satisfaction scores 

 

 

10. When asked whether they felt their morale had changed in the last year, over 70 per 

cent (71 per cent) of the respondents felt that their morale had decreased by some 

degree, and over of third (35 per cent) of those said it had substantially decreased. Only 

seven per cent have felt an increase in their morale on the last year. Dental Officers 

(Band A) were the most likely to report decreased morale, with 75 per cent reporting 

this.  

 

11. The majority of participants in each country stated that they had experienced a decrease 

in morale over the last year. Northern Ireland had the highest proportion of respondents 

stating a decrease in morale with three-quarters (75 per cent) stating so. In comparison, 

53 per cent of those in Scotland felt that their morale had decreased in the last year.  
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Negative impacts on morale  

12. Participants were asked what issues were currently having a negative impact on their 

morale. Several reoccurring issues emerged, with uncertainty within service being most 

commonly cited issue.  

 

13. Participants were concerned about the level of uncertainty regarding the future structure 

of the service and the impact of budget cuts on the SPDCS. While this was a key issue 

last year, it was not the most commonly cited cause of negative morale. It is apparent 

that over the last year, and in light of recent political discussions regarding reforming the 

NHS, the continued uncertainty surrounding the service has become a bigger issue for 

those in the service.  

 

“Uncertainty about future of NHS as a whole...Uncertainty and lack of faith in 

new commissioning arrangements in the NHS as a whole and in particular 

around dentistry.” 

“Re-organisation of the local NHS structure and uncertainty about the future 

commissioning model for dentistry.” 

14. The uncertainty was also fuelled by concerns about funding within the service and cuts 

which have occurred in the SPDCS budgets recently. The levels of cuts caused 

concerns for the future of their positions and concern for the vulnerable patients for 

whom the service is a vital source of health care. 

 

“No one knows what is going to happen in the future when it comes to cuts 

within the NHS” 

“Concerns about the future of SPDCS and how cuts in funding will impact on 

service provision.” 

“Imminent budget cuts and redundancies in an already 'stretched' service.” 

“Cuts to the budget while demand for services in increasing.” 

“Cost savings leading to anxiety regarding redundancies and pay freezes. 

Also TCS potential loss of NHS terms and conditions” 

15. This has been compounded by a lack of communication about changes. As well as poor 

communication, participants felt that they are not being consulted on decisions which 

were taking place. They felt that they are an invaluable and unused source of 

information regarding the intricacies of the service. 

 

“Uncertainty about future of clinics as many under threat of closure: Trust 

management have absolutely no clue what's happening and there is no 

communication.” 

“Line manager Clinical Director, making decisions without staff consultation 

and lack of information even after decision.” 

 “Lack of information on which to form a view of the future.” 



British Dental Association‟s Evidence to DDRB 2012/13: England  44 

 “Insufficient information on what is happening, no perceived input from staff 

available.” 

“Lack of communication from those in management.” 

16. Another factor having a major effect on the morale of those in the salaried services was 

poor management and weak leadership by commissioners and managers. This was 

often magnified by being managed by people without any clinical dental experience. 

They felt that managements‟ lack of knowledge and understanding of dentistry and 

patient care was having a negative impact on morale.  

 

“We have more managers who have no idea about dentistry, they are telling 

us what to do. I think we are being lied to when asking difficult questions.” 

“Lack of recognition and poor understanding of the nature of the work or type 

of patient by commissioners and managers.” 

“Our organisation has just gone through a management reduction exercise 

with the loss of 54% of management costs. Leadership is poor as a result, as 

is communication.” 

“Trust management have absolutely no clue what's happening and there is no 

communication.” 

“Not a professionally led organisation which bullies staff to resign, so cheaper 

staff can be employed.” 

“Ignorant commissioners. Poor leadership.” 

17. Participants felt that this basic understanding and appreciation for the work of the 

service contributed to unrealistic workloads and poor morale.  

 

“Conflicting imperatives e.g. do higher productivity AND higher quality in the 

same time; lack of recognition and poor understanding of the nature of the 

work or type of patient by commissioners and manager.” 

“Commissioner‟s apparent lack of understanding that treating special care 

patients requires time, skill and patience.” 

 “Lack of commissioners understanding of service.” 

“Poor understanding of the nature of the work or type of patient by 

commissioners and managers.” 

18. Inadequate staffing levels was a concern repeated by many. Many participants 

commented that when positions became vacant they were unable or not allowed to 

recruit to fill that position resulting in increased workload for those staff remaining. This 

increased burden, which is viewed as unnecessary, is having a detrimental effect on the 

morale of those staff remaining and the service as a whole.  
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“Lack of replacement of key staff (e.g. admin, nurses) owing to NHS 

cutbacks.” 

“Staff who leave not being replaced increasing workload, increased overtime 

as under staffed.”  

“Not enough staff in the service. No genuine attempts to recruit more staff.” 

“Inability to recruit staff due to freezes is placing huge burdens on existing 

staff - there is a lot of "papering over the cracks" going on.  This works 

because staff are conscientious and willing to put in the (increasingly) extra 

time and effort for the sake of their patients but it is causing massive 

resentment.” 

“Support staff not being replaced as they leave, recruitment block leading to 

increased clinical work load.” 

 “Unable to recruit new dentists, which has increased our workload 

dramatically.” 

 “Lack of clinicians meaning hugely increased workload.”  

19. In addition to increased workloads from inadequate staffing levels, the target driven 

Units of Dental Activity (UDA) system in England and Wales is putting additional 

pressure on those in the service and lowering morale. Many of those surveyed felt that 

the UDA system used is not an appropriate system to use within the service, due to the 

nature of patients referred into the system. They felt that the service is not comparable 

to general practice and therefore similar monitoring and outcome measures should not 

be used. 

 

“I think that patients' quality of treatment and what is best for the patient is no 

longer central to the NHS now but more about how targets can be achieved in 

order to avoid claw backs and attract funding. This can create an environment 

where a dental service may follow the government/ management lead and so 

lack of commitment to the patient is possible i.e. just see them as UDAs etc.” 

 

“Unrealistic targets for special care patients, especially around UDA's.” 

 

“Increased stress on meeting unrealistic UDA targets.” 

 

“Unrealistic activity target which will not be met as insufficient staff. 

Commissioning refusing to engage with clinicians.” 

  

“The unfair use of the UDA system as a target system - does not measure 

quality, only quantity.” 

 

20. The changes within the Transferring Community Services programme is causing 

concern within the service and impacting on morale in England. There is a level of 

uncertainty about how the change will affect the services which are being provided. In 
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addition there is concern about how the change will impact on the individual‟s terms and 

conditions.  

 

“Anxiety of becoming non NHS organisation with TCS.” 

“Proposed move to become part of a SET, uncertainty about process of 

change, threat to T&Cs especially pension and retirement options.”  

“Transforming Community Services, we have no clear future, I would like our 

services to stay within the NHS.” 

“Uncertainty around TCS and organisational change/potential threats.” 

“Transforming Community Services and leaving the security of the long 

established NHS umbrella.” 

 

21. In light of recent regulatory changes the level of administrative and bureaucratic tasks 

which have to be undertaken has hugely increased. A number of respondents 

complained that work schedules have not changed to accommodate these additional 

requirements. This has resulted in both the clinical time being reduced and additional 

unpaid overtime (late evening and weekends) being worked by some in order to 

complete these additional tasks.  

 

“Increased administrative workload due to reduction in support staff. Feel 

clinical skills are being wasted at the expense of doing work which should be 

done by someone else i.e. dental nurses or admin support. Am expected to 

take on extra tasks without any amendment to current job plan and expected 

to simply absorb the extra work. Working from home almost every day despite 

being "part-time" to catch up on administrative and urgent referrals etc.” 

“Having to work an hour plus extra every night to do paperwork.” 

“Increased work load especially administrative tasks. Necessity to work over 

hours.” 

“Less and less time is spent producing clinical work (treating pts) and more 

and more admin without actually allowing admin time.” 

22. There were significant concerns regarding levels of remuneration. These related to the 

fairness of the pay scale, pay freezes, and major fears regarding the uncertainty of their 

pension provision.  

 

“Pay freeze putting a strain on family finances with the background of 

increasing inflation.” 

“Pay discrepancy between salaried and general practice.” 

“Poor salary with no pay rise for the past 3 years.” 

“No pay rise despite inflation rise, uncertainty about pension value.” 
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“Pension insecurity. No cost of living increase this and next year resulting in 

substantial pay reduction.” 

23. Other factors having an impact on the morale within the services were concern for 

patients; pensions and retirements; the lack of recognition that the service receives; lack 

of research opportunities; reduced funding/opportunities for training, and the nature of 

the referrals system.  

 
 

Job satisfaction  
 

24. Almost half (46 per cent) of those surveyed expressed satisfaction in their current role 

with just under a quarter (29 per cent) expressing dissatisfaction. Satisfaction with the 

role is lower than 2010 (52 per cent). Dissatisfaction with the job is less commonly 

reported than low morale, suggesting that the job itself is not the cause of the poor 

morale but aspects of the role as discussed individually below.    

 

25. There were some differences in the levels of satisfaction across the salary bands with 

the Dental Officers (Band A) having the lowest levels of job satisfaction at two-fifths (40 

per cent), and Managerial/Clinical Director roles (Band C) having the highest levels of 

jobs satisfaction with two-thirds (56 per cent). It is apparent that within each job role 

there has been a reduction in their job satisfaction since 2010.  

 

26. Those based in Northern Ireland had the lowest level of satisfaction with two-fifths (40 

per cent) of respondents satisfied with their job; dentist based in Wales had the highest 

levels of satisfaction with 53 per cent satisfied with their current role.  

 

Figure 5: Please indicate how strongly you agree or disagree with the following 

statements: 

 

Autonomy 

27. Respondent‟s satisfaction with the autonomy in their role varied, both in general and 

across the roles. Overall, more than two-fifths (46 per cent) of the respondents were 

satisfied with the level of autonomy in their job. Dental Officers (Band A) had the lowest 
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level of satisfaction with their autonomy with over a two-fifths (42 per cent) dissatisfied 

and under a third (32 per cent) satisfied. The highest level of satisfaction amongst the 

differing job roles were Managerial/Clinical Director (Band C) roles where almost two-

thirds (59 per cent) were satisfied with the autonomy in their role. 

 

28. There was some variation between the levels of satisfaction between the locations of 

the dentists. Of the four countries, Northern Ireland had a higher proportion (50 per cent) 

of dentists satisfied with their level of autonomy compared to than those in Wales who 

had the lowest (43 per cent). 

 

Provision of care 

29. Two-thirds (68 per cent) of those surveyed felt happy with the care they are able to 

provide to their patients. This is a similar level that was found in 2010 (66 per cent). This 

proportion increases to 70 per cent when considering those dentists based in Scotland 

and to 74 per cent for those working in rural areas.  

 

30. While the majority of those surveyed were happy with the care they provided, others 

saw the reduced care they were able to provide as one of their factors affecting their 

morale. It was commented that inappropriate targets and staffing levels led to a lack of 

provision for patients. In addition it was felt by some that certain patient groups were 

being neglected in order to meet access targets.  

 

“Lack of provision of patient care due to inappropriate/inadequate staffing levels/sites 

etc.” 

“Increasing pressure to reduce time spent with patients who require a lot of time.”   

“Special needs patients being made low priority to meet access targets.” 

“Working to provide care for Special Care patients it is very disappointing watching 

resource be diverted from our neediest patients into either undergraduate training or 

to meet government targets with for example Childsmile and NDIP.” 

More frustration than satisfaction 

31. Over half of the respondents (50 per cent) were experiencing more frustrations than 

satisfaction working in the service. This has risen from 2010 when 46 per cent of 

respondents had such feeling. This feeling of frustration was most acute amongst those 

Dental Officers (Band A, 55 per cent) compared with those in specialist roles (Band C, 

45 per cent).  

 

32. There were also differences between the countries with those in England more likely to 

be experiencing frustration (52 per cent), in comparison with those in Scotland where 

only a third (35 per cent) of respondents stated so. 
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Figure XX7: Comparison between 2009/10 and 20010/11 of those who agreed or 

strongly agreed with the following: 

Challenging and interesting work 

33. The vast majority (73 per cent) of those surveyed found that their job gave them the 

chance to do challenging and interesting work, with only one-in-ten (10 per cent) 

disagreeing with this statement, similar to levels found in 2010.  

 

34. Those in Managerial/Clinical Director position (Band C) were most likely to find their job 

challenging and interesting with 85 per cent of them stating so. This proportion fell 

considerably to 59 per cent when assessing those Dental Officers (Band A).  

 

Figure 6: Please indicate how strongly you agree or disagree with the following 

statements:  

 

                                                           
7
 Only includes questions which were asked in both years 
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Recommend a career in the SPDCS 

35. Only two fifths (39 per cent) of those surveyed said that they would recommend a career 

in the SPDCS, which is considerably lower than the 45 per cent that said they would in 

2010. Those in Managerial/Clinical Director positions (Band C) were more likely to 

recommend a career within the service; more than half (51 per cent) suggesting they 

would. Those working as Dental Officers (Band A, 33 per cent) and Senior Dental 

Officers (Band B, 35 per cent) were a lot less likely to recommend a career in the 

service. 

 

36. There was also some discrepancy between age groups. Over half (57 per cent) of those 

under  35 years old would recommend a career in the service, in comparison with only a 

third (33 per cent) of those over the age of 50.  

 

Training and development 

37. Two-thirds (68 per cent) of respondents were satisfied to some degree with the current 

level of training and development they were receiving, which is slightly lower than 2010 

where 75 per cent of respondents were happy with the training and development 

offered.  

 

38. There were differences in the levels of satisfaction between the pay bands. Those in 

Managerial/Clinical Directorial roles (Band C) had the highest level of satisfaction in their 

training and development with more than four-in-five (81 per cent) satisfied. Dental 

Officers (Band A) had the lowest level, with just over half satisfied (55 per cent).  

 

39. Many participants, when asked what issues were affecting their morale, stated that their 

training budgets were not being honoured. They were often having to fund their own 

developments or were not being offered the opportunity.  

 

“The trust I work for does not honour the contract as they will not release money for 

training.” 

“Lack of PCT's ability/ willingness to access the indicative training budget. This has 

not been touched since the new contract.” 

“Having course fees paid - at present I have to pay all my own fees for courses, due 

to no money.”   

“Pay and terms and conditions including study leave, which don't appear to abide 

with Whitley or the 2007 contract with regard to training budget. ” 

Some also felt that the number of mandatory training courses had increased unnecessarily 

and could be reduced.  

“Reduce frequency of mandatory training.” 

“Mandatory training e.g. skin care, manual handling, etc seems unnecessary as often 

as we are expected to do it!”   

“There seems to have been a huge increase in mandatory training programmes.” 
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“Excessive time spent on repetitive Health Board mandatory training.” 

 
Figure 7: How satisfied are you with the following in your current role? 

 
 
Leadership and management 

40. In general, just under half (47 per cent) of those surveyed were happy with the 

leadership and management within the SPDCS, a similar figure recorded in 2010, but  

less than in 2005 (62 per cent).This figure falls to 38 per cent when considering Dental 

Officers (Band A), and 41 per cent considering Senior Dental Officers (Band B). 

However, this increases to two-thirds (69 per cent) when isolating the 

Managerial/Clinical Director roles (Band C).  

 

41. There are also apparent differences across the nations. While levels of satisfaction with 

leadership and management remained at just above half for England (52 per cent), they 

were significantly lower for those in Scotland (33 per cent) and Wales (21 per cent).  

 

Terms and conditions 

42. Almost two-thirds (65 per cent) of those surveyed were satisfied with the terms and 

conditions in place within the SPCDS, which is considerably lower than the three-
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quarters (78 per cent) satisfied in 2010. There are slight differences between the age of 

participants with those aged 35 or under having a higher proportion satisfied with their 

terms and conditions (70 per cent), in comparison with those aged 50 or over (64 per 

cent).  

 

Figure XX8: Comparison between 2009/10 and 20010/11 of those who were mostly or 

very satisfied with the following: 

 
Working environment 

43. Over two-thirds (69 per cent) of those surveyed were satisfied with their working 

environment, a slight drop from 2010 when 74 per cent were satisfied. There were slight 

differences between the roles; Managerial/Clinical Directorial roles had the highest 

levels of satisfaction with just under three-quarters satisfied (73 per cent) and Dental 

Officers (Band A) had the lowest level of satisfaction in their working environment with 

64 per cent satisfied.  

 

                                                           
8
 Only includes questions which were asked in both years. 
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Figure 8: How satisfied are you with the following in your current role? 

 

Clinical aspects of your role 

44. The vast majority of participants (90 per cent) were satisfied or very satisfied with the 

clinical aspects of their role. There was some discrepancy between the salary bands. 

Almost all (97 per cent) of the Managerial/Clinical Directors (Band C) satisfied with the 

clinical aspects of their role, compared to 85 per cent of the Dental Officers (Band A). 

 

Workload 

45. Over half of those surveyed were satisfied with their workload (55.7 per cent), with the 

remainder dissatisfied. Dental Officers (Band A) were more likely to be satisfied with 

their workload (58 per cent) compared to Managerial/Clinical Directors (Band C, 49 per 

cent). Two-thirds (67 per cent) of those in Scotland were satisfied with their workload in 

comparison with half (50 per cent) of those in Northern Ireland. 

 

Job security 

46. Over half of the participants (51 per cent) were not satisfied with their current level of job 

security. There was a notable difference between the countries with only 40 per cent of 

those in England satisfied with their job security compared to 70 per cent in Northern 

Ireland and Wales, and 82 per cent in Scotland.  

 



British Dental Association‟s Evidence to DDRB 2012/13: England  54 

Figure 9: How satisfied are you with the following in your current role? 

 
 

Research opportunities 

47. Fifty-nine per cent of participants were dissatisfied with the research opportunities 

available within SPDCS. This is a similar level of dissatisfaction than found in 2010 

where 58 per cent of participants were dissatisfied with the research opportunities 

available.  

 

48. Across the countries surveyed, those in Scotland were most satisfied with the level of 

research opportunities; 59 per cent of those surveyed were satisfied. In comparison, 

those in Northern Ireland had the highest levels of dissatisfaction at 68 per cent. 

 

Career prospects 

49. Forty-two per cent of the participants were satisfied with the career prospects available 

to them in SPDCS, a similar level to 2010 (44 per cent). The level of those satisfied with 

their career prospects is at its lowest when considering Dental Officers (Band A), where 

under a third (29 per cent) were satisfied; and at its highest considering 

Managerial/Clinical Directors (Band C) at 58 per cent.  
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Benefits package 

50. Participants were asked how they rate their benefits package overall (including NHS 

pension, annual leave and study leave). Over half (58 per cent) of those surveyed rate 

their benefits package positively, and less than one-in-ten (9 per cent) gave the benefits 

package a negative rating. Managerial/Clinical Directors (Band C) had the highest 

positive rating towards their benefits package with 70 per cent of those surveyed 

positively rating the package. Dental Officers (Band A) gave the benefits package the 

least positive rating with 52 per cent.  

 

Figure 10: How do you rate your benefits program/package overall? 

 
NHS pension 

51. Two-thirds of participants were very concerned, and 27 per cent were somewhat 

concerned about possible changes to their NHS pension. Only five per cent were not 

concerned at all about the prospective changes. Levels of concern were fairly universal 

across all countries, salary bands, and age groups.  
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Figure 11: Are you concerned about possible changes to the NHS pension? 

 
 

Satisfaction with pay  

52. Over two-fifths (41 per cent) of the respondents were satisfied with their pay. More than 

half (51 per cent) of the Managerial/Clinical Directors were satisfied with their pay in 

comparison with just a third (33 per cent) of Dental Officers.  

 

Paid fairly 

53. While two-fifths of those surveyed were satisfied with their pay, a smaller proportion felt 

they were paid fairly given their performance and contributions to the SPDCS (37 per 

cent). Dental Officers (Band A) had the lowest proportion of individuals who felt that they 

were paid fairly with just a quarter (26 per cent) of the Dental Officers feeling their level 

of pay was fair. Almost half (49 per cent) of the Managers/Clinical Directors (Band C) felt 

they were paid fairly. 

 

Figure XX9: Comparison between 2009/10 and 20010/11 of those who were mostly or 

very satisfied with the following: 
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Figure 12: Please indicate how strongly you agree or disagree with the following 

statements 

 
 

Working hours 

54. Almost three-quarters (74 per cent) of those surveyed stated that they regularly worked 

more than their contracted hours. There was substantial difference between the job 

roles and the country of the participants. More than nine-in-ten Managers/Clinical 

Directors (Band C) regularly worked more than their contracted hours. In comparison, 

just over half (60 per cent) of Dental Officers (Band A) did the same.  

 

55. Those surveyed in England (78 per cent) were the most likely to regularly work more 

than their contracted hours, compared with those in Scotland who were the least likely 

(56 per cent).  

 

Pressure to achieve targets 

56. The majority (60 per cent) of participants felt some pressure to achieve targets. This 

was a similar level to 2010 (58 per cent). This proportion decreases to 53 per cent when 

considering Dental Officers (Band A), and increases to a three-quarters (78 per cent) 

with Managers/Clinical Directors (Band C).  

 

57. England had the largest proportion of those who felt under pressure to achieve targets 

with almost two-thirds (64 per cent), compared with Scotland where just over two-in-five 

(44 per cent) felt under pressure.  

 

Time for clinical management and administration 

58. In general, just one-in-five (21 per cent) of those surveyed felt they had sufficient time 

for clinical administration. This figure falls to 15 per cent when considering Dental 
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Officers (Band A). There was a higher proportion when isolating the Specialists (Band 

C) but it was still the minority who felt they had sufficient time (30 per cent).  

 

59. There were also differences across the nations. Levels of satisfaction with time for 

clinical administration remained at just under a third for Scotland (31 per cent) but was 

considerably lower for England (20 per cent), Northern Ireland (15 per cent) and Wales 

(17 per cent).  

 

Staffing levels 

60. Inadequate staffing levels were highlighted in last year‟s report, yet still only one-in-five 

(23 per cent) participants felt that the staffing levels were adequate in the SPDCS. This 

proportion rose slightly to 27 per cent when considering Managers/Clinical Directors 

(Band C).  

 

61. Those in Northern Ireland were most likely to consider the staffing levels inadequate 

with only 10 per cent considering them adequate. Those in Scotland were the most 

likely to consider their staffing levels adequate (40 per cent did so).  

 

Improvement to the SPDCS 

62. When participants were asked what change would bring the biggest improvement to 

their working life they provided a variety of suggestions for improvement. A number of 

reoccurring themes became apparent which would improve working life.  

 

63. By far the most commonly suggested change was to lift vacancy controls and provide 

adequate staffing levels within the service. This suggestion applied to all grades and 

staff, from Dental Nurses to Clinical Directors. As vacancy controls have caused major 

impacts on workload and morale, opening recruitment and allowing positions to be filled 

as staff leave would mean an instant improvement in working conditions. 

 

“Having funding to provide appropriate level of care for demands of patients in 

the area ie being able to recruit staff.” 

 

 “For our service to be able to recruit new clinicians and DCPs to reduce 

clinical workload.” 

 

“Increased staffing at all levels, admin, nursing, DCP, senior dentists to 

enable staff to act fully in their own role.” 

 

“Increased staff numbers to deliver the high quality of care that patients 

locally deserve.” 

 

“Recruitment to vacant clinical posts, at present there is a recruitment freeze 

and efficiency savings will probably mean loss of these posts. Sufficient 

clinical staff would mean patient services would be increased and clinical 

management could be programmed into weekly schedule for those that have 

the responsibility.” 
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“We need more staff to manage patient workload, but many positions have 

not been filled and there is a reluctance on senior managers to realise the 

futility of our situation going forward.” 

 

64. Increased levels of administration were a cause of particular frustration amongst the 

participants. There were three main proposals as to how best to improve the situation. 

One was to decrease the levels of administration, especially unnecessary administrative 

tasks. Another would be if the additional administrative burden was recognised and 

appropriate time was scheduled into the working day. The final suggestion would be to 

employ additional support staff to be able to assist with the administrative task, which 

would allow the clinician to focus on patient care. 

 

“They need to give realistic time for admin but it‟s not going to happen 

because of UDA targets.” 

 

“Admin support to relieve me of some of the paperwork! “ 

 

“Appreciation for amount of admin done outside of contracted hours.” 

 

“More time for administrative duties and more administrative support.” 

 

“Less admin which isn't related to clinical care.” 

 

“I need extra time to cover my admin duties, answer emails and progress the 

development of the special care service.” 

 

“Reduction in the amount of unnecessary paperwork .” 

 

“Having time on a day to day basis for administration.” 

 

65. Participants made it clear that a definite improvement to their working life would be 

achieved if there was better management within the service. There was a clear desire 

for more clinical leadership, giving those who have a greater understanding of the 

nature of the service a chance to lead.  

 

“Strong and positive leadership.” 

 

“Working with managers who are not completely focussed on 'bottom line 

finances' and instead more interested in patient care and more understanding 

of dentistry and our service.” 

 

“Working with a general manager who understands the role of a Special Care 

dental service.” 

 

“Efficient, caring management who engage in meaningful dialogue with the 

clinicians and make properly informed decisions with input from the clinical 
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staff, rather than ignoring them or paying them only lip service. This would 

also lead to patients receiving better treatment.” 

 

“For management to realise that the type of patient we see in the service is 

not the typical patient a high street GDP sees and so we cannot work at the 

same pace as they do - especially as over 80% of my patients are referred to 

me for care the average dentist cannot provide.” 

 

66. Whilst respondents generally understood when they entered the service that the level of 

remuneration was going to be lower than that in general practice, the last few years of 

pay freezes with the rising living cost have made this gap more apparent. One big 

improvement to their working life would be a fair pay increase to close the gap between 

SPDCS and GDP.  

 

“Being valued financially in the same way as GDP's appear to be. We see the 

difficult patients they can't or won't see yet our salaries are about 50% of 

average GDP salaries when the figures are published. They now receive their 

salaries in equal amounts like we do so no longer have the disadvantage of a 

fluctuating income. Pay parity with equivalent professions as far as salaried 

dentistry is concerned appears to have disappeared.” 

 

“Pay increase to make up for lost ground over the last decade.” 

 

“Paying us an inflation increase.” 

 

“To keep remuneration and pension in line with inflation at the same level as 

today.” 

 

“Proper and fair remuneration for SPDCS staff compared to GDS.” 

 

67. There was a clear desire amongst participants for the service to enter a period of 

stability. There have been many changes to the service locally and nationally over the 

past few years and with more proposed changes in consultation employees within the 

service have not had a period of clarity and stability for many years. This has led to 

insecurities, uncertainty and the inability to plan in the long term. A period of stability 

would allow those working to focus on patient care and not have additional concern 

about the service as a whole.  

 

“A clear direction for salaried services with acknowledgement of the specialist 

role that is played within the wider dental community.” 

 

 “A long term planning so that i could feel more secure , as at the moment the 

situation is ''quite grey''/uncertainty for what is going to happen in the future 

with the planned changes in dentistry/NHS.” 

 

 “A period of stability. We will be waiting a while for this. I love it when the 

politicians say 'no change is not an option'” 
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“Certainty about the future. Some stability.” 

 

“Clear idea of what direction the SPDCS and NHS dentistry in general are 

going.” 

 

“Even a three year plan as to where SPDCS will sit in the new NHS would 

suffice. At the moment I have no idea if I will\have a job in twelve months. 

Uncertainty is everywhere so I don't think I'm particularly badly off but as 

usual key figures in the dental world still fail to understand what my role is 

meant to be so how am I supposed to know?” 

 

68. In England and Wales in particular there is a call for more appropriate measures to be 

used to monitor their work. The use of UDAs is seen as an unsuitable measure when 

considering the types of patients who are being seen. Using the same method that is 

used in general practice undermines the specialist nature of their work and the reason 

for which they have been referred. There is a desire for more focus to be placed on 

quality rather than quantity.  

 

“Reasonable measure of activity, UDA is not an appropriate unit to measure 

patient activity.” 

 

“Removal of unachievable UDA targets and being allowed to treat patients 

according to clinical need.” 

 

“Concentration on clinical outcomes rather than UDA scores.” 

 

“Have open clinical meetings with genuine interest to bring change for the 

benefit of patient care and not 'figures' for management accounting! Counting 

UDA's or number of patients in chair for performance in whatever crude way 

will never improve actual service for the patients.” 

 

“A more appropriate method of measuring special care dental provision than 

UDA's.” 

 

69. Other factors to improve working life that were repeatedly mentioned were recognition 

for the work they do; consistency with their terms and conditions; a recognition of 

speciality training and being appropriately remunerated for such skills; improvement in 

commissioning; tighter control of referrals; and more clinical autonomy.  

 

Transforming Community Services (England Only) 

70. The vast majority (91 per cent) of respondents in England felt that Transforming 

Community Services would have an impact on the SPDCS, with well over half (59 per 

cent) feeling that it would have a large impact on the service.  

 

71. Those in Band C Specialist (74 per cent) and Managerial (69 per cent) positions were 

more likely to feel that Transforming Community Services would have a large impact on 

the service. 
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72. Concerns about Transforming Community Services were expressed by several 

participants when asked about the issues negatively impacting on their morale. Most 

were concerned with the uncertainty surrounding the changes and the impact leaving 

that the NHS would have on their terms and conditions. 

 

“Anxiety of becoming non NHS organisation with TCS.” 

 

“Transforming community services, we have no clear future, I would like our 

services to stay within the NHS.” 

 

“Uncertainty with respect to Transforming community services, delays in 

implementing TCS.” 

 

NHS reforms (England Only) 

73. There were similar concerns regarding the wider NHS reforms, with more than nine-in-

ten (93 per cent) participants anticipating an impact on the SPDCS; and over half (58 

per cent) believing that it will have a large impact on the service.  

 

74. Similarly those in Band C Specialist (71 per cent) and Managerial/Clinical Director (68 

per cent) positions were more likely to feel that the wider NHS reforms would have a 

large impact on the service.  

 

Economic climate (England Only) 

75. In general, almost all participants (94 per cent) thought that the current economic 

climate was having some impact on the SPDCS, with almost two-thirds (58 per cent) 

reckoning that it was having a large impact on the service.  

 

76. Those in Band C Specialist (70 per cent) and Managerial/Clinical Director (63 per cent) 

positions were most likely to feel that the current economic climate would have a large 

impact on the service.  
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Salaried services morale survey 2011 

1. How would you rate your morale as a dentist in the SPDCS at the moment? 

 Very high 

 High  

 Neither low nor high  

 Low  

 Very low 

 
2. How has your morale as a dentist in the SPDCS changed in the last year? 

 Increased substantially 

 Increased somewhat 

 Stayed essentially the same  

 Decreased somewhat 

 Decreased substantially 

 
3. What are the issues that are currently having a negative impact on your morale as a    
dentist in the SPDCS? 

 

4. Please indicate how strongly you agree or disagree with the following statements: 

      Strongly agree, Agree, Neutral, Disagree, Strongly disagree 
 

 I am satisfied with my job as a dentist in the SPDCS 

 I am satisfied with the level of autonomy in my job 

 I am happy with the care I am able to provide to my patients 

 I currently experience more frustration than satisfaction working in the SPDCS 

 My job gives me the chance to do challenging and interesting work 

 I would recommend a career in the SPDCS 

 I feel valued in my role 

 
5. How satisfied are you with the following in your current role? 

 
      Very Satisfied, Mostly Satisfied, Dissatisfied, Very Dissatisfied 

 
 Training and development 

 Leadership and management 

 Terms and Conditions 

 Working environment 

 The clinical aspects of your role 

 Workload 

 Job security 

 Research opportunities 

 Career prospects 
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6.        How do you rate your benefits program/package overall (e.g. NHS Pension, annual 
leave and study leave)? 

 Excellent 

 Good 

 Fair 

 Poor 

 Very poor 

 
7.        Are you concerned about possible changes to the NHS pension? 

 Very 

 Somewhat 

 Not at all  

 

8.        Please indicate how strongly you agree or disagree with the following statements: 

 
Strongly agree, Agree, Neutral, Disagree, Strongly disagree 

 I am satisfied with my pay 

 I am paid fairly given my performance and contributions to the SPDCS 

 I regularly work more than my contracted hours 

 I feel under pressure to achieve targets 

 I have sufficient time for clinical management/administration 

 The staffing levels are adequate in my service 

 
9.        What changes would bring the biggest improvement to your working life? 

 
10.     In which country are you based? 

 England  

 Wales  

 Northern Ireland 

 Scotland 

 
11.     (England only) How much of an impact do you think the following will have on you as 
a dentist in the SPDCS?  

Large, moderate, small, none at all, don‟t know 

 Organisation changes relating to Transforming Community Services 

 Wider NHS reforms 

 The current economic climate 

 
12.     (NI Scotland and Wales only) How much of an impact do you think the current 
economic climate will have on you as a dentist in the SPDCS? 

 Large 

 Moderate 

 Small 

 None at all 

 Don‟t know 
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13.     How would you describe the location of the SPDCS practice where you spend most 
of your time? 

 Urban 

 Rural 

 

14.     How many years have you worked in SPDCS in total (not including career breaks)? 

  

15.     What is your job role?  

 Dentist – Band A/Dental Officer 

 Dentist – Band B/Senior Dental Officer 

 Dentist – Band C Managerial/Clinical Director  

 Dentist – Band C Specialist 

 Other, please specify 

 
16.     How many years have you been on your current grade?  

 
17.     What is your current age? 

 35 or under 

 36-49 

 50 or over 

 
18.     What is your gender? 

 Male 

 Female 

 
19.     If you have any further comments about morale in the SPDCS or feedback for the 
BDA, please give details below: 

 

 

 

 


