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Always a hot topic!

We often get asked: how should my practice best manage its staffing budget?

What level of staffing costs is appropriate?

There are no hard and fast rules although we generally consider that an efficient proportion of Small 

Animal staffing costs to sales is between 38% and 45%.  The ratio for equine work tends to be 

relatively comparable to Small Animal whilst the ratio for Farm work tends to be in the low to mid 30s 

percent.

It is important to note that this includes employer’s NI and an equivalent market rate salary for any 

owners – a typical figure is in the region of £52,500 to £55,000 although can be higher or lower 

depending on the nature of the work undertaken by these owners.

Just because a practice has a ratio higher than the above does not necessarily mean it is overstaffed 

or that its staff are overpaid.  Boosting turnover, including by charging correctly (a hot topic for 

another day perhaps!) can help to bring the ratio back to a more acceptable level.

Individual turnover

It can be useful to compare an individual’s turnover to their “package” being gross pay plus the value 

of any benefits.  

Typical ranges based on our data are:

Small Animal: 16% to 25% (with 19% being average currently)

Large Animal: 2/3 of fees (excluding drugs)

Equine ambulatory: 30% to 40%

Equine clinic: 20% to 30%

Care needs to be taken to apportion turnover allocated to non-vet staff on the vet system to vets –

one way to do this can be to apportion based on the vets own relative turnovers.

Pay rises

Historically practices have often applied an across the board percentage.  Whilst this might be 

appropriate in some cases, an alternative approach can be to agree an overall pay rise budget taking 

into account the practice’s other commitments and then share it between staff based on merit.  For 

example, individual performance (such as turnover per vet in relation to package – see above), 

contribution towards marketing activities or supporting in practice staffing initiatives such as 

mentoring etc; the determining factors can be whichever you choose although it can work well to look 

at both financial and non-financial factors such as these, not only for vets but also for nurses and 

support staff.  This approach can help to avoid overstretching the budget.



Continued'

What about bonuses I hear you ask?

Some practices might have bonus schemes in place which can work well where staff respond to 

such motivation, although it is accepted this is not appropriate for all practices.  They can also be 

difficult to implement and manage unless the practice has good financial reporting and monitoring 

tools.

Some practices give bonuses around Christmas time - whilst this can go down well with staff, on the 

flip side the danger is that it becomes an expectation that a Christmas bonus will always be paid 

and in the year one is not paid, it can have a detrimental effect on staff morale.  An alternative if you 

wish to pay bonuses, is to consider one-off bonuses/gifts (care should be taken to ensure they are 

treated appropriately for tax) based on merit but at no pre-defined time of year.

The above article was prepared for inclusion in the March 2014 VPMA newsletter.

All information contained within this release was correct at the time of print.

The author welcomes questions from readers and can be contacted on 01242 680000 or 

mark.harwood@hazlewoods.co.uk

This release has been prepared as a guide to topics of current financial business interests.  We strongly recommend you 

take professional advice before making decisions on matters discussed here.  No responsibility for any loss to any person 

acting as a result of this material can be accepted by us.
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