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Our Vision

Our 4 Pillars

What we'll be known for

*

Outstanding patient care

P
Improving the quality of
patient care by joining
up acute and community
services in Swindon and

through partnerships
with other providers

Staff and volunteers
feeling valued and
involved in helping
improve quality of care
for patients

and a focus on quality
improvement in all that
we do

We want to create a place known for
outstanding patient care, made possible
by our dedicated people.

To develop a diverse and inclusive
workforce, attracting talent from across
the country and around the world,
where everyone feels valued and
supported to be their best and proud to
be part of our team.

Great People
Great Place
Great Western Hospitals
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We will deliver great joined up services for local

people at home, in the community and in hospital,
helping them to lead independent and healthier lives.

O

o

Using our funding wisely
to give us a stronger
foundation to support
sustainable
improvements in quality
of patient care
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Welcome

Welcome to our People Strategy, which sets out our approach to developing, strengthening and
retaining our workforce over the next five years.

Now, more than ever, we need our people to feel valued, equipped and empowered to provide
the best possible experience and outcomes for patients.

An ageing and growing population, a greater prevalence of chronic diseases and innovations in
technology, mean we need to think differently about how we provide care. Every member of
the team is key to addressing these challenges, and together, developing services which provide
the highest quality of care to our patients. We also know that equality, diversity and inclusion
must be central to everything we do, for ourselves, for patients and the community.

Creating this strategy has involved listening to our staff and exploring best practice both within
the NHS and in other organisations. We have also focused on the priorities in the Interim NHS
People Plan, NHS Long Term Plan, and our Sustainability and Transformation Partnership (STP).

To achieve our vision, it's vital that we engage all of our staff and volunteers and ensure that
everyone understands the huge difference they make to each patient’s journey.

Jude Gray

Director of Human Resources
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Where we are now

Over the last five years we have increased our staff numbers but there are some roles which,
nationally, are hard to fill. We need to think differently about how we might recruit to these
posts.

We know that our staff and volunteers work really hard, doing exceptional work in often very
difficult settings to provide the highest possible care for our patients. We know that we need to
invest more in our staff to help them shape our journey into the future and deliver our Trust
Strategy.

Who we are

We have almost 5,500 staff and volunteers
working across a huge range of clinical and

non-clinical roles, to deliver healthcare to Who

the people of Swindon and beyond. we are

Our staff have been involved in helping us

to shape our overall Trust Strategy through 590w | 1986w
Doctors Nurses &

listening events and feedback from our ' Midwives

divisions, and our People Strategy has

evolved from that, building on our previous 686 we | 1019w 402
People Strategy for 2014-19. Allied Health Non-Clinical Volunteers

Professionals Support Staff

How we score

We know that our levels of turnover and
sickness are good for a Trust of our size,
but we are not complacent and know that .
recruitment and retention needs constant L How we

monitoring and attention. \‘“’ score

We measure staff engagement scores and 59.8- 75
. . of Staff of Staff

these are average for similar sized Trusts, _ Recommend 25 || Recommend as

but we have aspirations to do even better Place to Work Pace ror

Treatment
and have a truly engaged and valued

workforce. 6.9 3.7-. 9.
staff Engagement Sickness Turnover
While almost 60% of staff would 1\ Score Absence

recommend our Trust as a place to work,
we want to increase this to make our Trust
a real employment destination, attracting a diverse range of people.

We encourage staff to speak up which supports an open and honest
culture, and 96% of staff have reported they would raise concerns.
We are proud that our Freedom to Speak Up scheme enables staff to
have confidence to speak up and have their concerns heard. We are
investing heavily in our health and wellbeing strategy and ensuring
Freedom to Speak Up
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that we do all we can to look after our staff, many of whom work under often very demanding
circumstances.

We are also investing in staff recognition schemes, ensuring that exceptional work does not go
unnoticed.

How we perform

The number of staff having annual How we
appraisals is high, but we want to ensure perform
that all staff have an appraisal. It's also

important that these appraisals are really
meaningful and staff are recognised for 6. 4.3
their contribution to improving patient care. wacangy fgengyspendde

Rate of Pay Bill
We also want to identify top performers,
ensure good succession planning is in place,
and understand people’s career aspirations 7.3+« 80.2+ 88.8-
Bank Spend % of Appraisal Mandatory Training
and how we can achieve these together. RayBill Rate <ompliance

We acknowledge our agency spend is too high, and we are working hard to increase our
permanent and temporary workforce as the preferred way of addressing short-term recruitment
needs. While our vacancy rate is low and has reduced, we need innovative approaches to
respond to the local and national challenges with hard to recruit roles.

Enable our workforce to reach
their full potential through
the provision of learning and
development opportunities
and ensure we have the skills,
competencies and leadership
qualities to deliver
outstanding patient care.

Great Workforce Planning

Understand our workforce
diversity and maximise
opportunities for all
individualsregardless of
background and belief.

= Multi-Professional learning
and development
Training and development
Talent hubs

Talent entry routes

= Great Experience
ocus: ”
= Address workforce Great Opportunities Through an open-minded

shortages Inclusive career development culture and practical policy of
= Workforce transformation opportunities for all where our inclusiveness, we understand
an innovation ) values are upheld. Attracting and support your beliefs.
* Working in partnership top talent from around the
with the Integrated Care world where diversity is
System promoted and embraced.

Focus:

= Staff survey

= Staff health and well-being

= Staff engagement

= Equality, diversity and
inclusion

= Reward and recognition

|
=

Great Western
Hospitals

Focus:

The 5 = Recruitment and retention

H excellence
themeS Of Great Leadership = Growing our temporary

Develop our leaders to deliver workforce
our People appreciative, compassionated = Talentsourcing

and improvement focused = Embrace social media and
Strategy.

leadership. To inspire others, marketing
embedding the Trust Compelling employer brand
leadership framework.

Focus:

» Leadership forums

= Leadership development

* 360and Performance
related appraisal

* Growing talent
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Our Ambition:

Understand our workforce diversity and maximise opportunities for all

individuals regardless of background and belief.

This includes:

Developing a richer skills mix and new ways of working, with colleagues
empowered to work to top of scope rather than capacity

The introduction of new roles, scaled up with multi-professional and hybrid
roles that provide sustainable solutions to current workforce supply
challenges

Exploiting the enablers that release time to care, including technology and

Great Workforce

workforce transformation methodology

Develop our capability to
transform workforce and
service delivery

Utilise workforce
transformation
methodology such as the
Calderdale Framework to
enable a skills mix review,
clinical transformation and
improvement

Ensure maximum benefit
from technological
innovations such as
SafeCare and E-Roster

Transform the way we
deliver care by bringing
together primary care,
community and secondary
care services

Measure:

Creating and aligning workforce opportunities to the development of
services and improvement of patient pathways

Taking an active part in an integrated care system model, delivering the
benefit of system led initiatives at a local level.

S

Ensure multiple points of
entry exist to core roles
across the Trust

Develop a progression
framework from
apprenticeship through to
professional registration
and beyond

Evaluate the impact of
transformative roles such as
Nursing Associate and
Advanced Clinical
Practitioner

Implement the Way
Forward Programme
including the development
of an integrated front door

Ensure local and system
workforce plans report on
diversity to inform the
future workforce profile
and supply actions to
address inequalities.

<>

Have a comprehensive
strategic workforce plan
that encompasses the 5 core
elements of the People
Strategy, aligned nationally
to the NHS People Plan and
locally across the Bath &
North East Somerset,
Swindon and Wiltshire
Integrated Care System

Implementation of new roles and ways of working that alleviate capacity demand, whilst
delivering quality care through reduced vacancies and improved staff satisfaction

Engagement and training of clinical and non-clinical staff in workforce transformation

methodology

A published strategic workforce plan.
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Our Ambition:

Enable our workforce to reach their full potential through the provision of
learning and development opportunities and ensure we have the skills,
competencies and leadership qualities to deliver outstanding patient care.

This includes:
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= Developing and roll-out of the Trust learning and development offer

Developing our approach to talent management to ensure our staff have
the opportunity to maximise their potential

Supporting staff through a variety of career pathways including
apprenticeships

Developing our staff via learning on the job, self-directed learning and
formal training programmes

Maximising use of our apprenticeship levy

Developing learning and development intervention in support of the
strategic workforce plans

Creating a culture that encourages learning and development at every

o ——

opportunity.

—

Develop and embed a Trust = Develop an internal career

learning and development
offer

Ensure staff have
opportunities for
secondment, project work,
shadowing, stretch
assignments and self-

hub to support staff in
achieving their career
aspirations by supporting
redeployment and internal
transfers

Develop interactive e-
learning modules accessible

directed learning for all staff

= |dentify, design, develop = Develop a clear action plan
and implement bespoke in response to any identified
development programmes inequalities of opportunities
to address scarce skills and for training and
resource gaps development, ensuring

continuous improvement

= Develop key performance
indicators to evaluate the
effectiveness of the learning
and development offer

= Establish reporting
regarding opportunities for
all protected characteristics
and training opportunities.

= Develop our approach to
talent management and
succession planning

= Develop our managers to
have great career
conversations with their
staff, as part of our
ambition to develop, deploy
and retain talent more
effectively

Measure:

Number of participants in key programmes
Rates of statutory and mandatory training
Staff survey scores on training and development

Appraisal compliance rates >90%

Appraisal quality measure in staff survey
Staff feedback.
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The Academy builds its
reputation as a centre of
excellence

Provide training as part of
the system wide approach
to learning and
development

Develop opportunities for
income generation for
specialist training
interventions to other
private and public sections

All staff communicate that
they have the same
opportunity for training and
development as each other
regardless of background
and belief
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Our Ambition:

Develop our leaders to deliver appreciative, compassionated and improvement
focused leadership. To inspire others, embedding the Trust leadership
framework.

This includes:
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= Developing our leaders to deliver appreciative, compassionate and
improvement focused leadership (includes roll-out of our leadership
principles and leadership framework)

Identifying ways to ensure we have a diverse and representative pool of
leaders

Leadership

Developing our leadership offer based on our leadership framework and
define what we expect of our leaders at different levels

Identifying and exploit opportunities to develop leaders across the wider
system, within an integrated care system or the STP to maximise economies
of scale

Have succession planning in place for Board level, sub Board level roles and
other key roles across the organisation.

An open minded leadership culture, free from conscious or sub-conscious

—O O

bias.

Introduce 360 degree
feedback process for
managers during appraisals

Implement the first Head of
Service leadership
programme

Refine the leadership
framework to clarify what is
expected at each level of
management [Leading
myself, Leading my team,
Leading my Division,
Leading the Trust, Leading
across the System]

Introduce Talent
Management Tools
[Performance Appraisal,
Talent Grids, Succession
Planning]

Review and refresh our
diversity and inclusion
training programmes which
clarify expectation of the
leadership role in
supporting an inclusive
culture.

Measure:

Service | Teamwork | Ambition | Respect

Identify the relevant core
leadership modules required
to reach specified levels of
leadership

Roll out any
training/development
required to existing leaders
at those specified levels

Identify opportunities to
work in collaboration with
partner organisations

Identify ways of ensuring
we have a diverse and
representative cadre of
leaders at every level

Develop management
capability around talent
management and succession
planning to maximise talent
deployment, development
and retention across the
organisation

Number of participants in leadership programmes
Measurable outcomes from leadership development
Impact of leadership development in local areas

Leadership statements in NHS staff survey

Reduced staff turnover

External reputation and recognition.

Financially sustainable
leadership offer which is
embedded across the
ICS/STP and maximises
economies of scale

Leadership offer develops
‘system leaders’

Developed population of
system leaders ready to fill
leadership roles

Talent Grids as an indicator
of the quality of
recruitment decisions

Board and leadership
composition is reflective of
our diverse multi-cultural
society
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Our Ambition:

Inclusive career development opportunities for all where our values are upheld.
Attracting top talent from around the world where diversity is promoted and
embraced.
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This includes:

= Embedding and strengthening the ‘Great People, Great Place, Great Western
Hospitals’ branding to become an employer of choice

Better co-ordination of international recruitment through framework
agencies

Using social media to develop stakeholder and candidate interest and
successfully market our brand message

Developing effective systems to deal with the end-to-end hiring process,
streamlining our recruitment to ensure time to hire efficiency and
encouraging specialism to maximise recruitment opportunities

A flexible and responsive recruitment process to meet the needs of
managers and candidates

Continually review our approach to welcoming new starters, utilising
technology to improve the employee experience.

CTn EE

>

* Develop a modern and = Use analytics to measure = Deliver a confident and
flexible structure to deliver service feedback to improve competitive offer reaching
an efficient and effective recruitment experience and and attracting passive
recruitment service that candidate engagement candidates across the world
sources top talent and «  Embed an inclusive »  Collaborative and
manages high volume employer brand that works integrated recruitment with
recruitment campaigns in partnership with the local regional partners
effectively community to encourage .

= Introduce the recruitment diverse recruitment * Candidates compete for
TRAC system _ N _ employment with the Trust

o ) ) = Build a positive brand image based on reputation and

* Optimise social media to that represents the Trust, its employer experience with a

connect with and attract people and its values positive talent pool of

candidates i
* Develop arange of candidates

volunteer roles which
attracts diversity from our

= Seek service feedback and
go above and beyond to
ensure the Trust has a

=  Employer of choice for local
communities offering

. . communit
strong reputation for being 4 positive networks to
a great place to work encourage diverse
* Develop a unique microsite application at all levels

clearly signposting
candidates to Trust
vacancies and promoting
our brand and employer
commitment

Measure:

Increased recruitment and retention all staff (substantive and temporary)
Successfully implementing recruitment tracking system with Key Performance Indicators

Improved time to hire metric
Increased and strengthened temporary worker pool, covering harder to fill areas
Reduction in reliance on agency staff.
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Our Ambition:

This includes:

understand and support your beliefs.
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Through an open-minded culture and practical policy of inclusiveness, we

= A working environment which is inclusive and values equality and diversity
at all levels and across all our services

Ensuring our recognition scheme gives thanks and recognises the invaluable
contribution from our hardworking staff and volunteers

Developing opportunities for innovation and ideas to be championed

Creating multiple channels for employees to have a voice, be heard and feel
empowered to speak up.

= Refresh the Equality,
Diversity and Inclusion
Programme

* Expand our Employee
Recognition Programme
enhancing our wellness
events, lifestyle and
resilience support and
improving staff relaxation
areas

= Refresh the Trust’s retention
plan to improve morale,
performance and
productivity

* Introduce Schwartz Rounds
to support staff resilience
through sharing feelings of
stress and isolation

* Improve our speaking up
culture and ensure learning
is embedded and promoted

* Develop strong partnership
working with our Union
colleagues

=  Apply for the 2020/21
Diversity and Inclusion
Partner Programme,
utilising the benefits and
building on best practice

= Develop and implement a
volunteer strategy which
supports our ambitions

Measure:

(e

Implement, review and
develop the Trust
engagement and
Organisational
Development programmes,
ensuring continuous
evaluation of impact

Deliver a flexible and
holistic health and well-
being strategy to support
our workforce

Embedded awareness of
equality, diversity and
human rights across the
Trust and confidence to
celebrate best practice

Provide an internal
mediation and coaching
service

Develop a culture of
fairness, openness and
learning, through Just and
Learning principles and
equipping managers

Flexible approach to enable
employees of all faiths and
beliefs to share ideas enable
change through positive
networks

Staff survey scores, especially Employee Engagement Index (EEI)

Measures of equality, diversity and inclusion

Feedback on welcome and exit interviews

Reduction in grievance cases and employment tribunals

Sickness absence rates and reason

Glassdoor and other sites rating of the Trust.

= >

Supported and adaptable
workforce with a range of
flexible workforce options

Inclusive culture at all levels
of the organisation setting
aspirational diversity targets
for appointments

Our staff survey
engagement score rates in
the top 20% of the south
west region
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Meeting the NHS Interim People Plan

In 2019 the NHS launched its first National People Strategy which acknowledges the scale of the
workforce challenges the NHS is facing. The NHS Interim People Plan sets out the long-term
strategy to recruit, retain and develop more staff to meet the growing demand for 21st century
care. The Trust’'s People Strategy translates the national vision into local ambitions and priorities
supported by detailed delivery plans.

We continue to listen and evolve the Trust Strategy in response to our changing environment
both locally and nationally which includes the launch of the final NHS People Plan.

piverse and Inclusjye Cury,
re

A new operating Making the NHS

model for workforce le s a great place to
¢ Peop trategy work

Great

Great
Workforce )
planning

Great People
Great Place
Great Great Western Hospitals

Opportunities Great
development

Addressing Delivering
our workforce 21st century

shortages Great
Leadership

Improving our
Leadership Culture

Outer Band - NHS Interim People Plan
Inner Band - Our Themes
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