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1.0 Introduction 

Director of Workforce and Organisational Development 

 

Our staff are our most important asset showing dedication and commitment every day in providing 

excellent care for all our patients. In order for Portsmouth Hospitals NHS Trust to be successful, 

our people need to be successful. We are ambitious for our future, delivering our services 

differently and transforming the way that we work. We recognise that an aspirational people and 

culture strategy is critical to the future success of the Trust .The organisational culture is a major 

influencing factor in delivering outstanding patient care with financial sustainability. 

There are challenging workforce pressures across the whole NHS and in order to address those 

pressures we need to transform the way in which we deliver our care. However equally important 

is how we support, engage and care for our staff. We want our staff to feel valued empowered and 

motivated within a culture where achievements are celebrated and rewarded. We want our staff to 

feel safe when they come to work and not be exposed to bullying or violence. When our staff are 

physically or verbally assaulted, we will support and care for them.  

We have ambitious plans for our future and I am confident we can deliver them through positive 

engagement, strong collective leadership and accountability and an inclusive culture that 

encourages and enables colleagues to be their best every day. 

 

Nicole Cornelius 
Director of Workforce and Organisational Development 
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2.0 Background and Purpose 

 

2.1 Background 

The Trust published its ‘Working Together’ strategy in 2018, which was developed through 

engagement with staff, patients and partner organisations.  Through a clear vision, set of strategic 

priorities and refreshed values, it places staff at the heart of what we do as they are central to the 

success of the organisation.  We recognise the contribution made by every member of staff and 

the important role they play, each and every day, in delivering safe, effective, high quality patient 

care, whilst role modelling our values.  

 
 
Due to national and local factors we have challenging workforce pressures resulting in high 

agency and locum spend and skills shortages.  Some services are already exploring new 

workforce models which will help to shape and influence our long term workforce planning 

incorporating the scaling up of new roles and models of care.  We will continue to work in 

partnership across health, academia and other sectors, to address the wider workforce 

challenges, creating greater opportunities for innovative, system wide working and collaboration. 
 
We will further build upon our positive reputation for providing excellent education, through our 

recruitment to apprenticeships, collaborative working and successful outcomes for overseas 

nurses achieving professional registration. We will look to leverage knowledge and resources 

through our partnerships with Health Education England, with our affiliations with our universities, 

educational institutes and other health and social care providers within our region. These 

partnerships will also enable our staff to be engaged in developing new and innovative roles and 

improve and maintain their own health and wellbeing. 
 

 
 
 
 
 
 
 
 



 
5 

2.2  Purpose 
 
The ‘Working Together to Invest in our People’ strategy aims to recognise the value brought to the 

Trust by our people and the link that exists between an engaged, happy workforce who feel valued 

and the quality and efficiency of the care they are able to provide. 
 
This strategy should be read in conjunction with the organisational strategy ‘Working Together’ as 
it reflects what staff said mattered to them during the consultation on its development.  It seeks to 

create the cultural conditions required for colleagues to feel truly engaged and a partner in its 

delivery.  It is recognised that not all staff provide direct patient care but that we all have a key role 

in the patient journey.  All staff should feel supported and valued in their development to ensure 

they are able to progress as far as possible in their careers. 
 
 

2.3 Supporting the Trust’s Strategic Aims 

Delivery of the Trust’s vision ‘Working together to drive excellence in care for our patients and 

communities’ requires a motivated and skilled workforce, who are engaged with the 

transformation agenda that is necessary for services to evolve and thrive.  Although this strategy 

places greater focus on one of our strategic aims, it will enable delivery against all. 

 

  

 

 

  

Key Objectives: 

1. Embed a culture that supports the achievement of our vision 

2. Adopt workforce models that reflect new models of care and service needs 

3. Support the development and capability of our people and value our staff  
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3.0 Where we are now 
 

3.1 Workforce Challenges 

Analysis by the King’s Fund, the Health Foundation and the Nuffield Trust suggests the health 
service could be short of more than 350,000 staff if it continues with current practices. The 
increasing difficulty of attracting, recruiting and retaining staff has been a key challenge for the 
Trust and reflects the national position.  Workforce expenditure remains high through extensive 
dependency on agency staff, resulting in breaches of the NHS Improvement agency ceiling and 
significant budget pressures.  This increasing reliance of agency staff can affect the optimum 
functionality of a team and the performance which follows. 

The challenges of attracting, recruiting and retaining staff has been a key feature of the issues 

faced this year for our workforce plan and will remain so for future years.  This is a national 

problem and has been acknowledged in the recently published NHS Long Term Plan which states 

that due to the length of time it takes to train nurses and doctors in the UK – between three and 

five years – it will have to launch a large-scale international recruitment drive to try and plug gaps 

in the short term.   

This problem is well recognised across our Sustainability and Transformation Partnership (STP) 

and a specific project to increase the nursing supply in Hampshire and the Isle of Wight is being 

led by the STP, with full support of all local Trusts.   

Our organisation continues to face the challenge of supporting our existing staff and emerging 

talent while building a workforce that is capable and flexible enough to meet the changing 

healthcare needs of the local population.  Recent policy developments are driving a range of 

changes including: 

• funding of the training for healthcare staff  
• how staff continue to learn and develop their careers  
• how staff are recruited and the sources of recruitment   
• modelling teams to meet emerging needs and demand 
• redesigning roles to help fill skills gaps.  

 
To deliver these challenges we need to continue to work effectively and collaboratively with local 

and national partners. We need to redesign and shape the workforce, develop new and existing 

roles to meet workforce constraints and current and future service needs while supporting our staff 

with the knowledge, skills and confidence to operate in a dynamic environment.  
 
A focus will be to enable long term workforce planning through incorporating new models of care 

and roles.  We will look for innovative solutions to pilot and where successful, the ability to scale 

and replicate.    
 
 
 
 



 
7 

Our frontline staff describe the same challenges, on a daily basis, as getting in the way of them 

being able to do their job effectively.  It is vitally important that we involve them in the development 

and delivery of our improvement plans and we will continue to engage with them to reflect on and 

adapt our workforce priorities. 

 

 
 

 
 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 

“Achieving the 

Strategy should 

help us to retain 

staff”  

Staff - engagement event 

This is what staff said was important in the 

development of this strategy…… 

“Engagement with 

staff doesn’t just 

mean talking to 

them but listening 

to what they think”  

Staff - engagement event 
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3.2 Workforce Profile 
 

 
 
As of the 1st November 2018, the Trust employed 7445 members of staff which make up 6559 

WTE. The Nursing & Midwifery Registered staff group is the largest group, making up 30.4% of the 

workforce. 

 
 
The highest numbers of staff work at Band 2 (21.2%) and Band 5 (21.8%) grades. When looking 

at the skill mix within the Trust, the ratio of clinical/senior staff to support staff (Bands 5+ vs. Bands 

1 – 4) is approximately 1.8 clinical/senior staff to every 1 support staff. The ratio of senior 

management (Bands 8a – 9) to other staff is 1 senior manager to every 18.75 members of staff. 
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30.7% of the workforce is over 55 years of age. As Nursing & Midwifery staff have the option to 

retire at 55, and all other staff groups have the option to retire at 60, this means that 23.4% of staff 

within the Trust will potentially be able to retire within the next 5 to 10 years, with a further 7.3% 

having the option to retire any time. This highlights the importance of effective succession and 

workforce planning.  

 
 

As of September 2018, the Trust had an average turnover rate of 13%, with approximately 70 FTE 

leavers per month, which compares positively within our region as measured by NHS 

Improvement (NHSI) Model Hospital data. The top 3 Care Groups with the highest turnover rates 

are Medicine CG, MSK/ Head & Neck CG and Urgent Care CG. High turnover is most prevalent in 

Band 5 Nursing & Midwifery staff (18.9%) and Band 5 Scientific, Technical & Therapeutic staff 

(18.5%). 
 
We know that there is a shortage of the skilled staff we need for the future. We therefore need to 

attract staff through modernising working practices and creating an employment offer which 

attracts the high quality skilled staff that we need. We will be ambitious and innovative in our 

approach to flexible working and the development of new roles to create a blended team that 

delivers the future workforce model that meets our service needs. We will continue with our 

international recruitment strategies to maintain safe staffing and significantly reduce our 

vacancies; we will also work with partners to deliver new models of care and maximise our 

apprentices across multiple roles.  In addition a clear focus will be placed on retaining our staff 

through enhanced reward, recognition, support and development and effective management and 

leadership. This will ensure all staff would recommend our hospital at the heart of our community, 

as a place to work and a place to receive care and treatment, making it a community based 

provider of care and employer of choice. 
 
Like many NHS organisations, we experience higher levels of unplanned absence than we would 

wish, with an absence rate of 3.7% for the 2017/18 financial year.  However this compares 

favourably against peers within our region as measured by NHSI Model Hospital data. Key 

reasons staff give for absence are mental wellbeing issues such as stress, depression and anxiety 

and physical issues due to musculoskeletal problems.  It is vital that we further develop and 

embed exemplary health and wellbeing practices, including supporting staff to make healthy 

choices and dealing with crises ensuring rapid intervention and embedding public health 

messages throughout. 
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In an interaction between a leader and their team, 
compassionate, inclusive leadership means: 
 

� attending – paying attention to staff; ‘listening with fascination’ 
 

� understanding – finding  a  shared understanding  of  the situation they face 
 

� empathising – felt relation with another’s feelings 
 

� helping – taking  intelligent  action to help 
Professor Michael West 

3.3 Key Drivers – National and Local  
 
Both national policy and local mandate will remain key drivers in helping to shape and deliver this 

strategy over the next 5 years.  Those most notable include: 
• NHS Long Term Plan 
• Sustainability Transformation Partnerships  
• The NHS Health and Care Workforce Strategy 
• Five Year Forward View 
• Developing People Improving Care National Framework 
• Equality Delivery System for the NHS - EDS2 

As future strategies, policies and mandates develop we will adapt and adopt the associated 

activity as part of this strategy. 

The Care Quality Commissions 8 key lines of enquiry contained within its well-led domain play a 

major role in driving effective leadership and governance structures across the whole organisation. 

Another critical driver is the national research; led by Professor Michael West, into developing 

compassionate inclusive leadership for cultures of safe, high quality, compassionate patient care.  

The evidence clearly describes the role of the leader and the link between higher levels of staff 

engagement leading to a better patient experience, improved clinical outcomes and organisational 

performance. 

This leading research in a healthcare setting has enabled us to start to identify the culture now and 

the culture we require in the future to be able to achieve our vision and strategic priorities.  The 

Board are working with a group of frontline staff, known as ‘change agents’ as part of a three year 

culture change programme.  This work will set out the priorities for improving staff experience. 

 

 

 

 

 

 

 

We already work together with a number of local and regional providers of health, mental health 

and social care services to respond to the increasing demand, complexity and changing care 

needs of the population we service.  Moving forward we will focus on development and movement 

of our workforce across our STP footprint and build on our important relationship with the Defence 

Medical Services, utilising the diverse skills available from the military personnel working within 

our organisation.  Advancing technologies to transform our systems will enable our staff to do their 

job more effectively and collaborate with colleagues and partners seamlessly.  
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Support and develop current and future staff; working 
together as one team for the benefit of our patients and   

the community 

4.0 Where we want to be 

 

4.1 Our Vision 

Listening and reflecting on the feedback from key stakeholders as part of the development of our 

‘Working Together’ strategy, our vision for this work is to: 

 

 

 

We will deliver this vision through a number of key objectives described below: 
  
Strategic 

Aim 
Objectives Key Outcome Key Measures of Success 

Invest in 
the 

capability 
of our 

people to 
deliver 
on our 
vision 

1.0  
Embed a 
culture that 
supports the 
achievement 
of our vision 

� Re-launch and embed values 
within the Trust 

� Deliver on our Culture Change 
Programme 

� Develop systems and processes 
that support and reward 
collaborative working within the 
Trust, and publicise innovation 
and success 

� Invest in the health and well-
being of our staff 

� Ensure staff have the freedom to 
speak up about issues that 
concern them 

� Our values are embedded for all 
staff from ‘entry to exit’ through 
recruitment, education and training 

� Actively sharping and influencing the 
workforce model across the STP 

� Our workforce are representative of 
the community we serve  

� Staff from a minority background 
report an improved experience at 
work as measured by the national 
staff survey 

� We are in the Top 20% across all 
themes as measured by the National 
Staff Survey, including the  staff 
friends and family test questions 

� Staff report feeling listened to and 
receive regular feedback 

� Turnover rate is reduced to 10%    
� Staff health and well-being has 

shown positive improvements 
� Absence rate reduced and better 

than average benchmark group 
2.0  
Adopt 
workforce 
models that 
reflect new 
models of 
care and 
service 
needs 

� Address workforce challenges, 
including recruitment and 
retention 

� Develop transformational 
workforce practices to support 
increased workforce supply and 
productivity 

� Foster a culture where 
achievements are celebrated 
and rewarded so we attract, 
retain, motivate and engage our 
workforce 

� Identify and develop our 
workforce model to reflect 
changing healthcare needs and 

� Current recruitment matches 
future modelled demand for 
workforce including expansion of 
current and development of new 
roles  

� Reduction in spend on agency staff 
� Workforce retention is increased with 

attractive reward packages in place 
� Successful and timely recruitment 

reducing vacancies 
� Robust workforce plans in place 

aligned to Trust and STP 
requirements    

� All staff are welcomed and receive a 
comprehensive induction   
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skills availability whilst working 
collaboratively with partners                

3.0 Support 
the 
development 
and 
capability of 
our people 

� Enhance the professional and 
personal development of our 
workforce through supportive 
initiatives 

� Collaborate with our partners to 
develop joint education, learning 
and development programmes 

� Enhance management and 
leadership capability 

� Identify and develop talent 
through effective education, 
training and development; 
supporting succession planning 

� Ensure all staff are clear about 
what is expected of them through 
meaningful objective setting as 
part of the appraisal process 

� Improved staff survey response in 
relation to education and training 

� Access for all staff to appropriate 
education, learning and development 
programmes 

� Robust talent management 
processes are in place to support 
succession planning 

� All managers and leaders are 
appropriately skilled and able to 
deliver their role 

� Improved rating of ‘Good’ against the 
CQC well-led domain as we move 
towards ‘Outstanding’ 

� All staff have an in date appraisal, 
set of objectives and personal 
development plan 

 

Delivering these will ensure that we have a culture which supports the organisation to achieve its 

strategic priorities; have outstanding leaders at every level; ensure a motivated and engaged 

workforce delivering better patient outcomes; have integrated workforce plans and models across 

the health and care system which are fit for the future. 
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4.2 Key Priorities 

Within each objective are a number of priorities including Workforce Transformation, Recruitment 

and Retention, Health and Well-Being, Equality, Diversity and Inclusion, Education, Training and 

Innovation, Engagement and Involvement and Management and Leadership development.  All 

objectives will have a focus of compassionate, collective leadership running throughout. A detailed 

5 year delivery plan is set out in appendix one. 

 

4.2.1 Outcome 1 – Embed a culture that supports the achievement of our vision 

Engagement 

The most successful organisations are those where staff feel engaged, empowered and valued. 

Kings Fund research shows that higher levels of staff engagement lead to better patient outcomes 

and organisational performance. 

Our staff are at the heart of everything we do. Listening to their ideas and suggestions is important 

to us so that we can improve how individuals and teams work together, whilst modelling our values 

and therefore improving services. 

Employee feedback has been gathered and analysed from various sources including the Staff 

Survey, Focus Groups and Staff Friends and Family Test. Whilst many key findings within the 

national staff survey are in the top 20% or above average, there is still more to be done on 

recurrent themes identified by staff for improvement. These include a perceived lack of 

communication in some areas, not feeling supported by management, inconsistent application of 

process and systems, lack of recognition, senior management not being visible in some areas and 

an absence of good quality appraisal conversations. 

Through our culture change work and Freedom to Speak Up Guardian, we will continue to develop 

our engagement framework not just as a series of one-offs but as an ongoing relationship with our 

staff. We see staff engagement as a constant process with closed feedback loops to staff so that 

they know what they have said has been listened to and acted upon, or if not acted upon they 

understand why. We will listen to staff experience as rigorously as we do our patients. 

Through the ‘Diagnostic’ phase of our culture change programme, our culture change agents have 

identified the shift in culture we want to create in order to successfully achieve our vision and 

strategic priorities.  This is based on their experience of talking to members of the Board, listening 

to staff, reviewing data and information and triangulating intelligence and stories.  A summary of 

our current and desired culture is outlined in the table below. 

Delivering this requires team work, at the heart of which is effective communication. We want to 

encourage leaders to take ownership for communication within their teams. In such a large 

organisation, where many staff are not computer based, face-to-face meetings are often the only 

chance to catch up, discuss the team’s effectiveness, ask questions and share ideas. We know 

that being able to make suggestions, share ideas and feel listened to is so important, as the best 

ideas come from people who understand the challenges and rewards of a job through personal 

experience. Leadership and management development programmes will also continue to support 



 
14 

leaders, managers, and teams to continue to build upon their existing communication and 

engagement mechanisms. 

 
What is the culture like now at PHT?  What culture do we need for our future 

success? 
Patients at the centre but what about our 

staff? 
Support our staff to look after our patients 

� Our staff are hardworking and want to do the 
best for our patients 

� Our staff are hardworking and are supported 
to do the best for our patients 

� Staff are more proud of their own team than 
the wider organisations 

� Staff feel proud and would recommend PHT 
as a place to work 

� Team working is important but too many silos 
and barriers 

� Highly effective team and inter-team working 

� Communication gets stuck at middle 
management level – not enough face to face 

� Face to face communication is our preferred 
way and everyone takes responsibility 

� Staff do not always feel valued or appreciated � We encourage, support, recognise and 
reward innovation at every level 

� We are not always respectful and kind to each 
other 

� We show compassion and kindness in all that 
we do  

� Decision making is not always transparent or 
inclusive 

� We expect and insist on transparency 

� Staff do not always feel trusted to do their job 
well 

� We trust each other to do the right thing and 
always seek to learn from our mistakes, 
seeing no value in blame 

� We tolerate variation, non-compliance and 
inconsistency 

� We are held to account for our actions and 
eliminate unnecessary variation in standards 

� Permission seeking stifles innovation � We take responsibility and action to address 
problems 

� Layered, over complicated and lengthy 
processes and systems  

� Staff have autonomy to act 

� Duplication, wasted effort, disjointed, multiple 
initiatives – causes confusion 

� Our processes and systems support our staff 
to do their jobs well 

� Hierarchy gets in the way 
 

� Equality and inclusivity is paramount 

� Staff do not feel listened to or receive any 
feedback 

� Staff are encouraged and supported to speak 
up and receive regular feedback 

� Senior leadership is not visible as staff would 
like 

� Our leaders are visible and accessible 

� Poor behaviour is tolerated and not always felt 
with effectively 

� We take action to address poor behaviour and 
performance  

� Staff are not always clear on their roles and 
responsibilities or those of others 

� All staff know what is expected of them and 
feel supported to be successful 

 
Health and Wellbeing 

Happy and engaged staff deliver the best care. We recognise that in today’s busy work 

environments, not least within the NHS, it can be all too easy to make poor choices in relation to 

health and wellbeing.  Time for exercise can be short and less healthy food choices can be more 

accessible. We currently take steps to enable our staff to make the best possible lifestyle choices 

when it comes to health and wellbeing. We seek to provide capacity for staff to make the healthiest 

choices possible, through the provision of an onsite Health and Well-Being Centre. Access is 

provided to gym and swimming facilities, accessible healthy food choices, nudge interventions, a 

vigorous flu vaccination campaign, access to employee support programmes including smoking 

cessation and mindfulness training amongst other interventions.  

In addition to this, we also acknowledge, particularly in the context of an ageing workforce, the 

importance of supporting staff to continue to work at times of ill health, whether that arises out of a 
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chronic and long term condition or from an acute episode of ill health. We have reconfigured our 

Occupational Health and Wellbeing services to provide a range of services including specialist 

advice in relation to emotional/mental health and musculoskeletal issues, rapid access to 

treatment of such conditions and an employee assistance programme including crisis support for 

staff as necessary. We actively support managers to make reasonable adjustments where service 

needs allow to enable staff to work longer ensuring effective retention of their knowledge, skills 

and experience. 

Equality, Diversity and Inclusion 

We recognise that only by valuing diversity and ensuring all staff have a voice within the 

organisation will we truly drive innovation and eliminate discrimination. To achieve this we must 

create the cultural conditions that actively encourage our workforce to seek out and value views 

that differ from their own. 

We have taken the opportunity to align the delivery of this agenda around the recently 

implemented Divisional Structure through a refresh of the Equality, Diversity and Inclusion (EDI) 

group whose focus is based around the nationally recognised Equality Delivery System 2 and the 

contractual requirements set out in the Workforce Race Equality Standard. 

This refreshed delivery structure is currently establishing a base line position and collectively 

developing the improvement plan and associated actions to ensure that inclusion cuts through all 

that we do.   

As priorities for inclusion we have established a number of networks for BAME, LGBT+ and 

Disabled staff in particular, to further inform our understanding of their experience in the workplace 

and in working with them, design some positive interventions for improvement.  We will continue, 

through the EDI group, to develop our understanding of the experiences of under-represented 

groups, developing further actions over the life of this strategy. 

 

  

 

 

 

 

 

 

 

 

What will this mean for: 
 
 
 

Staff? 

• Our staff are treated and treat each 

other with respect and kindness 

• Our staff know what support is 

available to them and feel able to ask 

for it 

Patients? 

• Our patients are always treated with 

compassion and dignity 
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4.2.2 Outcome 2 – Adopt workforce models that reflect new models of care and 

service needs 

Workforce Transformation 

Patient care across the NHS is changing with an emphasis on ensuring that care is shifted closer 

to home.  It is envisaged that care will become more integrated, sped up by technology with 

patients becoming more informed and empowered. This will result in our workforce needing to 

develop new skills and competencies to work in a very different way. 

We will take a leading role to work as part of the wider system to ensure that our workforce is 

aligned to these new models of care and system working across organisational boundaries. This 

aspect of our work hinges critically on clear workforce plans, taking account of the future context of 

healthcare delivery within and across Hampshire and the Isle of Wight and which align to our 

quality and financial plans. 

Our challenge is to embed sophisticated workforce modelling and planning which is clinically led 

and addresses both short and long term workforce issues. Over the next two years we shall need 

to create a flexible workforce model and establish clear career pathways to support internal career 

development. 

We will create a Workforce Plan with a clear establishment that is understood by all.  To deliver 

this, a number of supporting actions will be required: 

• An attraction strategy to enable us to compete with other healthcare providers 
• Development of a clear staff benefits package 
• Development of further retention initiatives 
• Continuation and development of apprenticeships and new roles 
• Delivery of the culture and leadership programme, to improve levels of staff satisfaction 

 
Workforce optimisation features as a key work stream both within the Trust and across the STP 

footprint.  This includes ensuring support for the effective and efficient management of our staff to 

best deliver high quality care for our patients.  Much of the work identified to deliver workforce 

optimisation includes the widespread challenges of reducing agency expenditure, improving 

attendance and ensuring processes are as efficient as possible.  We recognise that traditional 

solutions to these challenges are unlikely to deliver the step change required and only through 

innovative and system wide transformation will we succeed. In view of this we are fully engaged 

with partners across the healthcare system collaborating on this agenda. 

The Trust is committed to developing alternative roles; it has already started on this journey with 

the introduction of Nursing Associate roles who are now employed as part of our substantive 

workforce. We also employ Advanced Critical Care Practitioners, Advanced Care Practitioners and 

Clinician Assistants.  The Trust has heavily invested in apprentices and we are now moving into 

degree apprenticeships for professional qualified staff, however, the first 40 nursing degree 

apprenticeships will not deliver before 2023.   

We recognise that we need to further develop these new roles and have nurses and allied health 

professionals enrolled on Masters level education to undertake different advanced roles 

addressing service needs, specifically the shortfall in medical staffing. 
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Supporting the delivery of high quality care through continually developing and growing our own 

staff is a requisite to achieving the new roles that are already recognised both nationally and 

locally as the sustainable future of the NHS workforce.  These exciting new roles will make 

Portsmouth an employer of choice. 

Our values emphasise the importance of developing our people and we expect all staff to promote 

a positive learning culture so that students and trainees receive an excellent experience during 

their placements within the Trust. 

Recruitment and Retention 

Many of the operational challenges we face across the NHS stem from a mismatch in the supply 

of, and demand for, high quality individuals required to deliver the best care to our patients.  

Through this strategy, we will seek to address the drivers for turnover so that we minimise 

vacancies and reliance on temporary staff. Whilst developing an excellent employer brand we 

would expect to attract and retain the best people in the NHS to deliver the best possible care. 

Adopting innovative approaches for ‘hard to fill’ posts we will further develop our reputation as an 

employer of choice, working in partnership with organisations to support the wider system in the 

delivery of care. This approach to resourcing will enable us, not only to support resilience and 

decrease reliance on temporary staff within the local health and care community, but also to 

provide attractive roles for our staff and prospective applicants alike.  We will develop initiatives to 

promote and provide access to roles for our local communities. 

The Trust has traditionally managed to recruit using NHS Jobs, Social Media and through existing 

links with colleges and Universities which have all been successful.  This has always been 

supplemented, for both medical and nursing staff, by overseas recruitment.  During 2017/18 

turnover, particularly of nursing staff, increased significantly and these traditional methods have 

been less successful. 

To achieve suitable staffing will require significant investment in both the overseas and UK 

recruitment budgets.  This has been and will be costly for the Trust but will need to continue to 

feature for a number of years to maintain numbers to deliver patient safety.  Savings will be made 

by offsetting the usage of high cost agencies and the controls put in place to ensure that the 

establishment is maintained appropriately. 

In developing and implementing attractive roles we will use the expertise already gained through 

the implementation of new ways of working.  This coupled with international recruitment, attractive 

reward and recognition processes and our close partnerships with educational institutions 

positions us to be able to attract the best talent. 

 

 

 

 

 

What will this mean for: 

 

 

 

Staff? 

• Our staff experience team work, 

collaboration and are recognised for 

their contributions 

• Our staff are encouraged and 

supported to develop new skills 

Patients? 

• Our patients receive the right care from 

the best people who are skilled and 

experienced and who  demonstrate our 

values in all that they do 
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4.2.3 Outcome 3 – Support the development and capability of our people and value 

our staff 

Compassionate, collective leadership 

It is recognised that excellent leadership at all levels will be key to the delivery of our 

organisational vision and associated priorities. 

Research shows that the most powerful factor influencing culture is leadership.  To develop a 

culture that enables and sustains continuously improving, safe, high quality and compassionate 

care, we need to adopt the principle of ‘collective leadership’, which empowers staff at all levels, 

as individuals and in teams, to take action to improve care within the organisation and across the 

health and care system. 

This means expanding boundaries and working, developing and learning together, rather than 

implementing effective leadership within organisational silos. We will do this by aligning education, 

development and innovation, to encourage and enable our staff to adopt innovative approaches to 

their work.  In order for our teams to be effective they will need a shared set of objectives, have to 

work together to successfully deliver them and take time out to reflect and learn. 

Prioritising the development of our current and future leaders through effective talent management 

processes and focussing on empowering collective leadership, will ensure that staff feel valued, 

supported and engaged in fulfilling the organisation’s values, behaviours and strategy.  However, 

for a sustained positive impact on organisational culture, collective leadership needs to be 

implemented strategically with greater emphasis placed on the importance of appraisals in the 

successful delivery of performance, quality and finance.  It is not simply the number or quality of 

individual leaders that determine organisational performance, but the ability of leaders at every 

level to pull together in support of the goals and ambitions.   

Innovation in Education 

There are established and evidenced links between patient outcomes and whether organisations 

have the right people, with the right skills, in the right place at the right time.  

The challenge is to provide educational and professional employment opportunities for young 

people. Our recruitment and retention efforts will need to focus on attracting young people to 

careers in healthcare. Increasing opportunities for apprenticeships both in clinical and non-clinical 

areas and improving links with schools, colleges and Job Centre Plus. This will assist in 

addressing the issues of our ageing workforce, as well as ensuring sufficient workforce supply to 

meet the predicted increase in demand for services. 

We will continue to work closely with our higher education partners, which include the Universities 

of Portsmouth and Southampton, developing strategic links to support our ambition to achieve 

university hospital status. We will create an education offer that meets the needs of our current 

and future workforce, and provides opportunities for career progression from apprentice to 

qualified healthcare practitioner. 

A clear focus will be given on strengthening the capability of the workforce and identifying clear 

roles and responsibilities which challenge traditional ways of working across all professions and 

health and social care boundaries through the introduction of integrated working over 7 days. 
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Training and development to enable competencies to be met together with clear career pathways 

to support talent management, succession planning and more flexible working conditions will be 

key to recruitment and retention. 

We want to be ambitious in the creation of new and exciting medical and clinical roles to attract the 

very best talent to Portsmouth. The Hampshire and Isle of Wight Sustainable Transformation 

Partnership will be fundamental to our success and will inform our future workforce modelling. We 

want to work collaboratively within the local health and care economy to create ambitious and 

attractive roles to create a sustainable workforce. 

We recognise that innovation is not only about an innovative approach to education and 

addressing the mismatch between workforce supply and demand.  Through education and 

leadership we will enable and encourage staff to innovate in their practice as they seek to deliver 

more effective and efficient care to our patients.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

What will this mean for: 

 

 

 

Staff? 

• Our staff have access to training and 

development so that we develop 

talent and build a sustainable 

workforce 

• Our staff experience consistent 

management and leadership  

Patients? 

• Our patients receive an efficient and 

safe service from staff who listen to 

feedback, learn from mistakes and are 

looking to improve 
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5.0  Strategy Ownership and Governance 

The owner and lead responsible for delivering the ‘Working Together to Invest in our People’ 

Strategy and supporting plans is the Executive Director of Workforce and Organisational 

Development, who will ensure it is implemented across the organisation. 

The Workforce and Organisational Development sub-committee of the Trust Board will maintain 

governance oversight and scrutiny to its delivery. 

Divisional and Corporate leadership teams will contribute to the success of this strategy through 

local delivery plans and implementation of the associated key work streams. 

Every member of staff should come to work with a clear understanding of what is expected of 

them, receive feedback on how well they are doing against those expectations and feel supported 

to be able to successfully achieve them.  Living our values in every aspect of our roles, especially 

when short of time, under pressure or busy, is vitally important to ensuring safe, high quality 

effective care for our patients. 
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Work commenced in 
2018/19

2019/20 2020/21 2021/22 2022/23

Undertake a 
‘Diagnostic’ to 
establish what the 
current culture and 
leadership capability is 
and what needs to 
improve

Design interventions 
resulting from the 
Diagnostic to 
improve culture and 
leadership  

Repeat the  
‘Diagnostic’ to 
establish what the 
current culture and 
leadership capability 
is, what has improved 
and what needs to 
improve

Establish a group of 
networks for minority 
staff to ensure their 
voice is listened to, 
heard and appropriate 
actions are taken to 
improve how they 
report their experience 
in the workplace

Review how we 
recruit staff to ensure 
it is values based and 
in line with best 
practice

All staff are recruited 
based on our values 
and receive a values 
based appraisal.
Play an active role in 
the STP.
Our workforce are 
representative of the 
community we serve. 
Develop initiatives to 
realise the potential of 
our local community.                                                          
Staff from a minority 
background report an 
improved experience 
at work as measured 
by the National Staff 
Survey.
We are in the top 
20% across all 
themes as measured 
by the National Staff 
Survey, including the  
staff friends and 
family test questions.
Staff report feeling 
listened to and 
receive regular 
feedback.                                                                                                                                                                                     
Recognition by the 
Health Service 
Journal as being in 
the ‘top 100 great 
places to work’.                                                                                                                                                                                                                          

Turnover rate is 
reduced to 10%.                                                                                                                                                                                                                                                 

Health and Well-being 
CQUIN is  delivered

Re-launch and 
embed our values 
within the Trust 

Deliver our Culture 
Change Programme

Develop systems 
and processes that 
support and reward 
collaborative working 
within the Trust, and 
publicise existing 
innovation and 
success
                                                                                                                                                                                                                                                                
Invest in the well-
being of our staff                                                                                                                                                                                                                                              
Ensure staff have the 
freedom to speak up 
about issues that 
concern them

Strategic 
Objective: 

We will invest in the 
capability of our 
people to deliver on 
our vision

Objective 1:

Embed a culture that 
supports the 
achievement of our 
vision

ANNUAL OBJECTIVES

Workforce and Organisational Development Strategy:  Annual Objectives

Strategic 
Objective

Supporting 
Framework

Critical Success 
Factors

Deliver and embed supportive interventions 
to improve culture and leadership

Establish and deliver clear actions to address any areas for improvement resulting from the annual National Staff 
Survey, monitoring via the quarterly staff friends and family test questions

Equality, diversity and inclusion standards are achieved with a 
measurable improvement on staff experience data

Review and invest in more inclusive reward and recognition schemes which focus on 
collaboration, team working and well-being of staff

Improve the quality of appraisal conversations through making them values based and 
focussed on identifying and developing talent

Implement a 3 year culture change programme, adopting an 
evidence based national toolkit to create compassionate collective 
leadership for cultures of high quality patient care

Design and deliver further staff health and 
well-being interventions focussed on 
prevention as well as  intervention, including 
health awareness programmes 

Work in collaboration with the Freedom to 
Speak Up Guardian and other key 
stakeholder to implement a structured 
approach to embed learning from issues 
raised by people who speak up  

Empower our workforce to speak up and challenge inappropriate behaviours through 
adopting a behaviours framework and training 

Appendix One 
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Work commenced in 
2018/19 2019/20 2020/21 2021/22 2022/23

Engage with the local, regional, national and 
international employment markets through a 
variety of innovative media and events and a 
combination of targeted and generic 
campaigns

Exit interviews are completed and routinely reviewed to understand why staff leave and respond to any arising 
themes

Maximise opportunities for  recruitment 
including youth, apprenticeships, hard to 
reach and under-represented groups 

Address workforce 
challenges, including
recruitment and 
retention

Develop 
transformational 
workforce practices 
to support increased 
workforce supply and 
productivity

Foster a culture 
where achievements 
are celebrated
and rewarded so we 
attract, retain, 
motivate and
engage our 
workforce

Identify and develop 
our workforce model 
to reflect changing 
healthcare needs and 
skills availability 
whilst working 
collaboratively with 
partners                               

Strategic     
Objective: 

We will invest in the 
capability of our 
people to deliver on 
our vision

Objective 2:

Adopt workforce 
models that reflect 
new models of care 
and service needs

Current recruitment 
matches
future modelled 
demand for
workforce including 
expansion of current 
and development of 
new roles 

Reduction in spend 
on agency staff

Workforce retention 
is increased with 
attractive reward 
packages in place

Successful and 
timely recruitment 
reducing vacancies

Robust workforce 
plans in place aligned 
to Trust and STP 
requirements                         

All staff are 
welcomed and 
receive a 
comprehensive 
induction  

Critical Success 
Factors

Ensure our recruitment process is efficient 
and effective supporting internal career 
development and flexibility

ANNUAL OBJECTIVES

Ensure all managers take responsibility for 
inducting all staff into their teams and work 
areas
Review corporate induction to ensure it is fit for purpose and meets organisational needs

Establish career pathways to identify progression, development, training and education 
needs for all staff

Work collaboratively with partner organisations to integrate our services, workforce and 
systems

Annual workforce planning completed by services with support from the central workforce team to include future 
education needs and new role design

Implement a new rostering system to enable a full benefits realisation with the information 
used to inform the efficient planning of our valuable resource

Regularly benchmark and review our benefits and reward package to ensure we are 
competitive within recruiting markets
Review temporary staffing arrangements to ensure they are in line with national direction 
and local needs to ensure robust governance and value for money

Workforce and Organisational Development Strategy:  Annual Objectives

Strategic 
Objective

Supporting 
Framework
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Work commenced in 
2018/19 2019/20 2020/21 2021/22 2022/23

Joint procurement of 
apprenticeships for 
hard to recruit 
professions to enable 
financially viable 
programmes for HEIs

Develop a joint 
accessible platform 
for staff to access 
and book training 
across organisations 
in health and care

Review the appraisal process to ensure it is values and behaviours 
based whilst centred on driving improvements in delivering the 
performance, quality and financial priorities

Workforce and Organisational Development Strategy:  Annual Objectives

Strategic 
Objective

Supporting 
Framework

Critical Success 
Factors

ANNUAL OBJECTIVES

Develop coaching and mentoring capacity

Agree and implement 
a  behaviours 
competency 
framework for 
leaders

Working with partners, implement a system wide talent deployment 
process to support workforce planning 

Invest in our management and leadership development offer to ensure it supports the 
delivery of our strategy, addresses any skills gaps and identifies a talent pipeline of internal 
successors including medical leaders

Work in partnership with Colleges and Universities to create pathways into NHS careers and the delivery of 
education for the workforce

Increased staff 
survey response in
relationg to education 
and training

Access for all staff to 
appropriate 
education,
learning and 
development
programmes

Robust talent 
management 
processes are in 
place to support 
succession planning

All managers and 
leaders are 
appropriately skilled 
and able to deliver 
their role

Improved rating of 
'Good' against the 
CQC well-led domain 
as we move towards 
'Outstanding'

All staff have an in 
date appraisal, set of 
objectives and 
personal 
development plan

Enhance the 
professional and 
personal 
development
of our workforce 
through supportive 
initiatives

Collaborate with our 
partners to develop 
joint
education, learning 
and development 
programmes

Enhance 
management and 
leadership capability

Identify and develop 
talent through 
effective education, 
training and 
development; 
supporting
succession planning 
                                                                                                                                                                                                                                                                
Ensure all staff are 
clear about what is 
expected of them 
through meaningful 
objective setting as 
part of the appraisal 
process

Strategic 
Objective: 

We will invest in the 
capability of our 
people to deliver on 
our vision

Objective 3:

Support the 
development and 
capability of our 
people and value our 
staff

Working with partners across heath and care 
within HIOW to develop a joint working and 
shared education ethos

Joint investment in infrastructure or procurement to deliver blended 
learning across different electronic platforms 

Create processes to share placements for  
preregistration courses e.g. training needs 
analysis and degree apprenticeships leading 
to professional qualifications 

Provide requisite education and training to enable the expansion of existing roles and  development of new roles 

Maximise use of  apprenticeships to achieve full use of the levy

Support recruitment with induction and education programmes alongside pastoral support to enable new 
registrants in hard to recruit professions to enter the workforce and progress


