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INTRODUCTION 
 
The Trust’s People Strategy identifies the workforce priorities required to support delivery of the Trust’s strategic ambitions, vision 
and objectives whilst demonstrating our values in all that we do.  We are grateful to the efforts of all our staff in achieving our 
ambitions, whether they work on a ward, in support services or a specialist area.  A number of delivery plans have been developed to 
ensure delivery of the strategic ambitions within the People Strategy – these delivery and improvement plans will be monitored at the 
Workforce, Education and Well-being Committee (the Executive Committee).  Key Performance Indicators (KPIs) have been identified 
in relation to the People Strategy which will be monitored at the Workforce, Education and Research Committee (the Board 
Committee); with exception reporting to the Board of Directors. 
 

Our ambition is to be an employer of choice, with a compassionate supportive culture that is attractive to future staff and enables our existing 
staff to deliver the highest standard of care whilst they are supported with continued development.  We will identify talent to succession plan for 
the future, whilst creating a flexible workforce adaptable to the ever-changing environment and maintain financial stability; to work across Norfolk 
and Waveney with our health and social care partners, as part of the Sustainability & Transformation Partnership (STP), to maximise recruitment, 
retention and development of innovative new roles. 

 
Our staff are our greatest asset and this strategy describes the support and opportunities available. As an organisation we want to improve 
patient experience by ensuring staff are appropriately trained, equipped, supported and can perform at their optimum level improving efficiency 
and productivity.  This is managed within robust performance management processes to provide assurance that all staff understand how they 
perform in their role.   
 
The Trust also has full representation with the Local Workforce Actions Board (LWAB - STP programme) and the relevant committees and 
working groups.  The National Heath and Care Workforce Strategy, has been shared across the LWAB region and is supportive of the six 
principles. 
 
This strategy document is set out in five chapters describing our current position; where we are aiming to be and plans of how we will get there.  
Each ambition is underpinned by the Organisational Development plan which describes our ‘Journey to Outstanding’. This is represented 
pictorially overleaf in the People Strategy Overview. 
 
 
 

 
 

OUR VISION 

To build a fully engaged, flexible and inclusive workforce that lives the Trust values and behaviours, with the skills 

and capabilities necessary to provide excellent patient care and outcomes for our local and regional community 
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Trust Strategic Ambitions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER 1: CULTURE OF CARE - Develop a compassionate culture that allows our staff to deliver the best possible level of safe and effective care for our  
CHAPTER 1: Culture of Care 

Delivery Plans: Progress monitored by Workforce, Education and Wellbeing Committee (Executive Committee) 

 

 

 

 

 

 

 
 

ORGANISATIONAL DEVELOPMENT PLAN:           JOURNEY TO OUTSTANDING 

 

 

Deliver the best possible level of safe and 

effective care 

Provide education, support and 
development to our staff to deliver 
excellence in practice and be the 

employer of choice 
 

Effectively manage our financial 

resources, our estate and our 

infrastructure to ensure we are 

sustainable 

Actively participate in innovation, 

research and partnerships to 

transform our services 

PEOPLE STRATEGY OVERVIEW 

People Strategy Ambitions: Progress monitored via KPIs by Workforce, Education and Research Committee (Board Committee) 

 

CULTURE OF CARE:

Develop a compassionate culture 
that allows our staff to deliver the 

best possible level of safe and 
effective care for our patients

WORKFORCE PLANNING:

To effectively manage our resouces 
with highly developed workforce 

plans including succession planning

STAFF ENGAGEMENT:

To actively engage with all staff in a 
fully inclusive way to enhance job 

satisfaction and hence productivity 
and efficiency

HEALTH AND WELL-BEING:

To provide an environment that 
pro-actively supports people to 

remain healthy at work.

WORKFORCE INFORMATION & 
SYSTEMS:

To develop the use of technology 
to provide workforce information 

to aid workforce planning; 
recruitment; retention and health 

& well-being of staff.

 

Staff Survey 2017 Action 
Plan

Dignity at Work Action 
Plan

Equality, Diversity and 
Inclusivity Improvement 

Plan

'Developing Workforce 
Safeguards' 

Implementation Plan

Employee Engagement 
Plan (including Appraisals; 
training and development; 

talent mapping)

Recruitment Plans 

(tailored to staff groups 
and hard to recurit areas)

Retention Plan 

(including 'Grow Our Own' 
and Health and Well-Being 

initiatives)

Workforce Information 
and Systems Improvement 

Plan

(including TRAC, Workforce 
Dashboard)
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Chapter 1: Develop a compassionate culture that allows our staff to deliver the best possible level of safe and effective care for our patients 
 

 
  

2017 Staff Survey  
 

 Staff Engagement score = 3.83 

 71% would recommend the Trust as 
a place to work; a score of 3.9 out of 
5 look forward to coming to work 
and are enthusiastic about their role. 

 27% report bullying and harassment 
in the work place 

 14% experience discrimination in the 
workplace 

 77% staff saying they had received 
an appraisal 

 
 

 
 
 

FTSU  
Zero contacts with FTSUG in 2017/18 

 

Action plans 
 Staff survey  

 Dignity at work  

 Diversity and inclusion  

 FTSU review and plan  
 

Action 
 Focus staff on the constructive 

conversation for meaningful 
appraisal. 

 Utilise the BMA report and “end 
the silence” 

 Implement the OD Plan  

 Introduce temperature check 
surveys following staff survey as a 
rolling programme 

 
 
FTSU 
Undertake full review of effectiveness 
of the current offering. 

KPIs 
Staff engagement score (national survey) 
 
Percentage of people who would 
recommend the Trust as a place to work 
(Staff FFT and national survey) 
 
Experienced bullying, harassment and 
discrimination (national survey) 
 
Workforce KPIs/targets: 
Appraisal 80% (internal aspiration of 90%) 
Mandatory training 90% 
Sickness absence – trajectory to 3.5% 
Staff attrition rates – 9% 

 
 
 
FTSU 

Workforce improvement 
programme with year on year 
improvements. 

 
By year three be in the top quartile 
of Trusts for: 
 
Staff engagement 
Low incidences of bullying, 
harassment and discrimination 
High number of those who would 
recommend the  Trust as a place to 
work 
Staff receiving an appraisal 
Mandatory training compliance 
 
 
 
FTSU 
Evidence that staff say they trust the 
system. 

Baseline Actions OutcomesMeasure
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Number of contacts via FTSUG service.  
Staff awareness of routes to raise 
concerns.  

Culture of Care: Key Performance Indicators 

Staff Survey: Engagement Score; % recommending as a place to work; experienced bullying and harassment; Staff awareness of routes to raise concerns. 
Temperature Checks on key survey questions. 

Workforce targets: 
Appraisal 80% (local aspiration of 90%) 
Mandatory training 90% 
Sickness absence – trajectory to 3.5% 
Staff attrition rates – 9% 

FTSU: 

Number of contacts via FTSUG service; how these are raised; how many are anonymous vs how many people are happy to be open. 
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CHAPTER 2: Workforce Planning - To effectively manage our resources with highly developed workforce plans including succession planning 

 

Workforce planning 
Basic planning is undertaken looking 
at numbers and past capacity and 
demand 
 
Working differently 
New roles have been embraced to  
ensure there are sufficient levels of 
skills and experience within the 
Trust, including 
 

 Physicians associates 

 Nursing associates 

 Associate practitioners 
 
All with varying degrees of success 
and there are still high levels of 
vacancies within clinical staff 
groups. 

 
  
Service Development 

Identify resource to develop a 
robust process for workforce 
planning 
 
Implement the “Developing 
workforce safeguards” 
methodologies and tools. 
 
Conduct research on future 
demographics in the locality. 
 
Review age profile of the Trust and 
identify specific areas that may be 
at risk of retirees. 
 
Gain information from universities 
on people studying to work in the 
medical profession. 
 
Develop bespoke, detailed 
workforce plans for all professional 
groups within the Trust. 
 

A robust process to be agreed and 
implemented 
 
Reduction in vacancy rates as set for 
each professional group by 0.5% 
year on year. 
 
Reduction in attrition rates to 
lowest quartile in model hospital. 
 
New ways of working embedded 
within the Trust. 
 
Apprenticeship levy fully utilised. 
 
Number of successful apprentices 
that have been appointed to 
specific vacancies. 
 
 

A fully developed workforce plan 
that is reviewed at least annually 
that anticipates and delivers 
according to demand. 
 
Reduction in vacancy rates that 
leads to better patient outcomes. 
 
Improved attrition rates to maintain 
lowest quartile in model hospital. 
 
Reduction in sickness absence to 
achieve 3.5% by year 3. 
 
Improvement in time to hire. 
 
 

Baseline Action Measure Outcome
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Acute services review will involve 
consultation and may have TUPE 
implications 
 
The capability and capacity of the 
workforce team to support service 
development 
 
STP work developing roles within 
the STP region 

Remain engaged with the STP LWAB 
in relation to recruitment and 
retention. 
 
Be fully involved with the flexible 
workforce model including 
rotational posts. 
 
Continue with new roles to support 
clinical areas. 
 
Grow our own with nursing 
sponsorships and making full use of 
the apprenticeship levy. 

  

 

WORKFORCE PLANNING: Key Performance Indicators 

Apprenticeships – how many, where and what level; use of Levy 

Work experience – how many have chosen a health career; how many have returned to become employees or apprentices 

Clinical attachments and other unpaid work experience – successful? 

New roles – what, how many, evaluation. 

Vacancy rates 

Attrition rates 
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CHAPTER 3: Staff Engagement - To actively engage with all staff in a fully inclusive way to enhance job satisfaction and hence productivity 
and efficiency 

 

Staff survey 
Engagement score  3.83 
 
Vacancy rates 
Nursing 4% 
Midwifery 8.5% 
Medical staffing 12% 
AHPs 9% 
Other Corporate  11% 
Trust 9% 
 
Attrition rates 
Nursing and midwifery 10.5% 
Medical Staffing  14% 
AHPs 10% 
Other Corporate 10% 
 
Agency usage 
Nursing/midwifery £220k 
Medical Staffing £380k 
Other £70k 

Deliver the actions within: 
Engagement plan  
Health and wellbeing  
Diversity and inclusion  
 
Retention 
Be fully engaged with STP partners to 
ensure a regional solution for 
temporary staffing focussing on specific 
staff groups and specialties. 
 
Equality 
Monitor employee relations matters; 
recruitment; promotion and training 
opportunities using the 9 protected 
characteristics.   

Vacancy rates 
Reduce overall vacancy rates by 
0.5% year on year 
 
Attrition rates 
Reduce staff turnover rate to lowest 
quartile in model hospital 
 
Agency 
Reduce agency usage by 0.5% year 
on year. 
 
Staff survey 
Increase in people responding to 
above national average 
Increase in staff engagement score 
to above national average 
 
 
 

Higher productivity as fewer 
vacancies 
 
More engaged workforce as fewer 
staff are leaving 
 
Better patient care as fewer agency 
staff being used. 
 
No significant differences with the 
monitoring data of the protected 
characteristics 
 
 

 

Baseline Actions Measure Outcomes
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STAFF ENGAGEMENT: Key Performance indicators 

Vacancy rates per professional group 

Attrition rates 9% 

Engagement score in staff survey; recommendation as a place to work; increase in responses to staff survey 

Exit interview themes 

Develop action plans from the WRES and WDES regulatory returns 

Develop action plans to improve equality as identified by reporting on protected characteristics via employee relations cases; recruitment; promotion and 
training 
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Chapter 4: Health and Wellbeing - To provide an environment that pro-actively supports people to remain healthy at work and work/life 
balance 

 
Measure 

Staff survey 
Engagement score  3.83 
 
Sickness absence rates 
Currently 4.84% 
Mental health conditions  account 
for 27% of absence 
 
 
 
 

Deliver the actions within: 
Health and wellbeing action plan 
Engagement action plan 
Dignity at work action plan 
Diversity and inclusion action plan 
 
Sickness absence 
Review the current approach to 
supportive attendance 
Review Occupational Health 
interventions 

Staff survey 
Engagement rates  
Bullying and harassment rates 
 
Sickness absence rates 
Improvement year on year to reach 
target of 3.5% by year 3. 
To reduce staff absence due to 
mental health conditions to 20% by 
year 3. 
 
 
 

Higher productivity as fewer 
vacancies 
 
Healthier workforce as fewer staff 
are not at work due to illness 
 
Staff are more engaged and this 
leads to improved patient care and 
fewer complaints. 
 
No significant differences with the 
monitoring data of the protected 
characteristics 
 
 

 
 

Baseline Action Measure Outcome
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Health and Wellbeing: Key performance indicators 

Sickness absence rate by staff group 

Reasons for sickness absence by staff group – Stress; MSK; using OH metrics  

Investigation KPIs  
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CHAPTER 5: Workforce Information and Systems - To develop the use of technology to provide workforce information to aid workforce planning; 
recruitment; retention and health & well-being of staff. 
 

 

 

KPIs  
Workforce targets and KPIs have not 
been achieved over the past three 
years. 
 
Technology 

 ESR not being fully utilised 

 Still highly reliant on paper-
based systems 

 Data being held in more 
than one place leading to 
mistrust of data 

 Introducing new technology 
and not joining up the 
systems 

 Plans for full 
implementation of health 
roster and e-job plan 

 Recently implemented TRAC 
 

 

Technology 
Focus on full implementation of 
health roster and e-job plan. 
Realise the benefits from TRAC and 
set out an efficient timeline. 
Map out an end to end process 
utilising the electronic systems in 
place 
Implement ESR self-service 
Agree one source of information 
Move to paperless for workforce 
systems. 
 
KPIs 
Review and develop relevant 
achievable workforce targets and 
KPIs 
 
Structure 
Embed the workforce information 
team into a Trust information hub  

Implementation 
Health roster fully rolled out by June 
2019 
e-job plan fully rolled out by March 
2019 
ESR self-service roll out by 
December 2019 
 
KPIs 
Revised KPIs agreed and 
dependencies identified 
 
Structure 
Workforce information team 
transferred into Trust information 
hub 

Reduction in errors as one source of 
data 
 
Reduction in paper usage 
 
Faster, more efficient processes 
that are transparent. 
 
Able to identify potential issues 
early and agree interventions. 
 
Back up for workforce information – 
not solely reliant on a few members 
of staff. 
 
 

Baseline Action Measure Outcome
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WORKFORCE INFORMATION & SYSTEMS: Key Performance Indicators 

Time to hire  

Reduction in errors – DBS checks 

HealthRoster roll out 100 % by June 2019 

e-job plan roll out 100% by March 2019 
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CHAPTER 6: Organisational Development Plan – the Journey to Outstanding 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Our compelling 

vision and 

strategies  

Compassionate 

and collective 

Leadership 

Values based 

working  

Positive inclusion, 

engagement and 

participation  

Delivering 

quality 

interventions 

Team and cross 

boundary 

working  

Positive culture of 

improvement and 

innovation 

Aim 1 

Embedding our 

culture of 

compassion   

Aim 2 

Embedding 

Values based 

working 

 

Aim 3 

Staff engagement   

through talent 

management  

 

Aim 4 

Attract, develop 

and support 

remarkable staff  

 

  

   

 

Aim 5 & 6  

Developing our 

leaders  

 

Aim 7 

Enhancing STP 

OD partnership 

working   

 

Aim 8 

Caring for our staff  

initiatives   
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OD Plan 
The Organisation Development plan is a key part of the Trust’s People Strategy with a particular emphasis on culture and values, leadership, 

staff engagement, and talent management. These themes have been informed by the Developing People- Improving Care national framework 

that guides our approach to improvement and leadership development in NHS-funded services. The plan sets out to support the achievement 

of the Trust’s 5 year strategy through links with the Trust 4 strategic ambitions and Trust strategies.    

Overall Aims 

1. To embed a culture of compassion for all our patients  and staff  

2. To keep patients safe through the use of the values and behaviour framework to support managers and teams to create a team culture 

of compassionate and high performance  

3. To build the offering of  staff engagement  through our talent management and succession planning approach  

4. To attract, develop and support remarkable staff  through developing the right interventions to support our managers in further 

developing their compassionate leadership style and supporting teams and individuals in developing their emotional well being 

5. To develop  our new  managers  with the right skills to engage and develop their staff and their teams through providing manager 

specific inductions  

6. To build a skilled  leadership group  in the Trust by continuing to provide access to internal and external leadership opportunities  

7. To strengthen our STP partnership relationships through involvement in the Organisation Development  STP activities and initiatives 

and provide the most appropriate Organisation Development  interventions for all Trust’s service reconfigurations   

8.  Providing initiatives such as Schwartz rounds, tea and empathy and wellbeing conversations that provide care for our staff’s emotional 

well being   
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Greater understanding needed of 
current Trust culture 
 
 
 
Trust values and behaviours 
framework needs embedding to 
support team work. 
 
 
 
 
Need to embed the talent 
management approach and plan 
 
 
 
 
 
 
Inconsistent skill base in managers 
and leaders 
 

Undertake cultural diagnostic, 
supported by an internal change 
team. 
 
 
Refresh training package on values 
and behaviours. 
Review values based recruitment 
Develop leadership forum for the 
senior team 
 
 
Train more talent management 
facilitators. 
Continue to embed the talent 
management approach 
Ensure managers are having 
constructive, supportive 
conversations with their staff. 
 
Implement the compassionate 
leadership programme 
 

Staff survey results show improved 
engagement score 
Reduction in sickness absence 
Outstanding rating for CQC well-led 
 
Improved job satisfaction ratings from 
staff survey. 
Reduced number of disciplinary 
investigations 
Reduced number of grievances 
 
 
Reduced level of staff turnover 
More senior managers promoted 
from within the organisation. 
 
 
 
 
 
As above, but there is research to link 
supportive leadership to lower 

Reduction in vacancy rates that 
leads to better patient outcomes. 
 
Improved attrition rates to maintain 
lowest quartile in model hospital. 
 
Reduction in sickness absence to 
achieve 3.5% by year 3. 
 
By year three be in the top quartile 
of Trusts for: 
 
Staff engagement 
Low incidences of bullying, 
harassment and discrimination 
High number of those who would 
recommend the  Trust as a place to 
work 
Staff receiving an appraisal 
Mandatory training compliance 
 
 
 

Baseline Action Measure Outcome
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No manager specific inductions. 
 
 
 
 
 
Established band 6 and 7 
leadership programmes.  Running 
band 5 programme.  Participating 
in the Aspire regional talent 
initiative. 
 
 
 
Current limited involvement in 
STP meetings 
 
 
 
 
 
 
A range of supportive mechanisms 
for staff are being developed and 
implemented 

 
Develop manager specific induction 
programme. 
Support dignity at work action plan 
and BMA report on creating a 
supportive and inclusive culture. 
 
Review band 6 and 7 programme 
results. 
Review the 16 steps to management 
with senior managers and 
implement changes. 
Utilise the apprenticeship levy to 
improve management skills. 
 
Work more closely with STP 
colleagues to gain greater benefits 
for patients in working 
collaboratively and taking 
advantage of any funding. 
Be pivotal in determining the OD 
plan for the region 
 
Deliver on the people strategy 

mortality rates and better patient 
care. 
 
Reduction in bullying and harassment 
cases.   
Staff feel more supported by 
managers as shown in staff survey 
results 
 
 
Increased number of staff promoted 
into management positions vs those 
recruited externally. 
CQC well-led outcome 
 
 
 
 
Cost and patient benefits gained 
through collaborative working. 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

OD PLAN: Key Performance Indicators 

Vacancy rates per professional group 

Attrition rates 9% 

Engagement score in staff survey; recommendation as a place to work; increase in responses to staff survey 

Exit interview themes 

Develop action plans to improve equality as identified by reporting on protected characteristics via promotion and training 
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