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Introduction
Great care is delivered by great people, and we know that to continue 
to provide high-quality healthcare services, we need to support our 
colleagues to be the best they can be at work. 

In recent years, those working in the NHS have continued to rise to 
considerable challenges, and our People Plan has been developed, 
and continues to evolve, with this in mind. It is our commitment to all 
our colleagues to help improve their working experience, so they are 
prepared and supported for whatever lies ahead.   

This strategic plan indicates what those who work at Leeds and York 
Partnership NHS Foundation Trust (LYPFT) can expect from us and each 
other and sets out what we want to achieve under each of the four NHS 
People Plan ambitions – looking after our people, belonging in the NHS, 
new ways of working and delivering care, and growing for the future. 

This is the second version of our People Plan, which was first published 
in 2021. In the first three years of the Plan we have achieved great 
things and are proud of the progress we have made against our 
objectives. You only have to look at our Staff Survey results for 2023 – 
our best since 2018 – to see the huge difference it has made.

But we know we can’t become complacent. There will always be things 
we can do to improve the working lives of our people and refreshing 
our People Plan for 2024-2027 is just the next step in an ongoing 
journey. 

Work to refresh our People Plan for the next three years has been led 
by our People and Organisational Development Team, who worked 
collectively and collaboratively on a set of draft objectives that were 
presented across the Trust. They led all-staff webinars, presentations 
to teams, and informal on-site visits, and colleagues who were unable 
to attend were invited to give their feedback via an online survey. We 
listened to all these views and have made amendments to our objectives 
and action plans based on these suggestions so that over the next three 
years we can be confident that we are focusing our efforts in areas that 
will make the greatest impact. 

The importance of this work should not be underestimated. Continuing 
to deliver on our ambitions and improve our employee experience will 
go a long way towards making the NHS and LYPFT the workplace we all 
want it to be.

Darren Skinner
Director of People and 
Organisational Development

Dr Sara Munro
Chief Executive
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Our People Plan Vision

Valuing our people to improve the care and health outcomes for our service users, carers, and communities.

What our vision means

A compassionate and inclusive culture that makes people’s lives at work better

People are the best they can be at work, contributing to the delivery of excellent care

Learning from everything we do to develop our people for the future
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Our people ambitions
Our vision will be delivered through four strategic ambitions for our people. In developing this plan the Trust has considered both local and 
national people priorities, including the NHS Long Term Workforce Plan 2023, the NHS People Plan 2020/21 and the seven NHS People Promises. 
The People Plan sets out what the people of the NHS can expect – from their leaders and from each other. It focuses on:

•	 Looking after our people, particularly the actions we must all take 
to keep our people safe, healthy, and well – both physically and 
psychologically.

•	 Belonging in the NHS, highlighting the support and action needed 
to create an organisational culture where everyone feels they belong.

•	 New ways of working and delivering care, emphasising that we 
need to make effective use of the full range of our people’s skills and 
experience to deliver the best possible patient care.

•	 Growing for the future, particularly by building on the renewed 
interest in NHS careers to expand and develop our workforce, as well 
as retaining colleagues for longer.

Our People Plan 2024-27 reflects the strategic direction in the NHS People Plan and the NHS People Promise and the four strategic ambitions reflect 
the national priorities. It builds upon the success of our previous 2021-2024 People Plan.

Growing for 
the future

Belonging 
in the NHS

Looking after 
our people

New ways of working 
and delivering care

Our People Plan 2024-2027 will focus activity under four ambitions to reflect the national plan. Each ambition will be delivered through 
a Road Map which sets out actions and milestones for the next three years until 2027.
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Our people ambitions
Looking after our people
The wellbeing of our people is important to us, so they can deliver high quality care. 
We want our people to be safe, healthy, and well both physically and psychologically.

Our Commitments

We will:

•	 Ensure that our workforce health and wellbeing plan is evidence 
based and planned strategically

•	 Ensure our people have equal access to and use a full range of 
well-being support – physical, psychological, financial and social

•	 Promote a psychologically safe culture and environment which 
challenges stigma and values the lived experience

•	 Develop proactive and local health and wellbeing support 
for all our people

•	 Ensure our leaders will have the knowledge, skill and expertise 
to support wellbeing in the workplace

The Trust to be in the top 
25% of Trusts for our 
Health and Wellbeing 

score

Maintain 85% 
compliance rate with 

Personal Development 
Reviews (PDR)

Become a menopause 
accredited Trust in 2024

How we’ll measure our progress:

•	Increased accessibility to Trust Employee Assistance Programme 
services and improved outcomes for users

•	Having a diverse and representative workforce at all levels

•	Improve staff sickness levels year on year

•	Minimum 85% compliance with Compulsory Training

•	Ensure compliance with the Sexual Safety Charter
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Our people ambitions
Belonging in the NHS
We will foster a culture of belonging and inclusion, where all our people have a voice, 
and we will tackle discrimination and inequality gaps. 

Our Commitments

We will: 

•	 Give our people a voice, listening, acting on feedback 
and involvement in decision making

•	 Embed Equality, Diversity, and Inclusion (EDI) into the 
culture of our Trust

•	 Grow collective leaders that reflect Trust values

•	 Provide a working environment of civility and respect 
for our people

•	 Improve the experience of those people with a protected 
characteristic as identified by the Equality Act 2010

•	 Embed reward and recognition in our Trust 
to create a culture of our staff feeling valued

How we’ll measure our progress:

•	Cultural Inclusion Ambassadors embedded within employee 
relations and recruitment

•	Continue to increase the percentage of staff sharing their 
disability status within the Trust

•	Implement all six high impact areas under the NHS EDI 
Improvement Plan

•	Reduce number of colleagues reporting personal experience 
of harassment, bullying or abuse at work

•	Promote our Staff Survey results with implemention of 
intention planning at a Trust and team level

The Trust to be in the top 
25% for People Promise 
1 (we are compassionate 

and inclusive)

Increase leadership 
programme participation

Ensure our people reflect 
the communities we 

serve through widening 
participation programmes
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Our people ambitions
New ways of working and delivering care
New ways of working and delivering care, engaging our people in innovation 
and improvement, to deliver the best possible patient care.

Our Commitments

We will:

•	 Grow our Trust and its people through a focused approach to 
leadership, management and culture development

•	 Adopt a collaborative and inclusive People and Organisational 
Development working approach to Trust projects, aligning 
ourselves to other change drivers e.g collective leadership and 
civility and respect

•	 Develop Organisational Development (OD) and change 
management support for the Trust and its staff to facilitate 
new ways of working and delivering care

•	 Continue to build a culture of innovation and improvement in 
our approach to people development, systems and processes

•	 Provide accessible and intuitive software solutions to support 
People and OD initiatives

How we’ll measure our progress:

•	Improved Staff Survey outcomes linked to flexible and agile 
working

•	Deliver the collaborative bank pilot and embed into Trust 
business

•	Introduce a simplified workflow for the starters/leavers/changes 
process

•	Test the OD consultancy model in supporting new ways of 
working and delivering care

Increase the opportunity 
for flexible and agile 

working

Launch the 360 Manager 
‘Managing a Service’ 

module

Engage clinical services 
on the Team Rostering 

methodology to 
encourage flexible 
working options
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Our people ambitions
Growing for the future
Growing for the future, particularly by building on the renewed interest in health and care careers to expand 
and develop our workforce, while embracing new and emerging roles alongside our traditional roles. 

Our Commitments

We will: 

•	 Ensure the Trust’s recruitment processes are safe, effective and 
reflect best practice

•	 Scale up apprenticeships and make effective use of the levy

•	 Develop and implement an innovative approach to talent 
development, embedding the right culture and improving 
retention through delivery of our retention strategy

•	 Increase the opportunities for flexible working across the 
Trust, including flexible retirement options

•	 Deliver effective workforce planning processes which focus 
on recruitment and retention, new roles, skills mixing and 
future supply pathways to ensure a fit for purpose workforce 
for now and the future

How we’ll measure our progress:

•	Successful delivery of the workforce mobilisation plans

•	Improve our retention rates with a specific focus on those 
leaving within the first 12 months

•	More exit interviews completed

•	Deliver the commitments of the NHS long-term workforce plan

•	Successfully pilot the succession planning approach

Launch Values Based 
Recruitment

75% target for staff 
recommending the Trust 

as a place to work

Increase the number 
of people undertaking 
apprenticeships as part 
of new recruitment or 

Continuous Professional 
Development (CPD)
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Road map: making sure we deliver

The People Plan will be delivered through a Road Map which will set out key actions and 
milestones for 2024-2027. We will use the Road Map to plan our work, report progress and hold 
ourselves to account. 

Outcome
We have developed a set of success measures which are set out in our performance dashboard. 
These success measures are unique to each iteration of our People Plan and have helped shape 
the objectives for 2024-2027, based on the successes of the previous plan. 

Reporting and review
Progress on the delivery of the Road Map and success measures will be reviewed regularly and 
reported to the following groups, at a frequency agreed through the People and Organisational 
Development Governance Groups. 

a)	People and Organisational Development Governance Groups
-	 Road map actions
-	 Outcome measures 

b)	Executive Management Team
-	 Road map actions
-	 Outcome measures

c)	 Workforce Committee
-	 Road map actions
-	 Outcome measures
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Looking after our people

Commitments Objectives 2024 Objectives 2025 Objectives 2026 Governance Group

Ensure that our workforce 
health and wellbeing plan 
is evidence-based and 
planned strategically

1	Complete the NHS Health 
and Wellbeing Framework 
diagnostic tool.

	 Develop a health and wellbeing 
strategic approach based on 
the diagnostic tool results, 
with implementation plan and 
delivery.

	 Ensure the Health and 
Wellbeing Strategy links with 
the Estates strategic plan.

	 Produce a health and 
wellbeing communications and 
engagement plan.

1	Continuation of health and 
wellbeing implementation plan 
and delivery of key priority 
areas as identified in year 
one (2024) with supporting 
communications and 
engagement plan. 

1	Evaluate and review the health 
and wellbeing implementation 
plan and strategy.

	 Continue to deliver the health 
and wellbeing plan based on 
the results of the diagnostic 
tool. 

People Experience 
Group
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Ensure our people have 
equal access to and use 
a full range of wellbeing 
support – physical, 
psychological, financial 
and social

1	Achieve Menopause 
Accreditation and aspire to be 
a leading trust for menopause 
awareness and support.

	 Develop a Menopause Policy 
and grow and develop the 
support network.

2	Review the support for 
reasonable workplace 
adjustments and implement 
changes, with a view to moving 
to a centralised budget and a 
more streamlined and efficient 
process.

3	Continue to grow and evaluate 
the Critical Incident Staff 
Support Pathway (CrISSP) model 
and ensure best practice in this 
field.

	 Work with Yorkshire Wellbeing 
Hub to support regional 
evaluation.

	 Continue to use feedback from 
post session evaluation forms to 
adapt and improve sessions.

	 Provide coordination of the 
pathway and support internal 
CrISSP facilitators in their role.

	 Learn from external 
opportunities to consider best 
practice and promote our 
Trust’s offer.

1	Embed and sustain menopause 
awareness and support within 
the Trust.

	 Establish a network of 
Menopause Advocates within 
the Trust.

	 Work with Facilities to develop 
a joint plan of menopause 
support.

2	Train managers and colleagues 
on reasonable adjustment 
access and support.

	 Evaluate provision of 
reasonable adjustment support.

3	Continue to build on 2024 
objective of growing and 
evaluating the CrISSP model 
and ensuring best practice in 
this field. 

1	Continue to embed and grow 
the menopause awareness and 
support within the Trust.

2	Work in collaboration 
to produce a wellbeing 
toolkit for all colleagues to 
complement the Wellbeing 
and Attendance Policy, the 
wellbeing agreement, and the 
offer to colleagues in terms of 
reasonable adjustments and 
support.

3	Continue to build on 2024 and 
2025 objectives of growing and 
evaluating the CrISSP model 
and ensuring best practice in 
this field. 

People Experience 
Group

People Employment 
Group
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Ensure our people have 
equal access to and use 
a full range of wellbeing 
support – physical, 
psychological, financial 
and social

4	Undertake a review of the 
current financial support 
available to staff which will 
include conducting research 
into best practice, a needs 
analysis of our people and how 
we can best support them in 
the event of financial crisis. 

	 Develop a list of 
recommendations from the 
review and start to implement 
them.

5	Continue to develop the 
Wellbeing and Attendance 
Policy to reflect a person-
centred approach. This includes 
reviewing the wellbeing 
pathway documents e.g., 
anxiety, stress and depression 
and developing the absence 
improvement group with a 
focus on wellbeing.

6	Within the Wellbeing and 
Attendance Policy, include 
any forthcoming changes to 
employment law and best 
practice and further embed 
a holistic, people-centred 
approach to wellbeing.

	 Update Wellbeing Toolkit and 
training for managers to reflect 
any changes.

7	Revisit Partnership Agreement 
with Occupational Health 
against the current service level 
agreement to ensure return on 
investment and best practice.

4	Establish clear pathways to 
support colleagues with their 
financial wellbeing based on 
the findings of the review.

	 Identify, strengthen and embed 
links with key stakeholders 
who can advise and support 
colleagues during times of 
financial crisis.

5	Embed the Wellbeing and 
Attendance Policy throughout 
the Trust through collective 
engagement, communication 
and development programmes

6	Review of the Wellbeing and 
Attendance Policy to shift 
culture and language to one of 
‘enabling work’ with the view 
of shifting the focus to those in 
work.

	 Establish and embed a 
wellbeing agreement to 
complement the Wellbeing 
Assessment.

7	Review the Partnership 
Agreement with Occupational 
Health.

4	Review and refine approach to 
financial wellbeing pathways.

People Experience 
Group

People Employment 
Group
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Promote a psychologically 
safe culture and 
environment which 
challenges stigma and 
values lived experience

1	Achieve further compliance 
with the NHS Violence 
Prevention and Reduction 
Standard.

	 Implement the Violence 
Prevention and Reduction 
Strategy, Policy and resulting 
action plans.

	 Report to Board twice a year.

2	Conduct a review into what 
support is in place around 
suicide prevention or 
postvention Trustwide and 
recommend a new plan of 
support and awareness.

3	Ensure compliance with the 
requirements of the NHS 
Sexual Safety Charter with an 
emphasis on people-centric, 
compassionate approaches.

4	Implement the national 
pregnancy and baby loss people 
policy framework. 

1	Aim to achieve the NHS 
Violence Prevention and 
Reduction Standard.

2	Implement a new plan for 
suicide prevention and 
postvention Trustwide.

3	Further enhance and develop 
our commitment to the NHS 
Sexual Safety Charter.

1	Continue six-monthly 
assessment and reporting of 
the NHS Violence Prevention 
and Reduction Standard 
and continue to achieve and 
improve on our objectives (as 
set in the Violence Prevention 
and Reduction Strategy).

2	Review and refine the 
approach to suicide prevention 
in the Trust building on the 
knowledge gathered in years 
one and two (2024 and 2025).

3	Review the NHS Sexual Safety 
Charter and its impact and 
refine.

People Experience 
Group

Ensure our leaders will 
have the knowledge, skill 
and expertise to support 
wellbeing in the workplace

1	Continue the training and 
empowerment of managers.

	 Identify the reasons for lack of 
engagement with 360 Manager 
and develop a proposal that 
will improve engagement and 
increase uptake.

People Talent and 
OD Group
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Develop proactive and 
local health and wellbeing 
support for all our people

1	Continue to enhance local 
support with Ward Buddies and 
Wellbeing Champions. Develop 
and evaluate these and identify 
areas for improvement.

	 Develop further 
communications and 
engagement to support the 
scheme.

	 Evaluate areas already covered 
by the scheme and prioritise 
new areas for support.

	 Develop Ward Buddy capacity 
to extend the Programme.

	 Identify ways to evaluate 
impact of these areas.

2	Continue to develop the Critical 
Incident Staff Support Pathway 
(CrISSP) Team Leader and Peer 
Practitioner training to provide 
immediate local wellbeing 
support.

1	Continue to embed and 
evaluate the different 
wellbeing local support 
programmes (Ward Buddies and 
Wellbeing Champions). 

2	Continue to expand and embed 
CrISSP Team Leader and Peer 
Practitioner training into the 
wellbeing support pathway.

1	Review the impact of the 
wellbeing local programmes 
(Ward Buddies and Wellbeing 
Champions) and refine 
accordingly.

2	Review the impact of the 
CrISSP Team Leader and Peer 
Practitioner training and refine 
accordingly.

People Experience 
Group
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Belonging in the NHS

Commitments Objectives 2024 Objectives 2025 Objectives 2026 Governance Group

Give our people a voice, 
listening, acting on 
feedback and involvement 
in decision making

1	Review the effectiveness, remit 
and roles and responsibilities 
of all staff networks ensuring 
they are working effectively 
and providing opportunities for 
staff to use their voice.

	 Identify and implement 
recommendations for 
improvements.

2	Promote Staff Survey results 
and implement intention 
planning on a Trust and team 
level.

3	Develop Equality, Diversity and 
Inclusion (EDI) and cultural 
awareness sessions and training 
to support a shift towards 
promoting inclusivity in Trust 
culture. 

	 Also to be used as a positive 
intervention following EDI 
related incidents.

4	Discuss and develop a direct 
engagement and listening 
strategy for the People Plan 
going forward e.g., developing 
feedback and listening sessions. 

1	Continue to review and 
improve the effectiveness 
and remit of staff networks 
ensuring they are providing 
opportunities for our staff to 
use their voice.  

	 Expand on local listening 
opportunities via engagement 
roadshows.

2	Using lessons learned, continue 
to promote Staff Survey and its 
results/intention planning at 
Trust and team level.

	 Work with Heads of Service to 
increase team commitment to 
local intention planning.

3	Review the impact and 
effectiveness of the Equality 
Diversity and Inclusion (EDI) 
cultural awareness sessions and 
implement change accordingly.

4	Evaluate the Trust’s listening 
channels and identify and 
recommend improvements.

	 Work with People and 
Organisational Development 
colleagues to identify 
collaborative listening 
opportunities to maximise 
feedback and insight.

1	Evaluate and review staff 
networks and implement 
appropriate change.

2	Evaluate and review the way 
we promote our Staff Survey 
results and ensure commitment 
to local intention planning, and 
implement appropriate change

3	Embed cultural awareness and 
training throughout the Trust.

People Experience 
Group 
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Embed Equality, Diversity 
and Inclusion (EDI) in the 
culture of our Trust

1	Use the information from the 
Cultural Inclusion Ambassadors 
(CIA) evaluation to inform 
training, education and 
awareness to increase their 
numbers and impact.

	 Work towards an organisational 
shift in mindset, so the work 
of the Cultural Inclusion 
Ambassadors becomes part of 
“what we do”.

	 Actively promote and target 
EDI content to colleagues via 
the Leeds Health and Care 
Academy Skills Booster.

2	Develop and grow the 
reciprocal mentoring 
programme to be part of 
EDI objectives and identify 
a number of people from 
each service line to join the 
programme.

1	Review progress made via the 
EDI Skills Boosters to consider 
the level of cultural awareness 
across the organisation and 
review the future direction 
of the Cultural Inclusion 
Ambassadors. 

2	To further expand and embed 
the reciprocal mentoring 
programme within the Trust.

1	Evaluate the impact of the 
Cultural Inclusion Ambassadors  
and EDI Skills Booster training 
and implement appropriate 
change

2	Evaluate and review the 
reciprocal mentoring 
programme and implement 
appropriate change.

People Experience 
Group, People 
Employment Group
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Embed Equality, Diversity 
and Inclusion (EDI) in the 
culture of our Trust

3	Continue to be a member 
of the Healthcare People 
Management Association 
(HPMA) and commit to the 
Inclusive HR movement to 
recognise racial inequalities, 
reduce disparities and lead by 
example by completing their 
five step ‘Challenge to Change’ 
over the next three years. 

	 Undertake step one and two 
of the challenge, gathering 
the People and Organisational 
Development demographic 
data and reviewing and 
analysing this data.

4	Develop a consistent process 
for reporting incidents 
of hate across the Trust 
and providing support to 
those affected. Develop a 
supporting communication and 
engagement plan.

3	Undertake step three and 
four of the Inclusive HR 
five step ‘Challenge to 
Change’, understanding the 
lived experience of people 
professionals, co-designing 
interventions and implementing 
these.

4	To evaluate consistent methods 
of reporting hate incidents and 
develop approach accordingly.

3	Undertake step five of the 
Inclusive HR five step ‘Challenge 
to Change’, evaluate the impact 
of the Inclusive HR movement, 
celebrate successes and plan 
for further interventions as 
required.

4	To evaluate reporting hate 
incidents process and refine and 
develop accordingly.

People Experience 
Group, People 
Employment Group
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Grow collective leaders 
that reflect Trust values

1	To continue to work with Trust 
senior leaders to:

	 Develop and implement a 
programme of collective 
leadership skills, including 
effective chairing of meetings, 
collective decision making, 
disagreeing well, strategic 
influencing and facilitation.

	 Enable senior leaders to work 
collectively and collaboratively 
with the groups they work with 
and lead. This will include using 
live strategic issues to enable 
experiential learning while 
contributing to important Trust 
work.

	 To embed collective leadership 
in key Trust processes e.g., 
values based recruitment 
and Individual Performance 
Reviews.

2	To broaden the scope of the 
Trust’s leadership development 
offer to help us embed 
collective leadership. This will 
include: 

	 Continuation of the Deputy 
Director development 
programme.

	 Board Development Programme 
to start in 2024.

	 Supporting leaders to role 
model collective leadership.

	 System working - leading well 
across a system.

	 Creating thinking environments 
that are psychologically safe.

1	Expand the scope of the 
collective leadership skills 
development programme.

	 Develop and implement 
a programme of skills 
development to support 
collective leadership initiatives 
including one-to-one coaching 
and 360 feedback, and bespoke 
workshops on disagreeing 
well, chairing, facilitation and 
collective decision making.

2	Aligning Board, Executive 
Management Team, deputies 
and leadership development 
to the collective leadership and 
Trust priorities.

People Talent 
and OD Group
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Provide a working 
environment of civility and 
respect for our people

1	Build on the Just and 
Learning/Restorative Culture 
as an approach within the 
Disciplinary Procedure and 
promote the principles of this 
to aid managers’ understanding 
and commitment.

2	Complete the review on 
the civility and respect 
diagnostic outcomes and work 
collaboratively at Trustwide and 
service levels to develop plans 
to address civility and respect 
issues.

3	Follow the NHS England 
Civility and Respect Toolkit. 
Continue to review and refresh 
civility and respect data to 
identify areas of success and 
improvement against the civility 
and respect programme plan.

4	Review and engage on the 
redraft of the bullying and 
harassment and grievance 
policy and processes, and 
develop a Trustwide early 
resolution approach.

1	Review intelligence to identify  
where a Just and Learning 
Culture is working successfully 
to further develop the 
programme.

2	Review progress of plans to 
address civility and respect 
issues and adapt as needed.

3	Evaluate success against the 
civility and respect programme 
plan with a view to progressing 
as business as usual. 

4	Upskill and enable managers 
via 360 Manager to support 
alternative conflict resolution 
approaches to resolve low level 
issues.

1	Provide further support to 
implement the Just and 
Learning/Restorative Culture 
as an approach in areas where 
required.

2	Evaluate, review and make 
any changes needed to help us 
continue to create a culture of 
civility and respect across the 
Trust.

People Employment 
Group
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Provide a working 
environment of civility and 
respect for our people

5	Expand and refresh the 
Trust Mediation Service 
and the approach to early 
resolution. This will include a 
new Early Resolution Policy, 
early resolution training for 
managers, and recruitment to/ 
delivery of a four-day training 
programme for workplace 
mediators.

6	Launch a civility and respect 
statement alongside a 
framework of employee 
support.

7	Engagement and promotion 
of the Values and Behaviour 
Framework workshops with 
colleagues across the Trust.

	 Work with services to evaluate 
where values and behaviours 
workshops are required and 
deliver service by service 
development sessions.

5	Establish ongoing support and 
development for workplace 
mediators i.e. supervision.

6	Ensure there is an ongoing 
communications plan to 
promote the civility and respect 
statement. Empower colleagues 
to become active bystanders to 
challenge incivility and promote 
respect and understanding of 
differences.

Improve the experience 
of those people with a 
protected characteristic as 
identified by the Equality 
Act

1	To implement the NHS EDI 
Improvement plan with the 
following 6 high impact areas:

	 Action 1: Chief executives, 
chairs and Board members must 
have specific and measurable 
EDI objectives to which they will 
be individually and collectively 
accountable.

	 Action 2: Embed fair and 
inclusive recruitment processes 
and talent management 
strategies that target 
underrepresentation and lack 
of diversity.

1	To monitor, evaluate and 
embed the 6 high impact areas 
- as below

	 Action 1: Board members 
should demonstrate how 
organisational data and lived 
experience have been used to 
improve culture (March 2025).

	 Action 2: Evidence progress of 
implementation (by June 2025) 
and by October 2024 implement 
plan to widen recruitment 
opportunities within local 
communities.

1	Conduct a review to evaluate 
the impact of the People Plan’s 
effectiveness in delivering the 6 
high impact actions as below: 

People Experience 
Group
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Improve the experience 
of those people with a 
protected characteristic as 
identified by the Equality 
Act

	 Action 3: Develop and 
implement an improvement 
plan to eliminate pay gaps.

	 Action 4: Develop and 
implement an improvement 
plan to address health 
inequalities within the 
workforce.

	 Action 5: Implement a 
comprehensive induction, 
onboarding and development 
programme for internationally 
recruited staff - onboarding, 
development opportunities.

	 Action 6: Create an 
environment that eliminates 
the conditions in which 
bullying, discrimination, 
harassment and physical 
violence at work occur. Review 
data by protected characteristic 
and set reduction targets. 
Review disciplinary and 
employee relations processes 
for inconsistency and develop 
improvement plan. Ensure 
policies and processes for 
domestic abuse and sexual 
safety and support available.

2	Review of employment 
practices and support for our 
neurodiverse colleagues and 
implement changes.

	 Action 3: Pay gap improvement 
plan for sex and race in place by 
2024, disability by 2025.

	 Action 4: Work in partnership 
with community organisations 
to implement and embed.

2	Review and evidence progress 
on employment practices and 
support for our neurodiversity 
colleagues.

2 Action 3: Pay gap improvement 
plan for all other protected 
characteristics in place by 2026.
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Embed reward and 
recognition in our Trust 
to create a culture of our 
staff feeling valued

1	Working under the current NHS 
financial constraints implement 
a one-year Reward and 
Recognition Plan to recognise 
our staff achievements.

1	Review opportunities for 
a Reward and Recognition 
Strategy based on latest 
financial position.

1	Review opportunities for 
a Reward and Recognition 
Strategy based on latest 
financial position.

People Experience 
Group

Implement a Trustwide 
approach to Equality 
Impact Assessments by 
March 2025

1	Implement a Trustwide 
approach to Equality Impact 
Assessments.

1	Review the effectiveness of 
Equality Impact Assessments 
and make changes as needed.

People Experience 
Group
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and delivering care
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New ways of working and delivering care

Commitments Objectives 2024 Objectives 2025 Objectives 2026 Governance Group

Grow our Trust and its 
people through a focused 
approach to leadership, 
management and culture 
development

1	Identify the Trust need for 
an approach to Clinical Team 
Manager (CTM) development, 
using planned work with 
Forensics to inform options and 
possibilities.

2	Launch and socialisation of 360 
Manager “Managing a Service” 
module.

3	Conduct evaluation of the 360 
Manager year one.

4	Review and engage colleagues 
with the Trust’s core offer for 
team development.

1	Develop an organisational 
approach to middle managers 
and leaders, considering peer 
support methods.

2	Review and decide future core 
leadership and management 
offer to middle managers (Mary 
Seacole/360 Manager offer).

3	Increase engagement with the 
360 Manager Programme.

1	Further embed values and 
behaviours, aligned with civility 
and respect work.

People Talent and 
OD Group

Adopting a collaborative 
and inclusive People 
and Organisational 
Development working 
approach to Trust projects, 
aligning ourselves to 
other change drivers e.g., 
collective leadership and 
civility and respect

1	Establishing the key steps and 
developing a plan to include 
stakeholders, such as unions, 
staff networks, services and 
informatics colleagues.

	 This should link to current 
Organisational Development 
consultancy work and align 
with the Trust’s Digital Strategy.

2	Continue to work with 
People and Organisational 
Development colleagues to 
identify areas of collaboration 
in a structured approach. 
For example, Organisational 
Development and HR 
colleagues to adopt a joined-up 
approach to intention planning.

1	Using data e.g., cultural 
dashboard to inform our 
targeted approach when 
working with groups and 
teams.

People Talent and 
OD Group

People Employment 
Group
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Adopting a collaborative 
and inclusive People 
and Organisational 
Development working 
approach to Trust projects, 
aligning ourselves to 
other change drivers e.g., 
collective leadership and 
civility and respect

3	Develop a collective brief to 
share Trustwide, explaining 
the support available from OD, 
HR and Service Improvement 
and other People and 
Organisational Development 
services.

4	Review the Digital Strategy 
to understand the people 
implications and related 
activities.

People Talent and 
Resourcing Group

Develop Organisational 
Development (OD) and 
change management 
support for the Trust and 
its staff to facilitate new 
ways of working and 
delivering care

1	Engage with services to develop 
a triage / collaboration model 
of OD implementation. 

2	Pilot the OD consultancy model 
with specific services agreed 
through the triage process.

3	Enable services to be proactive 
in their business planning 
process to consider corporate 
support functions and how they 
can help the service.

1	Evaluate the effectiveness of 
the OD consultancy model.

People Talent and 
OD Group

Continue to build a 
culture of innovation 
and improvement in 
our approach to people 
development, systems and 
processes

1	Engage services on the team-
rostering model to enable more 
flexible working patterns, both 
non-clinical and clinical.

2	Use systems data, including 
information from Personal 
Development Reviews, 
Learning Needs Analysis 
and Career Conversations to 
assess quality and to inform 
support interventions to guide 
improvements to people 
development.

1	Review the team-rostering 
model and monitor how 
flexible working patterns are 
being supported.

2	Consider an options appraisal 
for the Trust on pay flexibilities 
against Agenda for Change 
national pay framework, 
including performance related 
pay.

1	Measure change for the team-
rostering model in terms of 
retention and team satisfaction.

People Talent and 
OD Group 

People Employment 
Group
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Provide accessible and 
intuitive software 
solutions to support 
People and Organisational 
Development initiatives

1	Implement the Core Skills 
Training Framework (CSTF) 
learning interface (ESR and 
Learn) to allow transfer of 
compulsory training between 
Trusts.

2	Complete a tender exercise for 
a new employee relations case 
management system for HR.

3	Implement the Allocate ‘Loop’ 
app to make it easier for our 
bank colleagues to access roster 
software via tablets and mobile 
phones.

4	Embed the collaborative bank 
as business as usual.

5	Alignment of Digital Strategy 
activity.

1	Implement a new Salaries and 
Wages (SW) form workflow.

2	Implement and engage the 
employee relations case 
management system.

3	Evaluate the use of the Allocate 
Loop app.

4	Evaluate the use of the 
collaborative bank.

People Employment 
Group

People Talent and 
OD Group 

People Resourcing 
and Retention
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Growing for the future
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Growing for the future

Commitments Objectives 2024 Objectives 2025 Objectives 2026 Governance Group

Develop the capacity 
and quality of student 
placements across the Trust

1	Pilot the new Clinical Educator 
roles and evaluate the impact 
of these roles.

2	Develop and pilot a 
multiprofessional, system-based 
rotational clinical placement 
model to increase capacity to 
offer student placements.

3	Ensure clinical placements are 
designed into health and care 
services through co-design of a 
nationwide approach to clinical 
placement managements.

1	Evaluate and implement 
recommendations of the 
Clinical Educator pilot across 
the Trust.

2	Evaluate and implement 
recommendations from the 
Clinical Placement Model pilot 
across the Trust.

3	Evaluate nationwide approach 
to clinical placements to ensure 
it is fit for purpose in the Trust’s 
clinical services.

People Talent and 
Resourcing Group

Improve the experience of 
students within the Trust

1	Understand and address 
the reasons students leave 
training and the variation in 
their experiences, to increase 
support.

2	Implement a single consistent 
policy for funding excess 
travel and accommodation 
costs incurred by students 
undertaking placements.

3	Implement the new Educator 
Workforce Strategy which sets 
out actions that will lead to 
sufficient capacity and quality 
of educators.

4	Support newly-qualified 
healthcare professionals by 
offering a robust preceptorship 
programme, adopting the 
national preceptorship 
frameworks.

People Talent and 
Resourcing Group



41     Our People Plan - 2024 - 2027     

Ensure the Trust’s 
recruitment processes are 
safe, effective and reflect 
best practice

1	Develop a clear plan to roll-
out values based recruitment 
across the Trust and ensure it 
aligns to the national work on 
overhauling recruitment and 
selection processes.

2	Develop a clear plan to 
overhaul all elements of the 
Recruitment and Selection 
Policy, procedure and training, 
including the Fit and Proper 
Purpose test.

3	Develop a plan to recruit and 
train more Cultural Inclusion 
Ambassadors (CIA). Draw on 
support from all the staff 
networks and embed in 
recruitment for band 8a and 
above posts.

1	Complete the roll-out of Values 
Based Recruitment across the 
Trust, capturing and acting on 
feedback as the plan is rolled 
out.

2	Implement the new 
Recruitment and Selection 
Policy.

3	Evaluate the use of Cultural 
Inclusion Ambassadors (CIA) 
and implement any lessons 
learned.

	 Roll-out the inclusion of CIA for 
recruitment to band 7 roles.

1	Evaluate the impact of values 
based recruitment and refine in 
light of feedback.

2	Evaluate the impact of the 
new Recruitment and Selection 
Policy and refine in light of 
feedback and learning.

3	Evaluate and refine the use of 
Cultural Inclusion Ambassadors 
(CIA) in all recruitment and 
develop a plan to ensure there 
is an on-going pipeline of CIA 
going forward.

People Talent and 
Resourcing Group

Widen access of 
opportunities to people 
from all backgrounds 
and in under-represented 
populations to join the 
NHS

1	Develop a clear engagement 
strategy to improve the 
uptake of pre-employment 
programmes and vocational / 
observational placements in our 
services. 

2	Evaluate the Volunteer to 
Career programme pilot 
and capture lessons learned 
to inform the future of the 
programme.

1	Evaluate placement and pre-
employment programmes to 
measure return on investment 
and inform future priorities.

2	Following the year one 
evaluation, develop our 
Volunteer to Career programme 
to support embedding this as 
business as usual.

1	Refine the placement and pre-
employment programme for 
future years.

2	Evaluate the impact of the 
Volunteer to Career programme 
and build any lessons learned 
into our future action plan.

People Talent and 
Resourcing Group
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Scale up apprenticeships 
and make effective use of 
the levy

1	Develop a plan to attract 
additional funding from within 
the Trust to support the backfill 
of apprentices so that we can 
make full use of the levy.

2	Set clear quality markers for 
apprenticeship providers to 
improve the experience of 
apprentices.

1	Expand the nursing pathway 
making full use of the levy.

2	Monitor the impact of the 
quality markers we set for 
apprenticeship providers to 
improve the experience of 
apprentices e.g., return on 
investment and reduction 
in students leaving the 
programmes.

1	Evaluate the apprenticeship 
programme and refine for 
future years.

People Talent and 
Resourcing Group

Support the workforce 
development of our 
Medical Profession 
through the creation of a 
fit for purpose workforce 
strategy

1	Implement a plan to address 
medical vacancies.

2	Develop new roles for the 
Specialist, Associate specialist 
and Speciality (SAS) doctor 
workforce such as the creation 
of Specialist Grade posts. 

3	Develop a campaign to recruit 
into unfilled posts.

4	Enable excellence in medical 
Continuing Professional 
Development (CPD) with the 
aim to enhance recruitment 
and retention.

	 With a ‘Cradle to Grave’ 
approach to medical education 
and continuing professional 
education, the Trust will 
develop a defined career 
pathway to develop the medical 
workforce from undergraduate 
to consultant level.

5	Working with doctors to ensure 
they adhere to the standards 
outlined in ‘Good Medical 
Practice 2024’, with any areas 
of concern investigated and 
managed openly, fairly and 
proportionately.

1	Look at ways to reduce the use 
of locum doctors by exploring 
opportunities for a medical 
locum bank. This would 
require collaborative working 
with workforce and finance 
colleagues.

2	Appoint a Certificate of 
Eligibility for Specialist 
Registration (CESR) / Approved 
Clinician (AC) Tutor to create, 
implement and oversee a career 
pathway for SAS doctors.

People Talent and 
Resourcing Group
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Develop and implement 
an innovative approach 
to talent development, 
embedding the right 
culture and improving 
retention through delivery 
of our retention strategy

1	Pilot the new succession 
planning approach with 
the executive and senior 
management teams. 

2	Launch a new career 
development programme, via a 
variety of workshop sessions.

3	Analyse the data from the 
exit interview pilot to develop 
strategies to improve retention.

	 Launch the stay conversation 
approach.

4	Ongoing communication 
and cascade of the launch of 
development roles.

	 A development role is a post 
which, for a defined period, 
supports the post holder to 
train and develop into a clearly 
defined end role.

1	Monitor the impact of the 
first phase of the talent 
management plan and develop 
a process to support succession 
planning across the whole Trust.

2	Evaluate the impact of 
the career development 
programme.

3	Evaluate the impact of the stay 
conversation approach and exit 
interview process.

4	Evaluate the impact 
of development roles, 
understanding the benefits 
and take up across all roles and 
levels and the impact this has 
had on retention.

1	Evaluate the impact of the 
talent / succession planning 
programme.

2	Refine the career development 
programme in light of feedback 
from the evaluation.

3	Refine approach to exit 
interviews and stay 
conversations and embed with 
line manager processes and 
responsibilities.

People Talent and 
Resourcing Group

Increase the opportunities 
for flexible working across 
the Trust, including flexible 
retirement options

1	Develop a communications and 
engagement strategy to support 
and champion a cultural shift 
around flexible working.

2	Launch clear communications 
that explain flexible retirement 
options and the process 
colleagues should follow when 
considering routes.

3	Revise flexible working 
procedure to include the 
application process.

4	Provide workshops and 
supporting guidance to 
improve managers’ confidence 
in managing flexible 
working requests, including 
incorporation into the 360 
Manager module.

1	Monitor the impact and uptake 
of flexible working and flexible 
retirement options.

2	Monitor the impact of 
communications explaining the 
flexible retirement options and 
process (i.e. retire and return). 

3	Develop and monitor key 
performance indicators (KPIs) 
around flexible working.

4	Evaluate the impact and uptake 
of workshops to improve 
managers’ confidence in 
managing flexible working 
requests, and refine as 
appropriate.

1	Evaluate the impact of 
the communications and 
engagement strategy for 
flexible working - and refine in 
light of feedback from the Trust 
and national pilots.

People Talent and 
Resourcing Group
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Deliver effective workforce 
planning processes which 
focus on recruitment and 
retention, new roles, skills 
mixing and future supply 
pathways to ensure a fit 
for purpose workforce for 
now and the future

1	Further develop the Trust’s 
activity, finance, workforce 
planning and Learning Needs 
Analysis (LNA) processes so 
that they are integrated and 
aligned. This needs to include 
streamlined processes and 
clear communication and 
engagement at service level, 
involving the right people. The 
enhanced communication will 
include the new ‘Managing a 
Service’ workshop as part of the 
360 Manager programme.

2	Creation and monitoring of 
workforce mobilisation plans 
linked to the planning cycle. 
These plans monitor the 
committed workforce growth 
and financial trajectories for 
the following financial year. 

	 Ongoing service level business 
as usual workforce solution 
conversations to take place 
around vacancies, age profile, 
turnover etc. to highlight 
and address hotspots and 
identify appropriate workforce 
solutions.

3	Develop an approach to scaling 
up the recruitment of new roles 
and the spread of best practice.

1	Review and refine the Trust’s 
activity, finance, workforce 
planning and Learning Needs 
Analysis (LNA) processes in light 
of learning from year one. Share 
knowledge and learning across 
service lines.

2	Year-on-year creation of 
workforce mobilisation plans.

3	Monitor and evaluate the 
development and impact of 
new roles and skill mixing.

	 Share knowledge and learning 
across service lines.

1	Review and refine the Trust’s 
activity, finance, workforce 
planning and Learning Needs 
Analysis (LNA) processes in light 
of learning from year two. Share 
knowledge and learning across 
service lines.

2	Year-on-year creation of 
workforce mobilisation plans.

People Talent and 
Resourcing Group
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Support the workforce 
development of our 
Psychological Professions 
through the creation of a 
fit for purpose workforce 
strategy

1	With national guidance 
requiring expansion of the 
psychological workforce, the 
Trust will scope what expansion 
is required, aligned to the 
services’ operating models.

2	Work with services and clinical 
leads to develop a training 
policy and procedure to support 
the recruitment of new roles.

1	Work with services and the 
Resourcing Team to create a 
recruitment strategy to develop 
a workforce that is more 
reflective of the population the 
Trust serves.

2	Continue to work with services 
and clinical leads to develop a 
training policy and procedure 
to support the recruitment of 
new roles.

1	Continue to work with services 
and the Resourcing Team on a 
recruitment strategy to develop 
a workforce that is more 
reflective of the population the 
Trust serves.

People Talent and 
Resourcing Group
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Here for

all our people
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