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Introducing our People Strategy

On behalf of the Board of Directors, I am pleased to be able to
share this refresh of our People Strategy. It sets out our current
position and reflects on our achievements so far, as well as
outlining our priorities for the next four years (2019-2022) and
the improvement actions that will help us to achieve our
strategic aim of supporting and developing our staff.

In late 2016, members of the senior
Workforce and Organisational
Development team and I held a number of
listening sessions with teams from across
the organisation. We also got together
with leaders and staff representatives.
These conversations helped us to shape
the original priorities we outlined in our
People Strategy – a two-year plan that set
out to start to evolve the culture of our
organisation.

In publishing this updated People
Strategy, the Board of Directors remains
committed to continuing to improve staff
engagement and to making sure that all
staff members feel valued, recognised
and appreciated for their contributions
and hard work. Providing people with a
great place to work will, in turn, enable us
to meet our overall goal of providing
outstanding care and treatment for our
patients and their families.

You can read more about these priorities,
how we approached them and what we
achieved on page 4.

I hope you find our People Strategy a
good reflection of our progress so far and
a real indication of our ambitions and
where we want to go from here.

We have taken some really positive steps
in a relatively short space of time;
nevertheless we recognise that there is
more work to do to achieve our strategic
ambition of being in the top 20% of NHS
employers for staff engagement.
We need to continue to embed some of
the new approaches we’ve launched, so
they become part of ‘how we do things’ at
the Trust. It’s important we allow time for
a consistency to develop across the whole
organisation - and to make sure that all
staff members can experience the same
opportunities and openings.

The People Strategy is a team effort. The
Board of Directors would like to thank all
our staff for their input; and for their
willingness to get involved. Contributions
from everyone across the Trust are
making a real difference to our
organisation, our people and our patients
and are helping to turn our ambitions into
reality.

Zoe
Zoe Lintin
Director of Workforce and Organisational
Development
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Where are we now?
In refreshing our strategy we’ve reflected on where we are now, looking at the positive steps we’ve
taken so far to improve our organisation for everyone who works within it. These are some of
developments that are already making a difference. The next set of actions in our strategy build on
these successes, creating an environment and culture that supports and develops our staff.
Listening into Action (LiA) – a large-scale staff engagement
approach that is designed to support a culture where all team
members feel empowered to take their ideas for improving
patient care and staff experience and implement them. It’s
enabling ‘grass-roots’ staff-led change and together with a
new approach to service improvement (see below) colleagues
are making a real difference to patient care, services and the
places we work in.
Staff-led service improvement - through an academy
approach we’re looking to inspire all staff in the Trust to be
part of service improvement. Working in tandem with LiA,
the academy will offer support, advice and encouragement
through an ambassador, practitioner and teacher system. It
will include staff trained in NHS Improvement’s Quality,
Service, Improvement and Re-design (QSIR) methods (see
page 14) - giving people a range of skills and tools and to help
them ’make service improvement happen’.
Appraisal Season - supporting and enabling all team
members in the Trust to have a high quality appraisal and
development discussion that is based on an all-year round
conversation.
Leading the Chesterfield Way - a framework that describes
the behaviours we expect of all our leaders and that
everyone in the Trust can adopt and role model.
Growing communications – using a diverse variety of
communication tools and methods to engage with #TeamCRH
staff across the Trust, including social media, smart phone
and tablet Apps and daily messages.
New roles - working with multi-professional colleagues to
develop and train people in new roles such as Nursing
Associates, Assistant Practitioners and Advanced Clinical
Practitioners, enhancing our ‘team around the patient’
approach to delivering care.
Flexible workforce – with Board support for a ‘think yes
rather than no’ approach to flexible working to support work/
life balance.
Apprenticeships – championing the nationwide
apprenticeship levy to ensure a wide range of apprenticeship
opportunities are available for new people joining our
organisation along with existing members of staff.

Recruitment – speeding up the process of recruitment
and reducing the need for paperwork with on-line tools
and systems.
Culture commitments - to help to ensure everyone feels
respected and valued we are working with our Staff
Partnership Committee and colleagues across the Trust
to meet the recommendations in a host of initiatives
such as the national anti-bullying policy ’Call to Action’,
the ’Dying to Work’ pledge, Freedom to Speak Up, and
Safer Working for junior doctor initiatives.
We are creating a culture where staff are thanked for
telling us about their concerns, where they know they’ll
be heard and taken seriously. We have a real
commitment to protect and support our staff through a
transparent and open approach.
Health and Wellbeing - we already have a number of
health and wellbeing activities and initiatives in place,
including a running club, weekly yoga sessions, fast-track
physio and our twice-weekly fruit and vegetable stall.
Through the health and well-being committee we’ll be
looking to develop and expand what’s on offer.
Essential training - creating innovative solutions to
deliver essential training, that are flexible and adaptable
for our wide range of staff groups and their needs.
Encouraging feedback – a focus on everyone having
their say through a range of feedback opportunities
including Your Voice, LiA Pulse Check and the National
Staff Survey – where our response rate in 2017 was the
third highest for acute Trusts. Feedback provides us with
the opportunity to really improve what matters to our
people.
Enabling recognition - giving our staff, our patients and
their families the opportunity to show how much they
appreciate those who demonstrate our Proud to CARE
values. The growth of our Applause scheme and its
celebration events is enabling inclusive recognition
across the organisation. We have also introduced a
recognition event for our junior doctors to mark their
achievements during their time with us.
Talent management - introducing ‘talent forums’ to help
leaders identify development opportunities and nurture
the people within their teams.
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People Strategy Themes

In redefining our People Strategy we’ve reviewed the seven priorities we
identified initially. We’ve recognised the progress we’ve made in the past two
years and the strategic environment and system-wide context we are working
in now. We’ve also listened to our staff members and taken into consideration
where they think the focus for our People Strategy should be at this time.
We’ve taken these seven priorities and created four broad themes from them:

BUILD
LEAD
ENGAGE
LEARN
Our refreshed strategy describes these themes in more detail and sets out the
priorities within each of them. We also illustrate how our People Strategy align to our
Trust’s strategic aims, our Proud to CARE values; and how our previous People Strategy
priorities map across to our refreshed version. We also show how success will be
measured through a framework of workstreams. Each theme in our Strategy is
underpinned by detailed plans, actions and outcome measures - all overseen by
relevant working groups and committees.
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Setting some context

We deliver a full range of acute services, including 24 hour emergency care,
community specialist children’s services and GP and primary care services to
the population of Chesterfield and North Derbyshire. We employ almost 4,000
staff members, benefit from the support of nearly 200 volunteers and work in
partnership with colleagues from a range of other organisations for the benefit
of our patients, their families and carers and our community.
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Why do we need a People Strategy?

The Board of Directors is committed to delivering our strategic objective of supporting and
developing our staff, to achieve the ambition of being in the top 20% of NHS employers
nationally for staff experience (as measured by the national staff survey and our own Your
Voice survey).
Our People Strategy is anchored in the ethos of ‘We Can All Lead the Chesterfield Way’,
which describes the behaviours we expect everyone at the Trust to adopt and role model,
to support outstanding patient and staff experience. The main purpose of our People
Strategy is to describe the key themes and areas of focus designed to help us achieve all of
these goals and ambitions.
In turn, our People Strategy supports our other
strategic objectives and our aim of providing
‘outstanding’ care. The workstreams that will
deliver the strategy are aligned to the Trust’s
strategic vision and Proud to CARE values (page
8). It also complements our Quality and Clinical
Services Strategies as by supporting our people,
we support the delivery of high-quality patient
care and effective services.
How was the strategy developed?
The strategy builds on the work undertaken over
the past two years since the publication of our
People Strategy Priorities for 2017/18 – ‘Making
the Royal an even better place to work.’ It aims
to build on the progress made, further embed
new approaches introduced in the last two years
and to make improvements in areas where
further development is still needed.
Mapping the previous seven priorities to our
new People Strategy
Our People Strategy has evolved over the last few
years, as we have achieved some of the priorities
previously set and identified new areas of focus
through staff feedback and changing priorities.
Our new People Strategy can be mapped across
from the previous People Strategy priorities as
shown opposite.
Strategic framework
This People Strategy supports delivery of the
Trust’s strategic plan which is based on our
vision, our CARE values and our six strategic
objectives (page 8). It aligns to the risks outlined
in our Board Assurance Framework (BAF) and fits
with the recently published (January 2019) NHS

long-term plan, where leadership behaviours,
new careers and job roles and entry points into
the NHS, along with flexible ways of working are
key to future success.
In addition to the Trust-wide objectives and the
themes set out in this document, each of our
care units and corporate areas have identified
their own key ‘people’ priorities. These are
supported by the key themes, ambitions and
outcomes of this Trust-wide strategy, which are
highlighted on pages 9 and 10. We will continue
to review and refresh our strategy to make sure
it is able to support other strategic plans within
the Trust; can function alongside the national
plan for the NHS and importantly that is bestplaced to enable achievement of Trust ambitions
and goals.

Former priorities

New themes

Build a flexible workforce

BUILD

Develop engaging leaders
and managers
Achieving equality, valuing
diversity
Staff recognition
Staff communication,
engagement and
involvement
Excellence in learning,
development and education
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LEAD
ENGAGE
LEARN

Support
and
develop
our staff
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Our People Strategy on a page

BUILD

LEAD

How will we build our
workforce?

How will we develop our leadership
culture and nurture talent?

ENGAGE

LEARN

How will we engage with all
our people?

How will we ensure there are
learning opportunities for all?
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Our People Strategy ambitions

Board Objective

Supporting and Developing our Staff
Our themes
BUILD

LEAD

ENGAGE

LEARN

Board ambition
To be in the top 20% of NHS employers nationally
for staff experience - as measured by the national
staff survey and our own Your Voice survey

Areas for us to focus on
Building our
workforce

 New roles and

workforce
development
 Attraction,

recruitment and
retention
 Growing our bank

and reducing
agency
 Workforce

intelligence

Developing our
leadership &
nurturing talent

 Leading the

Chesterfield
Way
 Appraisal season
 Talent Forums

Engaging with our
people

 Engagement
Framework
 Staff Survey
 Listening into
Action
 Equality, diversity
and inclusion
 Health and Well
Being
 Reward and
Recognition
 Communications
and volunteering
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Learning
opportunities for
all
 Multi-professional
learning and
development
 Essential training
 Apprenticeships

BUILD
How will we build our workforce?
Our strategy for doing this has four domains (below) and is supported by our Workforce Strategic Plan

Our aim is to create a workforce that supports and
sustains the delivery of high-quality care and services

Our domains
New roles and
workforce
development

BUILD

Attraction,
recruitment
and retention

Growing our
bank and
reducing agency

Workforce
intelligence

LEAD
Our ambitions

To work in
interprofessional
teams, across
traditional professional
boundaries

To be the
employer of first
choice and a great
place to work

To enable our people
to work in effective
teams, making best
use of our resources

 Team around the
patient

 Careers events
and work
experience

 Flexible workforce

 Working with
partners
 Sharing best
practice and
learning
 Listening to our
people and our
patients

 Recruitment
roadshows
 Seamless
recruitment and
keeping in touch

 Best value agency
cost

 Workforce data
collection and
analysis

 Focus on hard to fill
posts and high
agency spend

 Leadership
capability to use
data

 Welcome to your
role and our Trust

 Career pathways
and grow our own

 Career pathways
and grow our own

 Inter-professional
working

 Career counselling

To have the right
staff, in the right
place at the
right time
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 Joined up systems
and processes

New roles and workforce development
We will work in inter-professional teams,
across traditional professional boundaries
Over the past two years we have made
transformational changes to our non-medical
and medical workforce, including training
programmes and the development of new
roles such as Advanced Clinical Practitioners
(ACPs), Assistant Practitioners and Nursing
Associates. We have created a new patient
centred inter-professional model of care
which we call ‘Team around the Patient’. We
have presented at national conferences and
have an NHS Employers best practice case
study on this innovation.
As an example of this model of care, our
Assistant Practitioners and Nursing
Associates work alongside our registered
nurses to provide high quality patient care
and continuity of care. This has resulted in a
significant reduction in the use of agency
nurses, provided greater stability for teams
and enabled a clear career pathway for our
support staff.
We will continue to grow these new roles,
including developing an advanced
practitioner strategy, which will set out clear
plans to further develop ACPs and other
expanded roles, including Enhanced
Pharmacists and other therapist roles.
We are also offering increasing support and
opportunities for our locally employed
doctors to access training to develop their
skills.
As part of supporting this approach we will
continue to work with our external partners,
regional NHS organisations and educational
organisations.

Attraction, recruitment and retention
We will be the employer of first choice
and a great place to work
We are working hard to make Chesterfield
Royal a great place to work, and all the
themes of our People Strategy support this
aim. We recognise the importance of
attracting and recruiting the best people to
come to work with us at our Trust, and the
equal importance of retaining our existing
valued team members.
We have three dedicated workstreams in
place to support attraction, recruitment and
retention. Successful activities in the last year
have included developing our ‘we wish you
worked here’ branding, enhanced support for
successful candidates through ‘keeping in
touch’ prior to joining the Trust, providing a
supportive learning environment, introducing
career clinics and working more closely with
schools. We will build on this in the coming
years.

Growing our bank and reducing agency
We will enable our people to work in
effective teams, making best use of our
resources.
We are continuing to work in collaboration
with our external providers and our regional
partner organisations to grow our staffing
bank, provide greater consistency in our
workforce and reduce reliance on agencies.
We have a well-established nursing bank and a
more recently introduced medical bank, and
we will explore options to improve bank
arrangements for other staff groups.
We have had success in the last two years in
reducing our agency spend significantly year
on year, and have plans to continue to see
improvement in this area to support greater
continuity in teams and patient care.
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Workforce intelligence
We will have the right staff in the right
place at the right time

LEAD

We use workforce data from a range of
systems to understand our current position
and forecast our future workforce needs.
As part of the Trust’s IT Strategy, there are
plans to move to the Electronic Staff Record
(ESR) within the time period of this People
Strategy. This is the common integrated
payroll/HR system across the NHS would
reduce duplication and allow for streamlining
of processes when connecting with other
organisations.

How will we develop our leadership
culture and nurture talent?

We make use of the national and regional
tools available to support our workforce
intelligence, such as the NHS Improvement
workforce planning self-assessment toolkit
and the ‘SWIPE’ workforce modelling
methodology used as part of Joined Up Care
Derbyshire.

How will we measure our success?
 Introduction of training programmes and








new roles each year, in line with the Trustwide five year workforce plan
Achieve a vacancy rate of 5% or less for staff
nurses and 10% or less for medical
consultants
Achieve annual agency spend target set by
NHS Improvement each year
Successful collaboration on regional banks
with achievement of bank growth each year
of 5% and nursing bank fill of at least 90%
Working with colleagues
in Finance and IT
to support a smooth
implementation
of ESR

Appraisal season
In 2018, we introduced our new appraisal
season approach designed to ensure all team
members have a good quality appraisal
discussion and are supported with their
development and objectives. Alongside this,
we recognise the value of ongoing
conversations, one-to-ones and team meetings
to provide ongoing support and development.

Leading the Chesterfield Way
In 2017, we introduced ‘Leading the
Chesterfield Way’ – a framework for all
leaders, in both clinical and non-clinical roles.
Based on the NHS Healthcare Leadership
Model it sets out the behaviours that the Trust
expects from its leaders.
With its nine key principle components
‘Leading the Chesterfield Way’ describes what
a ‘Proud to Care’ leader looks like and why
each of the elements is important. It explains
how leaders can effectively demonstrate these
behaviours and develop them to improve how
they lead day-to-day. As well as providing a
leadership structure, the framework is also
designed to support individual development
through appraisal, career progression and
personal development plans.
As part of our People Strategy, we see ‘Leading
the Chesterfield Way’ shaping people
development, compassionate care and quality
improvement for years to come. It is an
integral part of making our organisation an
even better place to work and
as a result improving the high standards of
care and service we give to our patients.
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We can all lead the Chesterfield Way
All team members can adopt and role model
the behaviours in this framework – we can all
lead the Chesterfield Way. By all of us showing
our colleagues compassion and care - through
listening and offering them our empathy and
understanding, we help to create a supportive
work place.
We can all be an ambassador for the Trust, by
sharing good news and good practice,
contributing to debates, having a say and
leading an improvement – all ways of
influencing what happens to our services in the
future.

Our People Strategy is anchored in the ethos
of ‘We Can All Lead the Chesterfield Way’,
which describes the behaviours we expect
everyone at the Trust to adopt and role
model, to support outstanding patient and
staff experience. The infographics on pages 15
and 16 describe its approach.

QSIR enhances Listening into Action (page
17) and supports the four themes of our
People Strategy.

Talent forums
As part of our approach towards supporting
personal development and succession
planning, we have introduced ‘talent forums’
for leadership positions.
These are designed to help to identify
development and career opportunities,
discuss leadership behaviours and build a
picture of potential successors to leadership
roles.
The talent forum approach can also be used by
divisions and corporate areas to support
conversations about developing all team
members, as well as those in leadership roles.

How will we measure our success?

As part of embedding our Leading the
Chesterfield Way culture across the
organisation, we are actively encouraging
colleagues to raise any concerns or worries
they have about any aspect of working at the
Trust, whether it impacts them, or our
patients. We will listen, support staff that
speak up and take the right action to make
sure problems are addressed and resolved.

Quality improvement
This year (2018) we introduced Quality
Service Improvement and Re-design (QSIR)
to the Trust. A nationally recognised and
accredited service improvement
methodology, QSIR is led by NHS
Improvement and provide learning
opportunities for staff across the NHS - to
enable them to become QSIR practitioners
and trainers.
Staff from within the Trust have already
been offered places on the QSIR programme.
Once trained they will be able share service
improvement tools across the Trust.



Appraisal season completion of
minimum 90% (stands at 87% for
2018/19)



Improvements each year in national
staff survey question on ‘quality of
appraisals’ - to be top quartile



Improvements each year in national
staff survey questions on ‘support from
immediate managers’ and ‘recognition
and value of staff by managers and the
organisation’ - to be top quartile
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Listening into Action (LiA)

ENGAGE
How will we engage with all our
people?
Our engagement framework (page 19)
provides key areas of focus:
Staff surveys
Feedback from our staff is very important to us
and is valued by the Board – we listen to the
responses from our surveys to make changes
to improve staff and patient experience. Each
year we take part in the national staff survey
and take steps to ensure all members of staff
can have their say, such as providing protected
time in working hours to complete the survey.
Each quarter, we also carry out our own Your
Voice survey which includes the staff Friends
and Family Test questions. We usually focus on
a different part of the organisation each
quarter for this survey.
Every year there are numerous examples
where improvements have been made as a
direct result of staff feedback, at both a Trustwide and local level amongst divisions and
corporate areas. We will continue to place this
focus on acting on staff feedback.
Flexible working
In 2017 the Board made a commitment to be a
more flexible employer, recognising the
importance of work/life balance and flexibility
in approach to meet different individual and
service needs.
There is a working group in place to support
this ambition and actions taken in the last 12
months include developing promotional
materials and guides for leaders and staff
members, challenging some of the existing
‘rules’ and encouraging a ‘think yes rather than
no’ approach towards flexible working. These
activities will continue as we further embrace a
culture of flexible working.

In 2017 we introduced Listening into Action, a
staff engagement approach designed to
support a culture where all team members feel
empowered to implement their ideas for
improving patient care and staff experience.
We are committed to the LiA ethos and believe
that everyone has the ability to introduce
improvements in their working areas, for the
benefit of patients and staff. Through multidisciplinary LiA teams and strong clinical
engagement, we continue to see a range of
diverse improvement ideas come to fruition
across both clinical and non-clinical areas. We
celebrate these achievements at events and
we are committed to ensuring the LiA ethos is
a reality across all parts of the organisation.

Equality, Diversity and Inclusion
Our strategic vision for Equality, Diversity and
Inclusion is:
To achieve equality and value diversity and
for all of our employees to be treated with
dignity and respect; and we aim for our
workforce to be representative of the
population we serve and the wider
community from which we recruit.
Each year we summarise our progress,
outcomes and next steps in our Equality,
Diversity and Inclusion Annual Report. The
report presented to the Trust Board in 2018
can be found here. This includes progress
against our equality objectives, evaluation of
the Workforce Race Equality Standard (WRES)
and, in future, it will also include the
Workforce Disability Standard (WDES) which is
due to start in 2019.
Our strategic vision will continue and our Trust
values align to the ethos of equality, diversity
and Inclusion. Our next steps will be to more
clearly define ‘what good looks like’ in our
diversity ambitions.
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Health and Wellbeing

Communications and volunteering

We already have a strong Health and
Wellbeing Committee at the Trust, made up of
a wide range of representatives who are
passionate about the health and wellbeing of
our workforce. This committee has overseen
the implementation of a variety of initiatives
from a brand new fast-track physiotherapy
service to the introduction of the Royal Choir.
The Committee also receives excellent support
from the Trust’s Charitable Funds Committee,
which sees a clear link between the health and
wellbeing of our workforce and the provision
of high quality patient care.

We use a diverse variety of communication
tools and methods to engage with #TeamCRH
staff across the Trust including social media,
apps and daily messages. In the last 12
months, we have introduced our own app for
smart phones and tablets. We recognise that
there is also a leadership and personal
responsibility to share information and
communicate messages, and encourage face
to face briefings to support these
communication methods. We will continue to
support a range of communication methods,
to suit the differing needs of our teams.

We will continue to strengthen our links with
our staff members to ensure that what we
provide on health and wellbeing fits with what
is important to our colleagues. There will be a
project in 2019 to support this work, to review
our offer and overall vision and priorities.

Our volunteers are a key part of our
#TeamCRH family, supporting our staff
members and enhancing patient care in areas
across the organisation. We have grown our
volunteering group from a handful to around
200 in two years and are committed to
increasing opportunities for our volunteers.
We plan to secure Investing in Volunteers (IiV)
status. IiV is the UK quality standard for good
practice in volunteer management. Achieving
the standard will show our volunteers – and
potential volunteers – how much they are
valued and will give them confidence in the
Trust’s ability to provide an outstanding
volunteer experience.

Reward and Recognition
Our Applause recognition scheme gives thanks
to everyone for small acts of kindness and/or
larger scale achievements. ‘Recognitions’ are
made by colleagues, patients and families and
hundreds of us have attended the celebratory
afternoon tea events held twice a year. To
develop this further, we will involve our
departments to continue to improve
recognition ideas, to show we value everyone
in #TeamCRH. Our new annual recognition
event for Junior Doctors, for example,
celebrates the achievements and contributions
of these colleagues.
We will continue to review our overall
approach to rewarding our staff members, by
promoting the national NHS benefits, such as
the pension scheme and annual leave, as well
as our local benefits such as Long Service
Awards, salary sacrifice schemes and wellbeing
activities.
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Our Engagement Framework
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The key components of our Engagement Framework are underpinned by the
principles of ‘We can all Lead the Chesterfield Way’ (pages 15 and 16) and
support staff engagement, involvement and recognition:
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How will we measure our success?














Staff survey - to be in the top 20% of
NHS employers nationally as measured
by the national staff survey
LiA – pulse check improvement to be
top quartile amongst comparison
group
Equality, Diversity & Inclusion – WRES
outcomes improvements, measured
each year
Health & Wellbeing – improvements
each year in national staff survey
question ‘the organisation and
management takes a interest in and
action on health and wellbeing’ - to be
top quartile
Reward & recognition - annual growth
in engagement with Applause through
the number of recognitions
Communications and volunteering –
growth in volunteering hours by a
minimum of 10% each year, and a
minimum 10% increase in social media
followers and reach across all
platforms
Flexible working – improvements
each year in national staff survey
question on ‘being satisfied with
flexible working opportunities’ - to be
top quartile
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LEARN
How will we ensure learning
opportunities for all?
We offer a wide range of learning and
development opportunities for all our staff
members, in clinical and non-clinical roles,
from joining the organisation and throughout a
range of careers.
In addition to our in-house provision and
dedicated education team, we work with a
number of external training providers, colleges
and universities.
We have a Learning and Development Strategy
and each year we produce an annual Education
Report which summarises the progress made
against this multi-professional strategy, key
achievements and future plans for the year
ahead.
There are three themes within our strategy and
multi-professional strategic plans:




Learning placement
Learning workforce
Learning quality

We aim to be a learning provider of choice for
both learners and education institutions. Over
the last year, we have seen an increase in
medical and non-medical students receiving
placements at the Trust and have
strengthened our approach towards
supporting mentors, supervisors and
educators.

Learning workforce
There are diverse development opportunities
available, from support for those wanting to
‘get into’ a career in healthcare, through
preceptorship and induction including the
‘Royal Way’ for our newly qualified nurses, to
ongoing professional development. We are
increasing our use of simulation in clinical care
situations and from 2019 we will be providing
human factors training.
We ensure we make best use of the
apprenticeship levy to provide opportunities
for existing staff members and new joiners, in
numerous subjects and at different
educational levels. Each year, we hold a
learners’ awards ceremony and in 2017/18
over 240 people were recognised for their
achievements in over 20 different awards.
Our learning portfolio also supports our
workforce plan and Clinical Services Strategy.

These support our ambition to be ‘a centre of
excellence for high-quality workplace
learning in the context of high-quality
practice, and to be a local employer of choice
where our people can prepare for, begin, and
achieve their career potential.’

Learning placement
We have a multi-professional leadership
team, bringing together the three teams of
medical education, undergraduate medical
education and non-medical education. We
are committed to developing and delivering a
shared inter-professional education agenda.

Learning quality
We promote a culture that encourages
learning from successes and failures to
continuously improve. Progress made in this
area supports our Learning from Incidents
Strategy and Quality Strategy ambitions, such
as the SAGE and THYME End of Life
programme which focuses on effective
communication and quality initiatives to
make a hospital stay more manageable for
patients e.g. dementia resources and twiddle
mitts provided by the Library.
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We review our essential training programme
to ensure it remains relevant for different
staff groups, and have increased the delivery
methods available to provide greater
flexibility and more e-learning options. Over
the next year, we will be making changes to
our system for recording essential training to
see improvements in this area.
Our multi-professional learning and
development plan describes ‘what we will do’
and ‘how we will do it’ to achieve our
objectives in these three themes.

How will we measure our success?
 Number of apprenticeships – growth of

10% year on year
 Essential Training compliance of 90%
 Achievement of objectives in our multiprofessional learning and development
plan
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In Summary
Our People Strategy is a key component of the Trust’s strategic vision and its Proud to CARE
values (page 8) and supports our ambition of becoming a top 20% organisation for the staff
experience that is measured by the annual NHS Staff Survey and our own Your Voice results.
It is also not a stand alone document. With an implementation plan in place it works alongside and is supported by - a number of other Trust strategies and workstreams; all of which are
underpinned by detailed work programmes and improvement action plans. The People
Strategy’s components are led by a number of working groups that include representation from
staff across the Trust to help deliver the strategy’s goals and objectives. If you would like to
know more about these workstreams and how you might be able to get more involved, call
Workforce & Organisational Development extension 3177.
All strategies in the Trust are overseen by a number of committees. In the case of our People
Strategy, scrutiny is provided by the People Committee, a sub-committee of the Board of
Directors. The Committee has oversight of all the programmes, plans and actions described
above and by assessing them, provides assurance to the Board of Directors in relation to
progress, measures of success and achievements, as well as ensuring appropriate action is
taken to respond to areas of concern and key areas of risk.
Over the last two years we have put the foundations in place for a People Strategy that delivers
large-scale culture change and engagement. We have started to see real progress, with an
ambitious programme that is driving a new approach. By sticking to the actions and
improvements we pledged to deliver, we are starting to make a real difference to our
workplaces - whether they are in our hospital, in our community based services or in our Royal
Primary Care surgeries.
Over the next three years, through everyone bringing Leading the Chesterfield Way to Life and
by supporting and developing our staff through the four themes of our refreshed People
Strategy, we will continue to enhance and build on everything we’ve started to achieve. And in
that way we’ll make sure we not only improve staff experience, but that we improve the
experience of our patients as a result, supporting our ambition to become an outstanding
organisation that provides first-class care and treatment.
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Find all our strategies, news and developments on-line
www.chesterfieldroyal.nhs.uk
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