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Vision, Culture and Values
Our Vision
Our vision, put simply is ‘Improving Lives’. We can only achieve our vision through the delivery of a
high quality service. We can only deliver high quality services if we have a highly effective, skilled
and motivated workforce.
This strategy sets out the systems, processes and organisational activities that we will put in place to ensure
we have the right workforce with the skills and expertise now and in the future. The strategy also sets out the
values, leadership behaviours and organisational culture, which are essential to provide an outstanding place to
work, learn and where individuals can reach their full potential.
The strategy sets our vision for the next three years with an associated action plan setting out the clear
milestones and areas for action.

Our Culture
We want to foster a high performing culture where staff feel valued and recognised for their important
contribution. We want our leaders to engage, motivate and inspire others and lead positive performance.
We want to provide an inclusive and healthy environment for our employees where everyone is treated with
respect and dignity in an organisation that promotes an open and transparent culture.
We want to be the first choice employer offering a great experience for staff where they can achieve their
goals and have a range of choice and experience in their career with Greater Manchester Mental Health NHS
Foundation Trust (GMMH).

Our Values
Our values underpin and guide everything we do. Our Trust values are:
•
•
•

We inspire hope
We work together
We are caring and compassionate

•
•

We value and respect
We are open and honest.

Our values are embedded within our organisational processes.
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Our Objectives
Our organisational objectives are designed to deliver our vision, ‘Improving Lives’.
Our objectives are:
•
•
•

To promote recovery by providing high quality
care and delivering excellent outcomes
To work with service users and carers to achieve
their goals
To engage in effective partnership working

•
•
•

To invest in our environments
To enable staff to reach their potential and
innovate
To achieve sustainable financial strength and be
well governed.

Our workforce is engaged to deliver our objectives and our services and structures are in place to deliver
services effectively. This strategy sets out the workforce and leadership priorities and actions which enable the
organisational objectives to be achieved.
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National and Local Context
The strategy is developed in the context of growth, innovation and change within the wider NHS
footprint and within the mental health agenda.
The Mental Health Workforce Plan illustrated that 21,000 additional posts would be needed to deliver the
specified service improvements. This indicates by 2020:
•
•

11,000 core clinical professions such as nurses, occupational therapists or doctors
8,000 new roles such as peer support workers and personal wellbeing practitioners, call handlers or nursing
associates.

This growth is set within the context of increasing pressures with the future supply of professional roles within
the NHS.
In summary the data for the mental health workforce shows:
•
•
•
•
•
•
•

The NHS vacancy rate for nurses and AHPs is approx. 9.4%
Fewer mental health nurses are employed each year (-4% compared to +2% for adult nursing)
Almost a third of all qualified mental health nurses do not currently work in the NHS
Nationally 13% of all consultant psychiatry posts are vacant
There is only an 83% fill rate for doctors training in psychiatry
Recruitment into higher psychiatry is reliant on non-UK doctors in training
A quarter of recently qualified consultant psychiatrists do not go onto substantive NHS employment.

The position locally within GMMH mirrors the national supply challenges. On average the Trust has been
running at a 15% vacancy rate with approximately 800 vacancies at any one time. Turnover rates within the
Trust remain above average compared to other mental health trusts, running at an annual turnover rate of
approx. 17% annually.
Local data demonstrates the Trust has a high turnover rate for staff with less than two years service. The main
reasons for leaving the Trust are retirement, promotion and work-life balance.
The national and local issues have fully informed the development of this workforce strategy and supported the
identification of the priority areas for action.
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Workforce Priority High Impact Areas
The workforce challenges NHS organisations are currently facing are unprecedented. The
current supply and retention challenges GMMH are facing are predicted to worsen if we do not
systematically address these issues.
Our workforce strategy has been developed to set out a three year programme of actions that will be taken
to address these challenges. The strategy is set against four High Impact Areas that have been prioritised to
address the current and future challenges.
The four High Impact Areas are:

High Impact Area 1

High Impact Area 2

Supply, Recruitment and
Retention

Creating an ‘Outstanding’
Place to Work

High Impact Area 4

High Impact Area 3

Outstanding Leadership
and Management

Transforming our
Workforce

We will only be successful in delivering against the workforce High Impact Areas if we set the right conditions
for the organisation culture. This strategy also sets out the foundations for positive organisational development
that will provide the foundation for the delivery of the High Impact Areas.
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Organisational Development
Our vision of ‘Improving Lives’ is relevant both to people who use our services and also the people
who work for the Trust. Our ambition to become the first choice employer for mental health will
only be realised if our workforce have a great experience in work.
We want our staff to feel valued, cared for, supported and rewarded for the work they do. We want our staff
to feel empowered and able to innovate and improve the way they work. We want our staff to be themselves
in work and develop an open culture where people feel able to speak up, share ideas, raise concerns or make
suggestions without being judged or treated unfairly.
The way we go about our business, how we treat each other and live our Trust values sets the tone and creates
the organisational culture. The following areas are key to the development of the workforce culture we aspire
to foster.

1. We will fully embed meaningful employee engagement across
the organisation.
Alongside informal employee engagement, this strategy sets out the formal employee engagement
mechanisms that will be in place to ensure leaders of the organisation are in touch with and hear directly
from the workforce at the frontline of delivery. The mechanisms provide two way lines of communication,
involvement and engagement to make sure there is a meaningful connection with senior leaders, line
managers and frontline staff.
We will do this by:
•
•
•
•
•

Running joint staff forums, led by Senior Management and Trade Union Partners, across all divisions
Establishing other forums and mechanisms which provide frequent opportunities for the workforce to
feedback their experience in the workplace and make suggestions for improvements
Having a visible and accessible Executive Management Team
Involve and engage staff at the earliest opportunity to support service development and redesign
Ensure staff consultation processes are effective and meaningful and staff have full opportunity to influence
change.

2. We will fully embed positive reward and recognition programmes
It is important for staff to receive recognition for their contributions and achievements. This strategy sets out
the formal recognition methods that will be introduced.
We will:
•
•
•
•
•

Develop and implement a new Long Service Award scheme
Run a monthly Employee Achievement scheme
Produce GMMH ‘Thank you’ cards, available to all services, to enable individual and timely praise/thanks
Ensure management development programmes encourage positive recognition from line managers
Hold an annual values-based event that celebrates the achievements of our workforce.
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3. Foster a positive performance culture
The development of a performance culture will be achieved through robust performance review and appraisal
processes led by highly skilled line managers. Role clarity, skills development and career pathway support are
also essential.
Alongside positive recognition and reward, there is a need to ensure line managers are equipped to have
honest performance conversations with staff when they are not performing to the required standard. It is
important that staff know what is expected, how they are performing against standards and expectations and
what support they will receive to help them reach the required standards. All performance conversations will
be sensitively handled in line with the Trust values.
An essential tool to support this will be the appraisal and performance review process. In line with the Agenda
for Change pay structure, we will:
•
•
•
•

Redesign the performance review and appraisal framework as required to support the Agenda for Change
pay structure
Ensure that the redesign of the framework incorporates a model for talent management
Design line manager and employee training sessions to enable effective performance review, development
and objective setting to ensure staff get the most from the appraisal conversations
Include within the framework and training sessions a strong focus on employee wellbeing, resilience and
skills development.

4. Empower innovation, improvement and sharing of good practice
We aim to foster a culture of innovation and improvement where our workforce are empowered to
bring about changes as we recognise our staff at the frontline are best placed to come up with ideas for
improvements that will make a difference for the people who use our services. We want to create the
environment that empowers individuals to come up with ideas for change and make them happen.
To achieve this we will ensure all leaders and staff have an understanding of improvement methodology and
create space and opportunity for them to be innovative to support service improvement.
We will:
•
•
•
•
•

Embed improvement knowledge and skills delivery within all formal leadership programmes
Connect with Advanced Quality Alliance (AQuA) to develop an offering in collaboration with them
Proactively offer OD support to services who need support
Align the Organisational Development Team with the Quality Improvement Team to ensure that a holistic
and transformational approach is taken to service improvement
Provide formal interactive opportunities for frontline staff to make suggestions for improvements, with
opportunity for them to own future actions.
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In order to deliver high quality modern mental health services we need to recruit and retain high calibre staff
with the right values, attitude, skill set and experience to perform their roles effectively. We aim to attract,
recruit, develop and retain a highly skilled mental health workforce to meet the needs of our communities.
To achieve this aim we will:

1. Work with key stakeholders to influence and increase the workforce
supply within the mental health workforce
The need to increase the supply of professional groups within mental health is a shared challenge across
mental health providers not just a Trust issue. There is no value in continually trying to compete with other
Trusts all trying to attract from a small pool. We need to focus our strategy on the longer term improvement in
the supply of the mental health workforce.
In order to improve the longer term position we will:
•

Work collaboratively with other mental health employers and HEI’s to support an increase in commissioned
places for nursing students and review the mechanisms to support placement opportunities.

In order to enhance the value of student placements both to the organisation and the individual we will:
•

•

•

Work with HEI’s to develop an employment model where students will be offered a contract of
employment as a non-registered member of staff with a minimum number of contracted hours during their
training
Give a guaranteed offer of employment to the trainees following successful completion of training as long
as the candidate meets internal GMMH standards (based on hard to fill occupational groups).
Additionally, there is a real appetite for the development of Degree Nurse Apprenticeships that will ensure
the Trust is efficiently using the Apprenticeship Levy whilst supporting the growth of nursing roles. We will:
Use this as an opportunity to `grow our own’ qualified nurses from our pool of clinical support staff and
also target opportunities for people within our communities to ensure our professional workforce is
representative of the people we serve.

The workforce supply challenges for the future can also be met through innovation, development of new roles
and redesign of existing roles to fit within the changing landscape across our localities. During 2018/19 we will
see the introduction of new roles into our workforce.
We will:
•
•
•
•

Support new role integration including the introduction of Physicians Associates and Nursing Associates
which will add value and enhance our workforce
Review and develop opportunities for growth and new roles within the Allied Health Professional, social
care, psychology workforce
Set out the growth projections for the development of new roles for the next three to five years
Evaluate the effectiveness of new roles in order to inform our future workforce plans.

The projections for the medical workforce as set out in the national data also demonstrate a significant
challenge for mental health providers. Current pressures experienced within GMMH as a result of gaps in
training rotas and vacancies has impacted on the usage of bank and agency. We are at a critical point where
demand is exceeding the available supply and the future projections will not address this issue. We need to
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think differently about the roles required to deliver services in the long term which will have an impact on the
other professional groups and the skill mix within the workforce.
We will:
•
•
•
•

Carry out a significant review of the Trust position in relation to medical workforce recruitment and
retention issues
Develop a long term workforce plan to address the issues caused by the gaps in medical roles, including
reviewing all hard to fill medical roles and review job plans to make the roles more attractive
Develop a clear strategy for the further development of Advanced Practitioner roles across GMMH
alongside the Physicians Associate developing role
Review competitor financial incentive initiatives for medical roles, assess impact on the Trust ability to
recruit medics and develop an options appraisal on Trust incentive/recruitment and retention premia
approach.

A key area of our strategy ‘to increase the supply of the mental health workforce for GMMH’ will be to support
our local communities to think of, engage with and flourish in a career in mental health. We recognise that
there are some communities who are not as well represented within the workforce, therefore, we will:
•

Reach into the community groups (including schools, colleges and HEI’s) and offer opportunities
for placements, training and employment. We can do this through our careers engagement work,
volunteering, targeting apprenticeship opportunities and better promotion of our jobs in these areas.

High Impact Area 1
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2. Review, refresh and develop our approaches to attracting and
recruiting people
Our ambition is to attract the best candidates to come and work for GMMH. We want to be the first choice
for a career in mental health and offer a great experience for those people who come and work for us. The
key to success will be to differentiate our employment offer and demonstrate the added benefits in coming to
work for GMMH.
We need to review the current employment market and competitor incentives and consider what incentives are
appropriate for GMMH to offer.
This may or may not be about monetary benefit, but we also need to promote the benefits of working for a
well led, supportive, responsive organisation with a passion for improvement and continual professional and
personal development for our workforce. We will:
•
•

Carry out a review of the competitor incentive schemes and evaluate impact on our recruitment success
Develop an options appraisal setting out potential incentive schemes and/or priority areas for local
recruitment and retention premia as required

We aim to increase the promotion of GMMH, the vacancies available and the benefits of working for the Trust
through an enhanced social media presence. We will:
•
•
•
•

Develop social media campaigns to continually promote opportunities
Promote the staff health and wellbeing initiative/benefits and our equalities and inclusion activities so we
can share positive examples and potential recruits can get a feel for the organisation
Increase the range of mediums to reach a more diverse group of people and increase the awareness of
GMMH and our opportunities
Work with our local community groups to advertise and promote our opportunities and help spark an
interest in mental health jobs that people may not have been aware of previously

We recognise the importance of reducing the time to hire and improving the experience of recruitment for
both candidates and managers using the service.
During 2018 we will:
•
•
•
•

Develop the best value and most effective method for transactional recruitment activity within GMMH with
the aim to improve the time to hire period substantially
Develop KPI’s for the recruitment process, providing clarity on roles and responsibilities for the recruitment
team and line managers
Provide monthly performance reports on the time to hire
Receive candidate and line manager feedback on the recruitment process.
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3. Review, refresh and develop our approaches to retention, based on a
greater understanding of the workforce needs
The most effective way of ensuring we have a consistent and high quality workforce is to retain the great
people we already employ. There are plenty of job opportunities for people to choose in GMMH.
We need to provide a compelling reason for people to stay working for GMMH by understanding what is
important to them and trying to find ways to meet individual needs.
We know that different generations want different things in their working lives and can see from our
workforce data that flexibility is an increasing need for most groups.
We know from the internal data that the Trust has high levels of turnover compared to our peers. The main
reported reasons staff leave are due to retirement, relocation, promotion and work-life balance. We also know
that there is a high number of staff who leave within the first two years of employment with the Trust.
It is essential we continually understand and respond to the differing motivational needs in order to improve
recruitment, retention and career development.
To ensure all our managers understand the different motivators, we will:
•
•
•

Open up communication within our teams and services and support managers to understand the different
motivators for individuals
Challenge our cultures and assess whether we do offer the flexibility for careers that people may want from
the organisation
Support line managers to help individuals balance workforce flexibility against operational need.

As part of the NHSI Improvement Programme, key priority actions have been developed into a Retention
Improvement Plan. These actions have now been embedded into the Workforce Strategy Action Plan, and
includes:
•
•
•
•
•
•
•
•
•

Improve and promote staff benefits
Improved staff health and wellbeing opportunities
Provide career support and guided development opportunities
Keep people engaged and supported through the recruitment process
Provide enhanced preceptorship support
Provide improved clinical skills development pathways
Actively promote retire and return options
Develop a flexible working culture across GMMH
Develop `Right First Time’ recruitment.

An integral part of the Retention Improvement Plan is the commitment to enhance the support for continued
professional development/improved clinical skills development pathways. Given the reduced financial support
through the HEE Cash Allocation and withdrawal of CPD Apply funding, we will:
•

Agree an annual Trust wide CPD budget.

In addition, the Trust strategy to effectively utilise the Apprenticeship Levy will focus on the development of
appropriate apprenticeship programmes for existing staff to offer continued development. We will:

High Impact Area 1

•
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Agree a three-year Apprenticeship Strategy, setting out the programmes on offer and the areas for growth
and development.

Additionally, we will develop and promote clear career pathway opportunities which set out the route for
individuals to progress through their career and achieve their aspirations.
As set out earlier, the generational differences within our current and future workforce and their motivators
need to be better understood and our line management approaches adapted. We need to challenge ourselves
and recognise that the way we have managed in the past may not be the best way to manage in the future.
We know flexibility and balancing personal life and work life is becoming increasingly important.
To address this we need to look across our organisational systems to enable the retention of the workforce
to retain skills and expertise, including more flexibility and proactive approaches for staff wishing to retire and
return. Our data shows retirement is one of the main reasons for leaving and the future projections show
there is a substantial number of nursing staff reaching retirement age. The data also shows the age profile of
newly qualified nursing staff is within the lower age ranges so we may lose a significant amount of experience
to retirement.
We need to enable our managers to support the flexible needs of our workforce and help them understand
what is important to individual staff members. To do this we will:
•

•
•
•
•

Embed within our line management development programmes:
• Evidence based information on the generational differences
• Expectations on retention of staff and the need to look at individual workplace solutions
• Ensure all fundamental line management tasks such as 1:1’s, appraisal and mandatory training are
carried out
Provide early advice for staff to help plan for their retirement and in particular look at potential flexible
‘retire and return’ options, to retain expertise
Introduce career coaching and careers advice to help staff to plan their future career pathway
Introduce an internal transfer process to enable individuals to move more freely across the organisation
Support managers with flexible working requests and managing rotas.
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High Impact Area 2
Creating an ‘Outstanding’ place to work
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We aim to be the first choice employer for the mental health workforce where people feel valued, looked after
and appreciated.
To achieve this aim we will:

1. Create an inclusive environment which embraces diversity
We recognise the importance of providing a safe, supportive and caring environment for staff where they can
be themselves in work. Our aim is to create a sense of wellbeing within the organisation where people feel
valued, cared for and appreciated for the contribution they bring. We want to increase the diversity of our
workforce as we recognise there is under-representation in certain staff groups and levels of seniority.
We will:
•

Offer targeted leadership and support for BAME staff to increase the number of BAME staff within middle
and senior manager roles

•

Support the sustainability of the staff networks across the Trust and enable virtual networks as appropriate
to help people connect and strengthen their collective voice to influence and inform the inclusion and
equality work.

•

Continue to meet the WRES requirements and embed the WDES within our equality work

•

Fully embed the Disability Passport and Carer Passport and meet our MINDFUL Employer, Dying to Work
charter, Stonewall Diversity Champions and Disability Confident commitments.

We are committed to improving the employment chances for people within our communities, whether they
are from under-represented groups, disadvantaged groups or people who may have experienced physical or
mental ill health. To achieve this we will:
•
•

Upscale our widening participation and community engagement activities such as work placement, work
experience, pre-employment opportunities and further develop our community links
Work with partner organisations to review and enhance our processes to support and increase the number
of people with a learning disability working within GMMH.

We will challenge inequality and discrimination and ensure that all managers understand their responsibility to
promote a safe and supportive environment where less favourable treatment will not be tolerated. To achieve
this we will:
•

Include equality, inclusion, wellbeing and values as essential areas in all management and leadership development programmes.
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2. Create a healthy organisation where our employees can achieve the
best possible state of health and wellbeing at work
The experience staff have in work is influenced by a number of factors and a key responsibility for the
organisation is to provide a safe and healthy working environment.
Staff health and wellbeing is a golden thread through our workforce, retention and leadership activities. There
is also a separate Staff Health and Wellbeing Strategy.
Our Staff Health and Wellbeing Strategy sets out our aims and intentions to support staff health and wellbeing
and we will continue to implement the strategy and supporting action plans. This includes support for staff
through our Employee Assistance Programme, Occupational Health, access to psychological therapies and fast
track physiotherapy.
In order to continually develop our strategy, we will:
•

Carry out a focussed review of the staff benefits that can be offered as part of the health and wellbeing
approach, to differentiate GMMH benefits from other providers

•

Provide access to financial management support through our employee benefits offer

•

Target specific activities to reduce the number of staff experiencing musculo-skeletal illness

•

Target specific activities to improve the mental wellbeing support for staff and reduce the number of
absences due to stress.

We recognise that working within a mental health trust can bring challenges to the workforce that may not be
experienced in other NHS organisations such as increased incidents of violence and aggression toward staff.
We need to ensure our staff work in a safe environment free from harm and have identified this as a key area
for further development work. We will:
• Develop a task and finish group aimed at reducing incidents of violence and aggression towards staff and
develop clear protocols for staff safety
• Support work with partner organisations to review and enhance our processes to support and increase the
number of people with a Learning Disability working within GMMH.
Wellbeing in work is also influenced by the way staff feel about the organisation. We want to create the
conditions for staff to work in an open and transparent culture where they feel listened to and safe to speak
up. To achieve this we will:
•
•
•

Carry out further work to promote the Freedom to Speak Up Guardian role across the Trust
Continue to work in partnership with staff side to run staff forums across the Trust where staff have direct
access to senior managers and staff side to address issues at the earliest opportunity
Establish a systematic programme of Executive Team - `on the frontline’ visits to ensure direct
communication with senior leaders.

Employee engagement activities will also continue as set out earlier in the strategy as these are crucial to
understanding if we have set the right conditions for a healthy workplace.
The further development and embedding of the Schwartz Rounds will also offer a structured process for group
reflective practice for staff from all disciplines to reflect on the emotional aspects of their work.

High Impact Area 2
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We aim to transform our workforce to respond to changing needs and demands through the development of a
highly skilled, flexible and modern workforce
We will achieve this by:

1. Embedding systematic workforce planning and developing new roles
to effectively integrate into the workforce
The landscape of the NHS is continually changing, with Greater Manchester Health and Social Care changing
at pace. The Trust provides services across a number of different localities within Greater Manchester and
therefore needs to be responsive to each locality’s needs, whilst retaining an identity as a specialist mental
health provider.
The Trust is committed to working in a flexible way to enable integration aligned to each locality approach.
We already have an established record of partnership working and our staff are experienced in working within
multi-disciplinary teams. This will be further enhanced by working collaboratively with health and social care
partners across each locality to develop our workforce to work across boundaries and professional groups with
the community at the heart of everything we do.
The supply challenges have been a key driver for organisations to look at new roles and new ways of working,
however, there are other drivers for workforce transformation within mental health services. The Mental
Health Five Year Forward View sets out the investment and reform agenda for mental health with more care
delivered within the community. It states to deliver the proposed growth and transformation we will need
multi-professional teams delivering person-centred care combining traditional professional roles with new and
enhanced roles such as peer support workers, nursing associates, assistant practitioners, assistant psychologists
and personal wellbeing practitioners. In addition there is recognition that the shape and composition of the
medical workforce needs to adapt.
The Trust has started to introduce the role of Physicians Associates and Trainee Nursing Associate placements.
In order to effectively introduce new roles into the workforce there needs to be role clarity on the existing and
new role descriptions to ensure they complement and enhance rather than duplicate or confuse practice.
To achieve this we will:
•

•
•

Carry out a detailed review of the service needs/tasks and duties required in order to build the right skill mix
model for our services utilising the professional and specialist expertise and skilling up the wider workforce.
This will inform the longer term workforce planning required to ensure the future supply issues can be
addressed
Support service transformation through effective organisational change processes and work with our staff
side partners to enable a smooth transition for staff affected by change
Offer training, development and support for all staff experiencing change and work with line managers to
help them understand the emotional impact of change.

In addition, we will connect with the service innovation and development around the digital mental health care
agenda. We will:
•

Enable staff to contribute to the developing digital mental health agenda and support the culture and skills
development required to work in a different way to improve productively and enhance care.
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2. Improve organisational performance through workforce productivity
Workforce productivity is key to the delivery of high quality services. Staff need the right tools to do their
jobs effectively and the right systems and processes to make their jobs satisfying. We want to ensure that our
highly qualified staff are not spending too much of their skilled time on administrative and other tasks that
can be carried out by others. To improve productivity and release more time to care we intend to carry out a
programme of work to review the duties and tasks of our clinicians and consider the technical and additional
support that may be required.
We will:
•

Carry out a review of the nursing tasks of a `Model’ Ward and Community Team to see if systems/
processes can be streamlined or carried out by other staff members, leaving nurses more time to care.

The provision of high quality services can be affected by a number of workforce productivity factors including
sickness and other absence, poor performance, presenteeism, high level of vacancies and high turnover, and
increased use of agency staff.
Whilst the focus on supporting staff attendance and promoting staff health and wellbeing opportunities is a
positive factor in addressing this, we will also continue to robustly manage sickness absence. We will:
•

Continue to support line managers in the management of sickness absence through monitoring reporting
and HR Advisory support

•

Support staff through our Occupational Health and Employee Assistance Programmes.

We aim to drive down agency usage through:
•
•
•
•

Reducing the time posts remain vacant by improving the recruitment processes and time to fill rates
Continued Executive oversight of agency use and senior management accountability
Robust agency approval processes
Development of collaborative bank solutions and cost effective temporary staffing options for the
organisation.

High Impact Area 3
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Outstanding Leadership and Management
Development
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Effective leadership and positive management enables the development of a high performing organisation and
provides a positive employee experience which in turn creates the right environment for our service users and
carers to receive the best possible care.
We strive to deliver high quality, efficient and effective care and to support this our approach to leadership
puts clinical staff at the heart of decision making through our `clinically led, operationally partnered,
academically informed’ model of leadership.
This means our services are led by expert clinicians, partnered by senior operational leaders who lead the
delivery of clinical practices that have been developed through evidence based research by our own highly
acclaimed Research and Innovation Specialists.
At GMMH, leadership exists for everyone. It exists far beyond the process of line management and can display
itself through empowering staff to be innovative and engaging them in the development and improvement
of our services. By taking this approach we can ensure that our future leaders can be grown from within and
enable an inclusive working environment that represents the communities we serve.
Our commitment to develop leadership capabilities goes beyond the Trust and the NHS and recognises the
importance of developing our leaders within the context of a wider health and social care community to ensure
our models of integrated care can flourish.

1. Develop a culture of coaching and mentoring.
It is widely acknowledged that coaching is used as a tool to empower individuals to become self-aware of their
own development needs and goals and supports them to take positive action. Mentoring is a more direct
approach which will enable our current leaders to share their skills and expertise with others to enable them to
learn and grow.
We will:
•
•
•

Train a cohort of internal coaches and create a formal coaching network for staff to access
Increase access to the North West Mentoring Scheme, and other similar offers that exist across the Health
and Social Care Partnership
Embed coaching skills within all formal leadership programmes to enable coaching conversations to take
place as a matter of norm.
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2. Develop a formal values based Leadership Development Programme
with compassionate and inclusive leadership qualities embedded
throughout
Compassionate leaders pay close attention to the people we lead, understand the situations they face, respond
empathetically and take thoughtful and appropriate action to help. Inclusive leadership is demonstrated by
leaders who are aware of their own biases and preferences, actively seek out and consider different views and
perspectives to inform better decision-making. They see diverse talent as a source of competitive advantage
and inspire diverse people to drive organisational and individual performance towards a shared vision.
We will:
•
•
•
•
•

Provide bespoke Organisational Development support for local Senior Leadership Teams to develop as a
multi professional collective
Develop a Future Leaders Programme for our most talented staff to access, together with the development
of a framework to support their future career mapping linked into succession planning and appraisals
Develop a suite of accessible leadership development programmes as part of the apprenticeship service to
ensure all staff can identify a pathway of development should they wish to develop leadership capabilities
Participate in and support the NHS Graduate Management Training Scheme
Provide bespoke, targeted leadership development opportunities for our:
• BAME workforce
• Disabled workforce
• LGBT workforce.

High Impact Area 4
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3. Increase opportunities for staff to develop self-awareness around
leadership behaviours, and increase individual’s toolkits for their own
leadership development.
All our staff are leaders within their own right and have the ability to influence change and improve services.
Those who may not sit in traditional leadership roles are known as informal leaders. Informal leaders are
people who influence the behaviour of others through role modelling, positive leadership behaviours and
engaging in the overall objective of the organisation.
We will:
•
•
•

Develop a series of Leadership Masterclasses for all staff to access
Regularly publicise resources and toolkits for staff to easily access
Embed our leadership behaviours to sit within our values and alongside our behaviours for all staff.

4. Equip those with formal line management responsibilities with skills
and tools that enable them to people manage to the highest possible
standard.
We recognise that highly skilled managers are key to ensuring the highest levels of staff engagement and are
critical to ensuring positive employee health and wellbeing exists across the organisation.
It is essential that line managers are aware of their own leadership styles, behaviours and approaches as well as
understanding what motivates others. This will enable line managers to adapt their management style to get
the best from their individual staff members.
We will:
• Develop a simple framework that will support all line managers to plan and deliver key people
management tasks which clearly articulates expectations for all
• Develop Management Development Programmes which support and guide managers through key HR
policies and processes
• Ensure a specific focus within the line management development programmes on:
• supporting the mental wellbeing of staff by understanding the influencing factors that affect mental
health and wellbeing and signs and symptoms of mental ill health
• understanding the motivators of different generations within the workforce.
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High Impact Area 4

5. Create a culture that empowers, enables and promotes learning and
sharing.
The way care is provided is changing. Nationally it is acknowledged that people benefit from care that is
person-centred and co ordinated within healthcare settings, across mental and physical health and across
health and social care. For care to be integrated, organisations and care professionals need to bring together
all of the different elements of care that a person needs and to do this we need to ensure a culture of working
together is maintained.
Development of our leaders to work within systems and across boundaries is crucial in ensuring our
organisational influence and effectiveness across the changing landscape of integrated care.
We will:
•
•
•
•
•
•
•

Hold regular forums for Senior Leaders to collaborate on areas of business across the Trust
Encourage organisational Senior Leaders continue to engage with other health and social care leaders
across the Trust footprint
Engage our leaders in Systems Leadership Development either internally or through external leadership
programmes
Support new leaders through the allocation of a buddy from a different area of the organisation to support
the creation of lifelong networks
Promoting and actively engaging in the work of the NHS Leadership Academy, North West Employers and
other organisations that will support our leaders to stretch their knowledge
Establishing a development programme for Ward Managers
Establishing a development programme for new Consultants.
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Delivering the Strategy
Workforce risks are one of the highest priority risks NHS organisations are currently facing. The workforce
strategy sets out a significant amount of activity required to address the workforce challenges which are all
important and essential in developing a sustainable workforce for the future. In order to ensure there are
sufficient resources and capacity to deliver the actions a full review of the current structures and capacity
within the HR and LD team will be undertaken. This will ensure the existing roles are focussed and aligned to
the strategy, but also identify any gaps and resource requirements that will be needed for the future.

Evaluation
The workforce strategy action plan will be monitored and measured via quarterly collaborative Workforce
Strategy Sessions. Performance measures will be developed and evaluation/progress against the strategy will be
reported to the Trust Board.

32

Workforce and Organisational Development Strategy

Glossary
Advanced Practitioner

Advanced clinical practitioners (ACPs) are skilled healthcare professionals,
practising across a range of fields, such as nursing, pharmacy, emergency
medical services (paramedics) and adult and children’s therapies.

Advanced Quality
Alliance (AQuA)

NHS health and care quality improvement organisation at the forefront of
transforming the safety and quality of healthcare

AHP

Allied Health Professionals staff group - comprises 14 roles, including Art
Therapist, Occupational Therapist, Dieticians, Physiotherapists, Speech and
Language Therapists, Podiatrist

Apprenticeship Levy

The Apprenticeship Levy is a new tax which aims to fund three million new
Apprenticeships in England by 2020. All organisations with an annual paybill of
£3m or more pay 0.5% into the apprenticeship levy each month. Organisations
can then draw down levy funds to support apprentice training for staff and new
recruits.

BAME

Black, Asian and Minority Ethnic

Coaching

Coaching is a form of development in which a person called a coach supports a
learner or client in achieving a specific personal or professional goal by providing
training and guidance

CPD Apply funding

Continued Professional Development Funding previously supported by
Health Education England (HEE) to access modules with North West HEI’s for
professionally registered non-medical staff.

CPD Budget

Continued Professional Development Budget

Degree Nurse
Apprenticeship

An alternative route to gaining a nursing degree through an Apprenticeship

Disability Passport

An Employee Passport developed to support GMMH staff with disability
conditions to maintain a record of reasonable adjustments

Dying to Work
Charter

An employment charter signing up to the Dying to Work Campaign supporting
staff with terminal diagnoses

Employee Assistance
Programme

An employee assistance program (EAP) is an employee benefit program that
assists employees with personal problems and/or work-related problems that
may impact their job performance, health, mental and emotional well-being

Freedom to Speak Up
Guardian

The Freedom to Speak Up Guardian acts as an independent and impartial source
of advice to staff at any stage of raising a concern, with access to anyone in
the organisation, including the chief executive, or if necessary, outside the
organisation

HEE

Health Education England
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HEE Cash Allocation

Health Education England Cash Allocation provided to NHS trusts to support
continued professional development of non-medical professional staff

HEI

Higher Education Institute

Internal Transfer
process

A Trust process to facilitate movement across the organisation to similar roles
without undertaking the full recruitment process

KPIs

Key Performance Indicators

LGBT

Lesbian, Gay, Bisexual and Transgender

Mentoring

Mentorship is a relationship in which a more experienced or more
knowledgeable person helps to guide a less experienced or less knowledgeable
person.

MINDFUL Employer

MINDFUL EMPLOYER® is a NHS initiative run by Workways, a service of Devon
Partnership NHS Trust. Workways supports people with a mental health
condition to find or remain in employment.

NHS Leadership
Academy

Part of Health Education England (HEE), the NHS Leadership Academy works to
deliver excellent leadership across the NHS to have a direct impact on patient
care.

NHSI Retention
Improvement
Programme

NHS Improvement programme to improve staff retention in trusts across England
and bring down the leaver rates in the NHS by 2020.

North West
Employers

A not for profit membership organisation providing an extensive range of advice,
support and development opportunities to the 41 local authorities and their
partners across the North West

Nursing Associate

The Nursing Associate role is a new support role that will sit alongside existing
healthcare support workers and fully-qualified registered nurses to deliver handson care for patients

Physicians Associate

Physician associates are medically trained, generalist healthcare professionals,
who work alongside doctors and provide medical care as an integral part of the
multidisciplinary team. Physician associates are dependent practitioners working
with a dedicated medical supervisor, but are able to work autonomously with
appropriate support

Preceptorship

The Nursing and Midwifery Council defines a preceptorship as ‘a period to guide
and support all newly qualified practitioners to make the transition from student
to develop their practice further’.

Schwartz Rounds

Schwartz Rounds provide a structured forum where all staff, clinical and nonclinical, come together regularly to discuss the emotional and social aspects of
working in healthcare.

Stonewall

Stonewall is a lesbian, gay, bisexual and transgender rights charity in the United
Kingdom
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Systems Leadership

Systems leadership is i) collaborative and ii) crosses boundaries – organisational,
professional and virtual, therefore extending leaders beyond the usual limits of
their responsibilities and authority

Turnover rate

Trust process to facilitate movement across the organisation to similar roles
without undertaking the full recruitment process

WDES

The Workforce Disability Equality Standard (WDES) is a set of specific measures
(metrics) that will enable NHS organisations to compare the experiences of
disabled and non-disabled staff. Due to be launched in Autumn 2018

WRES

The Workforce Race Equality Standard (WRES) is a set of nine specific measures
that all NHS organisations are required to measure with associated actions
demonstrating how Trusts are addressing race equality issues in a range of
staffing areas.

Workforce and Organisational Development
Harrop House, Bury New Road, Prestwich,
Manchester, M25 3BL
0161 773 9121
www.gmmh.nhs.uk
facebook.com/GMMentalHealth
@GMMH_NHS

This information can be provided in different languages, Braille, large
print, interpretations, text only and audio formats on request.
Telephone: 0161 358 1644
Email: communications@gmmh.nhs.uk

