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Our People Strategy

The purpose of our People Strategy is to support our commitment to the NHS people
promise, to ensure that we hear everyone’s experience of working at SHSC and that
action supports our collective efforts to deliver high quality care.

Introduction to the strategy

Welcome to our People Strategy 2023-2026. This is a key enabling strategy for our
clinical and social care strategy, leading person-centred health and social care across
Sheffield, and supporting delivery of the Integrated Care System mental health and
learning disability priorities.

Our services users are at the heart of everything we do, and our People Strategy
supports our staff to reach their potential to deliver the best care.

Over the last 3 years we have worked hard to deliver our ambitions for a

healthy workplace, to recruit, transform and retain our people, develop our leaders,
and promote inclusion. There has been much learning from our Back to Good
programme, the challenges of COVID and we have engaged with our people to hear
what matters to them most.

We will continue to make improvements and build a workplace that is the best for all,
empowers staff to thrive and enables high performance in an environment that is
inclusive, and people centered, celebrates difference, and empowers people to bring
their whole selves to work.

Our SHSC Vision is to improve the mental, physical and social wellbeing of the people
in our communities.

Our strategic aims are to
e Deliver outstanding care.

e Create a great place to work.

e Make effective use of resources.

e Ensure our services are inclusive.

Our Clinical and Social Care Strategy sits at the heart of all our delivery plans. Itis
focussed on reducing health inequalities, and delivering care that is Person-Centred,
Trauma-Informed, Evidence-Led and Strengths-Based.

Our People Strategy aims to support the delivery of our organisational aims and our
Clinical and Social Care Strategy.
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LOOKING AFTER OUR PEOPLE

Create a values-based culture, focusing on the wellbeing of our people, supporting
staff to deliver outstanding care. We will have robust support in place, our people will
know we care for them.

BELONGING

We will all feel valued and included as part of Team SHSC and the NHS, work
together to embed equality, diversity and inclusion at all levels. aim to represent the
communities we serve, and our leaders will demonstrate inclusive leadership in all
that they do.

GROWING FOR THE FUTURE

We will nurture potential and provide development opportunities to enable all our
people to deliver their best and help us to access the right talent quickly.

NEW WAYS OF WORKING AND DELIVERING CARE

Working across Team SHSC we will maximise the skills of our people and their
experience to deliver outstanding care.

People Strategy 2023 - 2026

AND DELIVERING CARE
Working across Team
SHSC we will maximise
the skills of our people
and their experience to
deliver outstanding
care .
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The Clinical and Social Care Strategy

We will give We will What are we How will

care that is work with going to do? we do it?

» Person-Centred » Primary Care » Develop Care > Design services

> Evidence-Based > The City Models that to meet

» Trauma-Informed » The Wider System promote recovery people’s needs

» Strength-Based » Develop Team SHSC
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SHSC and Sheffield

Sheffield Health and Social Care NHS Foundation Trust (SHSC) employs more than
2,600 staff and has an annual income in 2021 of £131m. We provide predominantly
secondary care mental health, learning disability and specialist services to the people
of Sheffield.

Our strategic direction sets out where we aim to be as an organisation by 2025 and
what we need to do to get there, in an increasingly changing world and NHS
environment. During the short to medium-term we will be working hard to improve the
Care Quality Commission (CQC) ratings of our services, whilst also delivering our key
strategic transformation projects.

To get there our Clinical and Social Care Strategy and our strategic framework of
aligned enabling strategies will build a coherent programme of year upon year of
continuous improvement across all our services, departments and partnerships. Our
approach will be underpinned by a strong focus on living our values to support our
cultural development and truly inclusive behaviours.

About Sheffield

Sheffield is an unequa| ir:ﬂf:::xcultiple Deprivation 2019 in Sheffield LSOAs
city with an 8-to-10- i

year life expectancy

gap between areas

that are in the 10%

most deprived in the

country (Burngreave, WP,
Firth Park, Southey, imsmepm
Manor Park and

Castle, and Park and

Arbourthorne) and v

areas amongst the 1% i

most affluent in the UK ks
(Fulwood, Ranmoor

and Dore).

A decile
describes a
set of ranked data
after it has been
splitinto 10
subsections of
equal size

We have a high concentration of people seeking asylum and refugee status living in
the North of the city; a high population of people over the age of 65 years living in the
Southwest of the city; and a high population of students living in the city centre.

We know that people in poorer parts of Sheffield live shorter lives and have worse
health than those in more affluent areas. We also see similar disparities affecting
groups with specific shared characteristics, such as people from ethnically diverse
backgrounds, or people with learning disabilities. These differences and disparities are
the health inequalities that exist in our city, which we see as unacceptable. We
recognise that “one size doesn’t fit all” and our population requires different things of
our services.
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What has informed our strategy?

Our People Strategy sets out where we aim to be by
2026 and what we need to do to get there. Our
strategy is shaped by the national and local context,
our current position and the views of service users,
carers, our staff and our partners.

In 2020, the National NHS People Plan was published. This focused on four key
areas and was underpinned by the People Promise. Together, the People Plan and
People Promise are grounded in inclusion, belonging, growing and developing our
people, and embracing new and innovative ways of working. In November 2021, The
Future of Human Resources and Organisational Development in the NHS was
published. Following detailed consultation with stakeholders across the service and
acquiring expert advice from the Chartered Institute of Personnel and Development,
and Lancaster University, the reports set the blueprint for the delivery of people
services in the NHS for the next 10 years.

WHAT DOES THIS MEAN FOR SHSC?

We already know from benchmarking against our current People Strategy that the
national direction meets our ambitions, matches the insight from our own people,
and provides a platform to continue to transform people practices in our
organisation.

We will align our People Plan activities with the emerging national agenda which will
include:

. Enhancing digital capability to enable transformation, improve experience and
increase productivity.

. Working with our partners in the Integrated Care System (ICS) to build
capacity and capability at scale across the NHS.

. Aligning to national frameworks and policies developed as standardisation

increases across the NHS.
. Developing the HR and OD profession at SHSC to support our strategic
objectives and deliver on our plan

Policy context

Long term plan https://www.longtermplan.nhs.uk/wp-content/uploads/2019/07/nhs-
mental-health-implementation-plan-2019-20-2023-24.pdf

The NHS long term plan sets out how we face some of our main challenges, such as
staff shortages and growing demand for services, by:

Doing things differently: giving people more control over their own health and the
care they receive, developing ‘primary care networks’, and increased focus on
‘Integrated Care Systems’, to plan and deliver services which meet the needs of their
communities.
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Preventing illness and tackling health inequalities: Increasing contribution to
tackling some of the most significant causes of ill health, including new action to help
people stop smoking, overcome drinking problems and avoid Type 2 diabetes, with a
particular focus on the communities and groups of people most affected by these
problems.

Backing our workforce: Continuing to increase the NHS workforce, training and
recruiting more professionals — including thousands more clinical placements for
undergraduate nurses, hundreds more medical school places, and more routes into
the NHS such as apprenticeships. Make the NHS a better place to work, so more
staff stay in the NHS and feel able to make better use of their skills and experience
for patients.

Making better use of data and digital technology: Providing more convenient
access to services and health information for patients, better access to digital tools
and patient records for staff, and improvements to the planning and delivery of
services based on the analysis of patient and population data.

Getting the most out of taxpayers’ investment in the NHS: continue to work with
doctors and other health professionals to identify ways to reduce duplication in how
clinical services are delivered and make better use of NHS resources.

To deliver the Long Term Plan the NHS made a People Promise.
https://www.england.nhs.uk/wp-content/uploads/2020/07/NHS-People-Promise-

summary.pdfc

This promise underpins our strategy and will continue to shape the narrative and
actions for us to look after our people.

Where are we now?
Workforce profile

SHSC currently has an average headcount of 2684, our turnover in 2022 was
14.97%. This number includes 435 staff who identify as ethnically diverse, with 195
not stated. 945 (35.2%) of our staff are aged over 50, the workforce is predominantly
female (70%) with 36.5% of our people working less than full time. We recognise we
have more to do to increase diversity in our workforce, to enable flexibility across the
whole organisation, improve the numbers of ethnically diverse staff in senior
management positions, and to tackle retention and reduce turnover to continue to
develop and grow our workforce. Our strategy will provide the foundations on which
to deliver these objectives. See Appendix A for a full breakdown of our people data.

What is going well?

Partnership working

Partnership working with staff side and trade unions has supported us as an
organisation through some challenging times in the last 3 years, COVID, System
changes, financial pressures on the cost of living, industrial action have provided us
with a stronger platform to take action together and strengthen a healthy relationship.
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Staff networks

Our staff network groups are thriving and provide space to support individuals and
provide challenge, advice and views contributing to improvements in our
organisational culture. Our staff networks are key enablers in supporting our
inclusive culture and we will continue to build on the foundations of the last three
years.

System collaboration

We have developed strong system partnerships within our ICS supporting the
development of shared systems, networks and exploring opportunities. We trialled
the NHS Health and Wellbeing Framework as a trailblazer and participated in the
‘Flex for the Future’ campaign to support us to improve our approaches to flexibility
at work.

What do we need to improve?

Wellbeing

Whilst we have developed a strong and collaborative wellbeing offer with our
internal networks and Integrated Care System partners, we know that the experience
of staff as reported in our annual Staff Survey and People Pulse is lower than we
aspire to be. We therefore need to identify and focus on initiatives that will make
most difference to our people.

Engagement

Our Staff Survey and People Pulse results are lower than we want them to be,
although we are starting to see improvement in both response levels and results. We
must continue our focus on improving the ways we engage and communicate with
our staff as a priority.

Career pathways for all staff

Our Health Care Support worker career pathway is enabling recruitment and
retention to these care roles, with the opportunity for greater progression and
movement in NHS roles across all professions, we will support improved retention.

Diversity and Inclusion

Our Staff Network groups are an important voice championing inclusion in our
organisation. We must continue to support and provide an infrastructure for their
voices to be heard and to influence decisions.

We have progressed work that is starting to improve the experience of staff working
on our wards and in community settings who experience racism and other hate
related incidents building on collaborations within the organisation and externally
with south Yorkshire Police, we need to continue to drive this forward.

Our data shows us that there is a big difference in the percentage of staff from
ethnically diverse groups in lower and middle grade pay bands and the percentage
in higher pay bands, this ‘disparity’ is not improving and we need to take action now
to look at why this is, in some areas we have made progress however we need to
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look at not only recruitment but also retention and ensure that our talent and career
progression is inclusive and addresses barriers.

We have worked hard to improve opportunities to listen to disabled staff and we
know that staff are not able to access the adjustments that they need to take away
barriers that they may have to working in or gaining employment in our organisation.
We have established a group to look in depth at this area and our intention to
significantly improve the experience of staff in this area.

What is happening that can help?

Leadership development

We have co-produced a programme for our leaders, to ensure our people are well
led. Team SHSC: Developing as Leaders aims to develop compassionate and
inclusive leaders who enable delivery of our strategic aims, strategic priorities and
values. ‘Made by SHSC for SHSC’ it provides our leaders with a unique offer
compared with external provision and sets a clear message to our leaders of their
role in delivery of our vision.

Widening access and Employability

We are hosting two posts on behalf of the Integrated Care System to support
Employability and Widening Access. The improvements made in reducing attrition
and increasing appointments to our Health Care Support Worker posts highlight the
need for us to continue to attend to this area for all staff groups.

What do we need to pay attention to?

Retention

Retention is a national challenge. We know our turnover rates in some areas are
higher than our target of less than 10%. We are working collaboratively with
Integrated Care System partners to share good practices, explore opportunities and
build on our current work on retention.

Reducing agency spend

Our spend on Agency as a proportion of our spend on temporary staffing in 22/23 is
over 40%. Not only does this impact on the financial position of the trust, but the
guality and consistency of care can be impacted by high levels of temporary staffing.
By reducing reliance on agency, improving our internal temporary staffing provision
and therefore increasing more regular and consistent staffing we will further improve
the quality of care and the experience of work for our people.

Preventative and targeted measures to support reduction in absence

Absence rates since the onset of COVID have steadily increased, not recovering
fully after the last waves of infection. Targeted action to reduce absence, include
focussing on understanding the causes of absence, prevention and early
intervention, enabling managers and creating environments that support wellbeing.
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The views of staff, service users and partners

The approach we took in creating our People Strategy was to engage as widely as
possible with staff, service users, carers, and partners to listen to experiences, gather
ideas about improvements and priorities and bring people on board.

We adopted an open workshop model at the outset. This enabled us to decribe the
key strategic aims and identify objectives which would support those themes. These
were then discussed and considered further through a wide range of routes: .

e Staff Side

e Staff Network Groups

e Board

e Executive team

e Leaders

e Strategy leads

e Engagement and Experience team
e Peer support lead

e Open Workshops

¢ Integrated Care Board and NHS England
e Nursing Council

e Service Delivery Group

e Service teams

¢ Medical Recruitment and Engagement Group
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We captured feedback and ideas using various formats and forums. The graphic set
out below summarises one of the open workshops where we shared the draft aims
and objectives.
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How has this shaped our strategy?

Overwhelmingly the feedback has concentrated on the wellbeing and engagement
of our people, it is clear that as we deliver on the NHS long term plan and our plans
for SHSC we must actively demonstrate a commitment to the wellbeing and

experience of our people, they must feel they have a voice, we must celebrate our

achievements and provide access to opportunity for all.

The annual NHS Staff Survey and quarlterly People Pulse surveys are key tools that
we use to receive quality feedback from our staff. We use this valuable feedback to
direct all our action and to show to our people that what they say influences how we
lead and how we improve our services and staff experience. The Staff Survey 2022
results were published in March 2023 towards the end of our consultation process.
Our survey results provided us with confirmation of themes that have been identified
above — with wellbeing continuing to be a top priority. Our participation rate dropped

slightly (48% c.f. 52% for 2021) and this was seen on the national picture also. We
were pleased to see some positive small movement in our results in 77 of the 104
guestions, but overall it continues to be an extremeley challenging time for NHS staff
with a national back-drop of dissatisfaciton with pay and workforce shortages. We
continue to have much to work on as an organisation in the areas of ‘advocacy’ i.e.
recommending SHSC as a place to work and for care and our People Strategy
delivery plan focuses on what we can do to improve that day-to-day experience for
our fantastic staff — to help pthem do their jobs well and to feel valued and
recognised for their contributions in providing great care to service users.
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Our priorities

Through the development of our People Strategy, we have agreed the priorities that
will support us to make lasting improvements to the care we provide and deliver our
Clinical and Social Care Strategy, with our services users at the core of all we do.

Aim 1: Looking after our people

Create a values-based culture, focusing on the wellbeing of our people and supporting
them to deliver outstanding care. We will have robust support in place, our people will
know we care for them.

Why have we prioritised this?

We know that staff who feel healthy and valued give good care, and whilst we have
invested heavily in the last few years on listening, support offers for staff and setting
up an infrastructure that supports a wellbeing culture, we know we must do more to
reach all our people and for them to feel valued. The NHS People Promise “we are
safe and healthy” requires us to review our performance against the wellbeing
elements in the NHS Health and Wellbeing Framework and set our commitments to
Team SHSC.

Our goals for our people
e Focus on initiatives that support staff to stay well and healthy at work
e Build manager capability to prioritise wellbeing with individuals and teams
e Provide work environments that enable us all to thrive
e Turn our values into behaviours that we all understand and live by

Aim 2: Belonging

We will all feel valued and included as part of Team SHSC and the NHS, work together
to embed equality, diversity and inclusion at all levels. aim to represent the
communities we serve, and our leaders will demonstrate inclusive leadership in all that
they do.

Why have we priortised this?

Our people are at their best when they can bring their whole selves to work and in
environments where they can thrive. We have seen from the work already undertaken
to improve equality in the treatment of our staff through formal casework that inclusive
approaches which allow us to learn, reflect and evaluate can make a huge difference.
We have seen our formal casework drop by more than 50% since 2021. We want to
sustain and develop our just and learning approaches in everything we do.

Our goals for our people
« Embed and drive inclusive practices and diversity commitments
» Take a restorative just and learning approach in all we do

» Use quality data to direct our priorities for inclusive action
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» Develop compassionate and inclusive leadership

» Develop our impact as Team SHSC within Sheffield place, Integrated Care
System and wider NHS and professions

Aim 3: Growing for the future

We will nurture potential and provide development opportunities to enable all our
people to deliver their best and help us to access the right talent quickly.

Why have we prioritised this?

Recruiting and attracting talent is critical, but we also know that we need to retain and
provide opportunities to grow our workforce. We want our applicants to have the best
experience and to choose us over other employers and we want our people to thrive
and develop their career.

Our goals for our people

* Invest in quality data and use our workforce planning toolkit to help us grow our
workforce for the future

+ Optimise and revitalise recruitment practices with robust workforce plans in
place

* Provide new routes to build a career at SHSC

* Widen our approaches to attract and retain talent to SHSC and build a more
diverse workforce

Aim 4: New Ways of working and delivering care

Working across Team SHSC we will maximise the skills and experience of our people
to deliver outstanding care.

Why have we prioritised this?

We need to ensure we have support and structures that make it possible to access
the right guidance to make best use of the experience and skills of our people. This
means we need to provide managers with the development to have good quality
conversations and provide equality of opportunity wherever you work at SHSC.

Our goals for our People

» Effective supervision and 1:1s that focus on wellbeing, career, performance,
and prioritisation

» Create opportunities for on-the-job learning and apprenticeships
* Enable service improvement at all levels in all roles

* Address disadvantage and ensure equity

“This should be everybody’s experience....It is important that our
People Strategy and Plan reflects the experience of all staff’.

(Staff network group member)
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What will be different?

Every day across our organisation every service we provide is based on a rich
tapestry of experiences of care received and delivered. We believe that the learning
from the experiences from our services users, staff and carers gives essential insight
into the good care that is provided, but also the gaps that sometimes exists between
care as intended and care as experienced. We will use this insight to evaluate and
understand the impact of our People Strategy.

From listening to our service users, carers, our staff and key partners we are clear
about the benefits we aim to achieve from this strategy.

Trust strategic aims Intended benefits

Deliver outstanding care. Supporting our people to influence and make
improvements informed by those using our
services.

Creating learning environments where access to

Create a great place to work. N i
opportunities and development is equal.

Create a values-based culture that we all
understand and live by.

Attracting and retaining staff by providing
opportunities and job satisfaction.

Working environments where our people feel
healthy and thrive.

Reduced reliance on temporary staffing providing
career pathways that value difference and which
are person centred

Make effective use of
resources.

Increasing the representation of the communities
we serve, and providing development and
options for staff to deliver care in new ways

Ensure our services are
inclusive.

“There is not just a moral case for improving the
experience of our staff from ethnic minority backgrounds
it also benefits patients, productivity and performance”

Em Wilkinson-Brice (National Director for People, NHS England)
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Our delivery plan

We recognise that the changes we will implement need to follow the key deliverables
outlined within the NHS Long Term Plan, meet the needs of service users and carers,
commissioners and partners to deliver on the goal of improving quality and reducing
health inequalities. We will focus on incremental change, progressively strengthening
our partnerships and delivering tangible improvements in health and wellbeing.

We will set out annual delivery plans aligned to our business plans ensuring that
responsibilities are clearly articulated across SHSC.

Strategic Aim

Milestones

Impact

Set behaviours that deliver our
values everyday September 2023

Absence reduction action plan
implemented April 2023

Workforce dashboard implemented
July 2023

Diversity data as standard on people
reports July 2023

Menopause accreditation achieved
July 2023

Relaunch our Personal Development
Plan/appraisal (PDR) offer and
training for reviewers July 2023

Introduce a wellbeing conversation
into every supervision, PDR and
Mid-Year PDR review meetings
December 2023

Sickness reduction by
2% in yl.

Improved data
insights for managers
Recognition and
promoting access to
support

Shared expectations
of behaviors that
mean we live our
values everyday
Embedding wellbeing
check-ins as part of
line management
conversations

Strategic Aim

Milestones

Impact

Dedicated wellbeing roles in place

Communicate to all staff routes to
get involved and get their voice
heard e.g., team meetings, Freedom
to Speak Up champions, Staff
Network Groups August 2023

Build confidence in staff that the
Staff Survey offers a confidential
way for them to be heard and drives
change at SHSC and the wider
NHS. December 2023

Implementation of key
deliverables.

Establishment of staff
networks.

Improved
participation rate for
Staff Survey 2023
(target 60%)
Improved quality of
PDRs
Improved
effectiveness
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Support more opportunities for staff
to participate in away days which
give staff the opportunity to
contribute their ideas to team
development and service
improvement December 2023

New recognition agreement in place
with staff side (September 2023)

All leaders have the skills and share
values to employ a just and learning
approach in their areas of
responsibility (M)

People who work in our organisation
know what a just and learning
approach is and how this is relevant
to them (M)

We use diverse demographics to
inform our workforce decisions (M)

We will be active members of
relevant partnerships in Sheffield
and the ICS (L)

Our staff survey and people pulse
data will reflect positive and
equitable experience for Disabled,
Ethnically Diverse and LGBQ+ staff

e Formal Casework
reduced

Leadership development
delivery

demographic data including
social economic for
example postcode

Disparity Ratio

demographic data including
staff group and bank

leavers data by
demographic disability and
ethnicity gender carers ?

demographic data including
social economic for
example postcode

Staff survey questions - to
be identified people pulse

Strategic Aim

Milestones

Impact

Service led 3-year workforce plan in
place (August 2023)

New roles development integrated
into workforce planning (August
2023)

SHSC Recruitment plan developed

to deliver workforce planning
priorities (October 2023)
Deliver recruitment process

improvement plan July 2023
Full review of local reward and
benefits offer (December 2023)

e Increased
effectiveness of
planning

e Reduction in
vacancy rates and
reduced time to hire

e Reduced turnover
and vacancy rates
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Strategic Aim

Milestones

Impact

e Establish core expectations for our
managers and leaders July 2023

e Create development offers for
Team SHSC: Manager and Team
SHSC: Leaders, to enable our
people to deliver on these
expectations

e Review Agenda for Change
evaluation process Dec 2023

Build leadership and
management
capability that leads
to improved staff
experience through
better onboarding ,
quality of PDRs and
improved retention
Improvements to

disparity ratio

Resource plan

Resources

What is required to support delivery of our strategy

Workforce plan

The development of our HR and OD profession to deliver
people activities and support the organisation in new
ways. We will develop a set of core competencies

Digital plan

The development and integration of digital skills
capability for all staff. Learning needs analysis.

Estates plan

An environment for all that supports wellbeing and value,
investment in facilities to promote wellbeing e.g., access
to hydration / hot drinks / food.

Research & innovation

Support for staff to develop research and quality
improvement skills. Opportunities for research roles.
Awareness and access to our knowledge and library
services. Add in something about knowledge and library
services?

Quality plan Collaborative working to support quality improvement
and profession specific development
Finance plan Creation of establishments to support efficient workforce

reporting and planning and reduce reliance on temporary
staffing

Developing a values based culture

“Everything we do, all of us should reflect the values that we hold as
individuals and as team SHSC. It is all of our responsibilities to make this a
place we all want to work”

Strategy lead, engagement session
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Monitoring progress

We will review our performance in delivering this strategy. We will monitor the
implementation of our delivery plan, evaluate the impact this has and adjust our
plans when necessary as we move forward.

We will ensure that our programme of strategy implementation is triangulated, aligned
and embedded in our annual operational planning process and linked to regular
performance reviews. Effective governance arrangements will be important to our
success. The delivery and success of our People strategy will be reviewed by the
People Committee which is supported by the following assurance groups.

Health and Wellbeing Assurance Group

Inclusion and Equality Assurance Group

Organisational Development and Leadership Assurance Group
Workforce Recruitment and Transformation Assurance Group

Each year we will set out in our Annual Operational Plan the activities we will deliver
as part of our People strategy. The Annual Operational Plan is monitored through our
governance structure and progress reported to our Finance and Performance
Committee, each quarter.

Any risks relating to the delivery of our Strategic Direction will be escalated from the
Corporate Risk Register to our Board Assurance Framework and discussed at People
Committee and the Board of Directors.

Continuing to develop our plans with our service users, carers and staff

We will engage and implement our strategy by:

« Focussing on continuous engagement with Staff Network Groups, further
developing partnership working with Staff side and using our staff experience
survey and quarterly pulse surveys to inform our progress.

» Routinely reporting to the People Committee and Board of Directors via our
assurance and engagement groups.

« Using our People and Workforce dashboards to provide robust data insights

« Delivering on the people promise, aligning with the future of HR and OD and
ensuring our service users are at the heart of all we do

“Staff well-being, our physical and mental health, is key in ensuring that our
colleagues are well enough to be at work. Good physical and mental health
enables our staff teams to care for the most unwell, vulnerable and
sometimes most challenging service users in our community. By looking after
our staff in turn we look after our services users.”

(Dr Sara Whittaker, Consultant Clinical Psychologist and Head of Workplace Wellbeing )
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