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TITLE Enhancing Staff Experience

EXECUTIVE SUMMARY This paper presents the ‘Enhancing Staff Experience –
Creating a Positive and Respectful Culture’ forward plan. The
plan has been produced in the light of both the Staff Survey
results of 2012 as well as the recommendations of the
Francis Report 2013.

BOARD ASSURANCE
(RISK)/
IMPLICATIONS

The overall results of the National Staff Survey indicate that
the staff experience merits continued attention. Staff
satisfaction is monitored through the Corporate Risk Register
and is a key risk on the Board Assurance Framework.

STAKEHOLDER/
PATIENT IMPACT AND
VIEWS

The views of staff are represented in the results of the
National Staff Survey 2012. Staff will continue to be consulted
to better understand their perceptions of the staff experience
and to ensure suitable interventions to improve this.

EQUALITY AND
DIVERSITY ISSUES

An appropriate response to the results of the National Staff
Survey 2012 will support the equality and diversity
framework.

LEGAL ISSUES All NHS Trusts are required to conduct an annual staff
survey.

The Trust Board is asked
to:

Approve the forward plan.

Submitted by: Andrew Liles, Chief Executive

Date: 18th April 2013

Decision: For Approval.
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Enhancing Staff Experience – Creating a Positive and Respectful Culture

Introduction
The attached forward plan has been produced in the light of both the Staff Survey results
2012 as well as the recommendations of the Francis Report 2013. Rather than being a
limited response to the Staff Survey results, the purpose of this plan is to set a refreshed
‘cultural tone’ for the Trust where staff and in turn patients experience a positive and
respectful culture. The plan is intended to provide an overarching approach for further
culture shift and at the same time includes some specific actions that relate directly to areas
of concern identified within the Staff Survey such as the quality of appraisal conversations. It
should be noted that some of elements of the plan build upon work already taking place
within the Trust such as Team ASPH where outputs will be seen over the next year.

Outcomes
The plan itself sets out desired outcomes and accompanying high level methodology. These
operate as descriptors of the type of culture we are working toward with particular focus on:

 Creating a greater sense of citizenship across the Trust achieved through active staff
engagement at all levels and a clear ASPH staff promise

 Demonstrating consistent values based leadership at all levels through the alignment
of leadership and management development with a set of Habits of leadership and
the resultant people management and change processes and dialogue

 Supporting team working as a vehicle for improved job satisfaction, encouraging
innovation as well as driving performance

Work is now underway identifying the specific work plans to deliver the outcomes of the plan
with clear Executive leads.

Process for shaping this plan
The Executive Team, led by the Chief Executive, have personally held extensive
conversations to gain a deeper understanding of the experiences of our staff through the
CEO Sounding Board, Team Brief, Staff Governors, the Employee Partnership Forum and
Listening groups for areas with particular issues highlighted by the Staff Survey. The ideas
offered via these conversations as well as the feedback shared have been reflected in this
plan or mainstreamed into existing work. The plan also seeks to reflect and respond to the
positive discussion between the NEDs and the Council of Governors responding to the
feedback from the survey and working together to develop the organisational culture.

Terminology
Citizenship – A combination of an individual’s commitment to the organisation as a whole
and their willingness to help one another in pursuit of team goals

Habits of Leadership - This term is used in this context to describe the behaviours we would
wish our leaders to display consistently and competently. The habits would be informed by
feedback received form the organisation and would be agreed with the Trust Board.
Examples may include providing staff with regular feedback, listen to your team’s opinion,
learn to have difficult conversations.
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Enhancing Staff Experience – Building a Positive and Respectful Culture

Desired Outcomes Methodology Lead Responsibility SO and BP cross reference

Increased citizenship of the organisation through

greater involvement in decision making

concerning the organisation’s forward plan and

patient and staff experience.

Continue to encourage conversations for change via

the CEO’s ‘Sounding Board’, Team Brief, Staff Brief

and informally via walkabouts and drop ins. Extend

the use of Appreciative Inquiry methodology to

change the nature of the conversations taking place,

growing AI capability across the organisation.

Trust Board SO2- priority 3(a)

Consistent approach to change management

where staff report that they are involved with

and supported throughout the change process.

Refresh the organisation’s approach to managing

change with particular emphasis on meaningful and

engaging dialogue.

DCE , DW & PMO SO2

A refreshed perception of the staff experience
and a complete understanding of what the Trust
offers.

Establish a visible and coherent ASPH staff experience
offer to prospective, new and current employees of
the Trust – The Employee Promise - including health
and well being support, a high quality appraisal
experience, support for raising concerns, receiving
feedback from reported incidents, and incorporating
zero tolerance of unacceptable behaviours.

DW N/A

First line managers in situ who:

 Are confident to engage with their staff,

respond to and provide regular feedback

and involve them in service improvement.

 Demonstrate “Habits of Leadership”.

Establish a robust management and leadership skills

programme for first line managers, including buddying

with colleagues and shadowing great team leaders in

the Trust.

DW SO2 – priority 2(a)

A more clinically led organisation with: Launch an integrated leadership programme for the

Trust Board team, Divisional teams, Specialty Leads

CEO/DCE/DW/MD SO 2 – priority 3(a)and 4(b)
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 Established “Habits of Leadership”

 Consistent value driven behaviours,

processes and messages

 Alignment of roles with strategic intent

 Clear lines of sight for frontline staff to

Speciality, Divisional and Trust Board teams

and new consultants from May 2013.

Increased ability of Specialty leadership teams’ to
deliver their agenda including:

 Managing local change initiatives

 Managing their own performance

 Establishing “Habits of leadership”

 Demonstrating consistent value driven
behaviours, processes and messages both
inter and intra team.

i) Continue to roll out team coaching through the

Team ASPH Programme to all Speciality leadership

teams across the organisation during 2013.

ii) Continue to build a ‘coaching culture’ through

training and deploying a cohort of internal team

coaches to work with teams at every level.

DMD/DCE & DW SO2- priority 2(e)

Increased satisfaction of Allied Health

Professionals with the patient care they are able

to provide and their influence across the

organisation.

Develop a strategy to increase the profile and

influence of AHP professionals across the Trust,

including establishing an AHP educational lead.

DCE/D&T Divisional

team

N/A

Tracked improvement in local survey results and

qualitative feedback in areas with particular

challenges.

Implement local strategies in areas where specific

issues have been identified, including Radiology,

Therapies, T&O, Estates and Pathology.

DMTs Local Divisional plans.

Better understanding of the effect of

interventions to enhance staff experience and

adjust accordingly.

Introduce a quarterly PULSE survey (internal survey

tool) to provide regular feedback on staff experience.

Involve staff governors in this process

CEO/DW SO2- priority 3(a)


