TRUST BOARD
31 January 2019
AGENDA ITEM

18.1

TITLE OF PAPER

Board Development update

Confidential

NO

Suitable for public
access

YES

PLEASE DETAIL BELOW THE OTHER SUB-COMMITTEE(S), MEETINGS THIS PAPER
HAS BEEN VIEWED
n/a
STRATEGIC OBJECTIVE(S):
Quality of Care

Y

People

Y

Modern Healthcare

Y

Digital

Y

Collaborate

Y

Creating a high performing, unitary Board which empowers and
values staff
Ensuring that Board activities are planned effectively and are
aligned with and facilitative of the Trust’s strategic objectives.

EXECUTIVE
SUMMARY
The paper describes the Board development activity and our approach
to this over the past few years. It also sets out the diagnostics activities
undertaken in 2018, the outcomes of this and a plan for 2019/20.
Our approach to Board development aligns with:
- The new vision and strategy for 2018-23. This set a vision to
provide“…an outstanding experience and the best outcome for
patients and the team”.
- Our re-aligned governance and assurance framework.
- Our cultural focus, values and behaviours, and our ambitions to be
excellent leaders.
- The relevant lines of enquiry for the CQC Well Led domain.
There were some clear actions which arose from the Board
development sessions held in 2018. These include:
- Ensuring clarity of the role and remit of both the Executive and NonExecutive Directors.
- An exploration of the mechanisms by which Board members input
could be sought through alternate settings or forums rather than
through formal meetings.
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-

Arranging a further diagnostic or supportive piece of work around
enabling effective challenge and debate.

The plan for 2019/20 attempts to connect the Masterclass themes and
Board walkabouts, and a number of themes have been suggested
including
- Electronic Patient Record (Extended invite to TEC)
- Theatres utilisation
- Collaboration/ STP/ Groups
- CQC
- Cultural Intelligence
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1.0 INTRODUCTION
1.1

The paper describes the Board development activity and our approach to this over the
past few years. It also sets out the diagnostics activities undertaken in 2018, the
outcomes of this and a plan for 2019/20.

1.2

Our approach to Board development aligns with:
- The new vision and strategy for 2018-23. This set a vision to provide“…an
outstanding experience and the best outcome for patients and the team”.
- Our re-aligned governance and assurance framework.
- Our cultural focus, values and behaviours, and our ambitions to be excellent leaders.
- The relevant lines of enquiry for the CQC Well Led domain.

2.0 CQC WELL LED DOMAIN
2.1

The CQC’s inspections focus on key lines of enquiry as part of its ‘well-led’ domain.

2.2

The King’s Fund and the Center for Creative Leadership into leadership and culture
draw on a strong evidence base on five areas which Trust Boards should focus on to
ensure their organisation is well-led. These are:
1. Inspiring Vision – developing a compelling vision and narrative
2. Governance – ensuring clear accountabilities and effective processes to measure
performance and address concerns
3. Leadership, Culture and Values – developing open and transparent cultures focused
on improving quality
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4. Staff and Patient Engagement – focusing on engaging all staff and valuing patients’
views and experience
5. Learning and Innovation – focusing on continuous learning, innovation and
improvement.
2.3

Paragraph 3 below describes our progress in relation to the development of the board
against the five areas described above.

3.0 BOARD DEVELOPMENT – OUR APPROACH AND ACTIVITY OVER RECENT YEARS
3.1

Over 2016/17 there was extensive consultation and engagement with ASPH team
members, senior clinical leaders and the Trust Board to develop a new Trust Strategy,
with the aim to develop a vision and aims which match our culture and priorities.
The Trust aims describe what is most important for us – specifically a focus on ensuring
patients are treated with compassion, with shared decision making, in a safe way and
without delay and members of our team feel valued for the work they do.

3.2

Developing a compelling vision and narrative and ensuring that this is communicated
to our colleagues, patients and stakeholders is a core part of the board’s role, and the
way it shapes the organisational culture. In addition to the development of the strategy,
the Board played an important role in the launch of the strategy, engaging with
colleagues and in subsequent interactions with colleagues.

3.3

As part of the implementation of the new strategy, the Board has been aligning its
governance structures and process, through redefinition of the sub board committees
and development of a new Board Assurance framework. Our risk appetite masterclass
was a key way in which the Board was able to develop its thinking and expertise in
relation to this.

3.4

Alignment of our governance process has enabled the board and its sub committees to
be more strategic in its thinking and operation. Part of developing the confidence to do
this has been our ability to supplement colleagues understanding of the business so that
discussion, debate and assurance can be more strategically focused. We achieve this
through operational deep dives which have taken place within our Board masterclass
sessions. An example of this would be the deep dive into the emergency care pathway
facilitated by the Director of Operations for Unplanned Care.

3.5

Our Board walkabouts have been a key way for the Board as leaders to develop open
and transparent cultures. Our ambition was to
- Create a culture that supports and promotes safety and wellbeing for patients and
colleagues by fostering transparency, learning and continuous improvement.
- Empower staff to find local solutions to issues they are facing.
- Demonstrate Board level support for staff-reported concerns.
- Celebrate staff driven quality improvements.
- Initially scheduled monthly – NED, Exec and Governor participation.

3.6

A formal review of our walkabouts is resulting in alterations to the logistics and format
but it has been agreed that these are a valuable intervention for all parties and will
continue to form part of how we shape the culture and engage with others.
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3.7

A Board buddy system based on an Exec/Non-Exec pairing allocated a buddy area,
was launched at the same time as the walkabouts. The intent was to engender a firm
relationship between the ward/service area and their buddy pairing. At this stage the
buddying system has been paused to enable the Board to give more time/ focus to the
walkabouts.

3.8

The Board’s focus on strategy includes an ongoing assessment of service sustainability
to meet the anticipated demand, and as part of this an understanding of our current and
future roles within Surrey Heartlands Health and Social Care Partnership. Developing
our roles as system leaders has taken place through our individual and collective
attendance at STP workshops, conferences, membership of STP boards, and working
groups. The Board also invites system colleagues to open and closed board events.

3.9

Over the past 5 years, the Board has sought to increase its capability and skill set
around quality improvement, continuous learning, and innovation. Board
colleagues have individually attended the Trust’s QI training workshop in order to
understand more about the model for improvement, how you test change through PDSA
cycles, how you measure and review data for improvement. A number of the Board
reports such as the Quality report describes metrics and indicators using QI
methodology and analysis.

3.10

The Board also piloted a leadership development session with NHS Improvement in
relation to further enhance Behaviours for Improvement. In this session the Board
explored a framework for benchmarking organisational maturity in relation to governing
for improvement; and explored the role of the board in nurturing a culture in which
continuous improvement thrives.

3.11

During 2018/19, the Board undertook formal board development sessions in May and
November. Twice yearly Board away days will continue to form part of the board
development approach. The away day in May was an opportunity to get to know one
another better. We used our Lumina Spark psychometric profiles to explore our
collective strengths, ways of working and areas for development. We looked at what a
great board looks like and the culture we would need to work at our best. It was an
opportunity to share past, present and future ambitions and to get a common
understanding of board roles and responsibilities.

4.0 DIAGNOSTIC AND DEVELOPMENT PLAN FOR 2019/20
4.1

In November the Board undertook a number of activities which were intended to inform
the forthcoming board development programme for 2019/20. The session was designed
to prompt an exploration of the team culture in conjunction with the positive and
negative leadership behaviours which shape and affect this.

4.2

Effective team working as a Trust Board, was also a focus of the session, facilitated by a
group team working exercise. The Board also reviewed the 10 Kings Fund Leadership
Behaviours in order to consider their own strengths and areas for development and were
invited to consider what this meant in terms of gaps or areas where we may
inadvertently undermine our values and vision by our behaviour.
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4.3

The detailed outcome of the facilitated discussions and exercises are included at
Appendix 2. In summary, there was broad agreement around the following themes:
4.3.1 Team working:
- There was strong agreement that Board members felt their views were listened to
and that there was a positive culture of feeling able to question and challenge others’
opinions;
- There was strong sense of collaboration within the team and with others, although it
was recognised that it would be important to seek system partner’s views on this
point in order to triangulate;
- There was a perception that there was a lack of clarity around roles, remits and in
particular the value of the NED contribution in terms of their area of expertise;
- Overall the team did not feel it was as effective as it should be in ensuring effective
challenge and debate – Time constraints were considered to be partly responsible
for this but all present were in agreement that this would be a future area of
development.
4.3.2 Leadership Behaviours
- There was some congruence between the self-assessment by Non-Executive
Directors and Executive Directors in terms of strengths and their perceived areas for
development as detailed in Chart 1 and 2 (full detail at Appendix 2).
CHART 1
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CHART 2

5.0 PLAN FOR 2019/20
5.1

There were some clear actions which arose from the session which were agreed could
be taken forward at an early stage:
- Ensuring clarity of the role and remit of both the Executive and Non-Executive
Directors.
- An exploration of the mechanisms by which Board members input could be sought
through alternate settings or forums rather than through formal meetings.
- Arranging a further diagnostic or supportive piece of work around enabling effective
challenge and debate.

5.2

The intention is to develop a plan, which ensures connectivity between the Masterclass
themes and Board walkabouts. The wider themes are incorporated into the forthcoming
year development plan which is drafted at Appendix 1. These include:
- Electronic Patient Record (Extended invite to TEC)
- Theatres utilisation
- Collaboration/ STP/ Groups
- CQC
- Cultural Intelligence

6.0 RECOMMENDATION
6.1

The Board are asked to:
- Note our activity over the recent few years and in particular reflect on our
development effort in relation to the CQC KLOE for Well Led.
- Note the output of the formal board development activities in 2018, and the outputs
from the diagnostic.
- Consider the recommendations in relation to the Board calendar for 2019/20 and
make any further proposals.
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APPENDIX 1

Trust Board Schedule including masterclass 7 walkabout themes
Date

Location of TB mtg

Board
masterclass/Committee

Theme of masterclass/
development session

31 January 2019
28 February
2019

Ashford

Strategic Change Committee

St Peter's

No Board - Masterclass only

n/a
EPR (Extended invite to
TEC)

28 March 2019

St Peter's

Masterclass

Theatres utilisation

25 April 2019

Ashford

Strategic Change Committee

May - TBC

Off site

Board Development away
day - overnight

n/a
Collaboration/ STP/ Groups
– skills development &
scenario planning

30 May 2019

St Peter's

27 June 2019

Ashford

Masterclass

CQC

25 July 2019

St Peter's

Strategic Change Committee

n/a

Aug
26 September
2019
31 October
2019
28 November
2019
Dec

No board
Masterclass

Cultural Intelligence

St Peter's

Strategic Change Committee
Board Development session
and supper

n/a

No board

Theme of
walkabout

Yes
Yes
No - individually
arranged
No - individually
arranged

IT Procurement
/EPR

N/a
No - individually
arranged
Yes

CQC

no formal arrangement

Ashford

St Peter's

Include walkabout

Yes
No - individually
arranged
Yes
no formal arrangement

Equality and
Inclusion

Appendix 1
Board Development: Summary Report
13th Nov 2018

Patients first

Personal responsibility

Passion
for
Pride
inforour
teamPride in our team
Patients
firstexcellence
Personal responsibility
Passion
excellence

Team-working exercise - Poll Results

Role Clarity

Positive and
supportive
relationships
Reflecting
how we can
improve on
our work

• We all value each other’s roles in this team as making important contributions to our work
• Team members understand each other’s roles
• Team members are clear about their roles
• Members of the team build on each other’s ideas in order to achieve high quality

• Conflicts are constructively dealt with in this team
• Everyone’s view is listened to in this team, even if they are in a minority
• Team members have to communicate closely with each other to achieve the team’s objectives
• Team members are prepared to question the basis of what the team is doing

• This team is open and responsive to change
• This team co-operates with other teams and organisations to achieve our objectives,
• The team is always ready to identify potential weaknesses in what it is doing in order to
achieve the best possible outcomes for patients
• The team is effective in how it challenges and debates

12 respondents in total (8% = 1 response)

Patients first

Personal responsibility

Passion for excellence

Pride in our team

1. We all value each other’s roles in this team as making important
contributions to our work
• Quite a spread of responses
which is a cause for concern
• Some interpreted the answers
as ‘Is there room to improve?’

2. Team members understand each other’s roles

• Clear split of views and as
such some work requited
around role clarity

Patients first

Personal responsibility

Passion for excellence

Pride in our team

3. Team members are clear about their roles

• A repeated range of views
which supports the
requirement for further work
around role clarity

4. Members of the team build on each other’s ideas in order to achieve high quality
• Team noted it was easier to
be positive about this
question
• There is a need to understand
the gap between responses
however

Patients first

Personal responsibility

Passion for excellence

Pride in our team

5. Conflicts are constructively dealt with in this team
• It was suggested this showed
a measure of confidence in
feeling able to provide an
honest response
• Does suggest there is work to
be done around ensuring this
happens

6. Everyone’s view is listened to in this team, even if they are in a minority
• It was suggested this might
give false assurance due to
question phrasing
• Q: can we do more to
tackle/facilitate this?
• What means other than
meetings can be used to seek
views?
Patients first

Personal responsibility

Passion for excellence

Pride in our team

7. Team members have to communicate closely with each other to achieve the team’s
objectives

8. Team members are prepared to question the basis of what the team is doing

Patients first

Personal responsibility

Passion for excellence

Pride in our team

9. This team is open and responsive to change

10. This team co-operates with other teams and organisations to achieve our
objectives
• Potential area for
development
• Are we too collaborative?
• Does the collaboration extend
too widely?
• What is the feedback from
partners?

Patients first

Personal responsibility

Passion for excellence

Pride in our team

11. The team is always ready to identify potential weaknesses in what it is doing in
order to achieve the best possible outcomes for patients
• Are we always right?
• It was agreed largely that
there is a culture that is open
to finding new ways and ideas

12. The team is effective in how it challenges and debates
• Often feel constrained by time
• All agreed - clear area for
development

Patients first

Personal responsibility

Passion for excellence

Pride in our team

Leadership behaviours: Trust Board
Leadership behaviours
Execs

Execs

Non Execs

Non Execs

Ensuring direction and alignment
Building partnerships between teams,
departments and organisations

Developing positivity, pride and identity

Building effective teams

Ensuring effective performance

Ensuring necessary resources are
available and used well

Helping people to grow and lead

Enabling learning and innovation

Modelling support and compassion
Valuing diversity and fairness

Patients first

Personal responsibility

Passion for excellence

Pride in our team

Leadership behaviours – Non-Execs
Non-Executive Directors
Non Execs

Non Execs

Ensuring direction and alignment
Building partnerships between teams,
departments and organisations

Developing positivity, pride and identity

Building effective teams

Ensuring effective performance

Ensuring necessary resources are
available and used well

Helping people to grow and lead

Enabling learning and innovation

Modelling support and compassion
Valuing diversity and fairness

Patients first

Personal responsibility

Passion for excellence

Pride in our team

Leadership behaviours – Execs
Executive Directors
Execs

Execs

Ensuring direction and alignment
Building partnerships between teams,
departments and organisations

Developing positivity, pride and identity

Building effective teams

Ensuring effective performance

Ensuring necessary resources are
available and used well

Helping people to grow and lead

Enabling learning and innovation

Modelling support and compassion
Valuing diversity and fairness

Patients first

Personal responsibility

Passion for excellence

Pride in our team

Leadership behaviours

Strong
correlation

Exec strengths
Ensuring direction and alignment
Ensuring effective performance

Exec areas for development
Valuing diversity and fairness
Ensuring necessary resources are
available and used well
Building effective teams

Common themes:
Compassionate leadership
Effective team building
Supporting learning and innovation

Non-Execs strengths
Ensuring direction and alignment
Ensuring effective performance

Non-Exec areas for development
Helping people to grow and lead
Enabling learning and innovation

Patients first

Personal responsibility

Passion for excellence

Pride in our team

