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Flowchart  

  

Right Values  

•  Employer of Choice and 
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Right People  

•  Attraction Strategies 
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•  Career Development  
• Workforce Planning/Redesign 
and Business Transformation 
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• Clinical Workforce   
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• Learning and Development 
• Career and Personal 
Development  
• Succession Planning 
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1. Executive Summary 

The People and Culture Strategy 2018–2021, sets out the strategic principles and objectives relating to the 

development of both our people and our employment practices. 

The Urgent and Emergency Care review identifies the Ambulance sector as holding an important position at the gateway of 
the health and social care system, a system facing unprecedented demands and a challenging agenda delivering integrated 
care against a backdrop of financial constraint.   This strategy aims to deliver sustainable people focussed solutions and the 
transformational change required to respond to the economic and social demands our services will face in the coming 
years. 

This overarching strategy now incorporates the previously separate Talent and Clinical Development Strategy 2014–2017 
and Equality and Diversity Strategy, ensuring a comprehensive and inclusive strategy.   

This strategy is intended to devise a three-year programme which progresses sustainable workforce planning, including; 
attraction and retention, career development, succession planning, engagement, employee involvement and health and 
wellbeing. This is concerned with ensuring the presence of a workforce with the capability to improve service delivery and 
patient outcomes. 
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2. Introduction  

The People and Culture strategy is built around the three pillars of Right People, Right Skills and Right Values 

with each pillar featuring structured objectives and a three year work programme which ultimately supports 

the Trusts vision of ‘Exceptional Care, delivered by Exceptional People’ and enables delivery of the Trusts 

three strategic goals:   

1. Every Team Member Matters 

2. Every Patient Matters 

3. Every £ Matters 

The strategy is underpinned by the Trust’s behaviours: professionalism, integrity and compassion. Each of the resulting 
objectives incorporates these behaviours to ensure they are reinforced in the work that we deliver and the initiatives we 
introduce. 

3. Objectives of the People and Culture Strategy  

This strategy responds to the organisations strategic intentions and local and national context through the 

following objectives: 

To provide sustainable workforce plans which respond to labour market challenges, strategic objectives, system-wide 

reviews, service redesign and changes in both the education system and professional bodies and colleges which influence 

and impact upon the supply and capabilities of our workforce.  

To recruit and retain talented people who share the values and behaviours we commit to as an organisation. 

To develop our people and support their development to ensure that they are best placed to continue to provide quality 
services to our patients. 

To eliminate discrimination and positively engage with under-represented groups and deliver initiatives to ensure inclusive 
teams and support the development of a more diverse workforce. 

To ensure Trust investment in workforce development is aligned to strategic goals, business priorities and succession 
planning. 

To support the health and wellbeing of our people, responding to the challenges of working longer and the external factors 
that can impact the health of our teams. 

To increase workforce flexibility, resilience and capacity.  

To engage meaningfully with our people, celebrate success and encourage a culture of compassion, supported by 
reflection and feedback to aid continual learning and improvement at an individual, team and organisational level. 

Develop an apprenticeship programme which provides meaningful employment and education options, supports our 
workforce planning and maximises financial return against the apprenticeship levy. 
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4. Strategic Intentions  

To ensure the Trust has the ‘Right People’ 

It is imperative that the Trust forecasts workforce requirements across all of its roles and services, and that service changes 
are accounted for in workforce planning. Challenging labour markets and a national skills shortage place greater emphasis 
on the importance of recruitment and attraction strategies, and ensuring return on investment and stability by equally 
focussing on retention. Developing our internal talent and providing long-term careers will improve our resilience, our 
leadership capabilities and our ability to meet organisational objectives, whilst providing development opportunities and 
rewarding careers for our people.  

Ensuring our people have the ‘Right Skills’  

This strategy features clear objectives to deliver a team with the prerequisite skills/experience to ensure responsive and 
effective patient care and optimise service outcomes. Our approach ensures staff have clear pathways to progress their 
careers, enabling SWASFT to nurture, develop and retain talented staff, meeting our business needs now and in the future.  
Leadership development is a key feature of the strategy in recognition of the influence effective, supportive and 
compassionate leadership has on the employment experiences of our people and how good leadership can critically impact 
the culture through the engagement, involvement and wellbeing of our people.  

Ensuring our staff have the ‘Right Values’  

This strategy is concerned with establishing the Trust as an Employer of Choice, to not only assist our attraction strategies, 
but to also ensure the existing workforce benefit from working in an environment where excellence is recognised and 
celebrated. Values and behaviours should support an environment of respect and care for one another with the health, 
wellbeing and engagement of our workforce a continued priority. 

Embedding Equality and Diversity, Dignity and Respect in all we do 

Equality and Diversity should no longer be seen as a separate agenda, additional and separate to the priorities detailed 
above.  Therefore, for the first time, this strategy incorporates within it, the aims and objectives from the previously 
separate Equality and Diversity strategy. In doing so, it ensures our strategic objectives are concerned with demonstrating 
dignity and respect for the things that make us different and wonderfully unique and that resulting initiatives ensure we 
can increase and celebrate equal opportunities, and maximise opportunities for diversity, inclusion and engagement.  
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5. Scope and Context 

This strategy supports the need for SWASFT to provide a team that can deliver an effective and wide range 
of clinical skills and support services in order to deliver its objectives, with patient care at the heart of 
everything we do.  

Recent national-level strategic reviews, including the Urgent and Emergency Care Review led by Sir Bruce Keogh (NHS 
England 2013), position the ambulance service as one of the most important gateways into the health and social care 
system, and as an integral part of urgent and emergency care provision.  

There is an explicit recognition that the ambulance service workforce has a vital role to play in addressing the challenges 
within urgent and emergency care, and that significant developments in the ambulance workforce will be required to 
maximise potential and to ensure every patient receives the most appropriate care in the most appropriate setting, 
enabling more patients to be treated in their own homes or local communities and reducing the amount of patients 
unnecessarily taken to hospital.  

This is brought to life in the Trusts Mission ‘To respond quickly and safely to patients’ emergency and urgent care needs, at 
every stage of life, to reduce anxiety, pain and suffering and the Trusts vision to provide ‘ Exceptional Care delivered by 
Exceptional People’. 
 
The Trust has a legal obligation to comply with the Equality Act 2010, Human Rights Act 1998 and European Convention on 
Human Rights 1953 along with Employment Rights Act, Health and Safety legislation and the NHS Constitution.  In doing so 
the Trust is required to demonstrate compliance with the Equality Delivery System 2, Workforce Race Equality Standards, 
Workforce Disability Equality System and Public Sector Equality Duty and Gender Pay Reporting. 

This strategy will help the Trust develop stronger partnerships with local patient stakeholder groups which can be used to 
understand the health needs of the different communities we serve which in turn can assist in the development and 
education of our people.  This in turn will strengthen the Trusts capability to adapt and develop understanding of the 
different communities we serve whilst also incorporating equality and diversity into our interactions and development 
opportunities for our teams. 

National guidance suggests that the current system of urgent and emergency care is unaffordable and unsustainable. The 
number of emergency admissions to hospitals continues to rise at a time when NHS budgets are under significant pressure. 
There is a clear need to adopt a whole system approach and SWASFT continues to work with its commissioners to achieve 
this. The first stage of the Urgent and Emergency Care Review (NHS England 2013) sets out key proposals to assist reform:  

 Helping people with urgent care needs to get the right advice, in the right place, first time 

 Providing highly responsive urgent care services outside of hospital so people no longer queue at the 
Emergency Department 

 Ensuring that those people with more serious or life-threatening emergency care needs receive treatment in 
centres, with the right facilities and expertise in order to maximise chances of survival and a good recovery 

 Connecting all urgent and emergency care services so the overall system becomes more than just the sum  
of its parts.  

Additionally the Carter Review (2016) highlights the significant and unwarranted variation in costs and practice across the 
NHS which, if addressed, could save the NHS £5bn.  Of these savings up to £2bn comes from the workforce budget, 
through cultural reform, the adoption of good people management practices and improving productivity and resource 
utilisation. 
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The National agreement which underpins the re-banding of Paramedics across England supports the principle aims of the 
Urgent and Emergency Care Review by maximising the skills and experience of paramedics to support more patients to be 
treated in their own homes and to avoid unnecessary admissions at hospital.  
  
The Berwick Report into Patient Safety (2013) recommended that the NHS Trusts should become learning organisation and 
that: ‘Its leaders should create and support the capability for learning, and therefore change within the NHS’.   The 
Cavendish Report (2013) on healthcare support workers in the NHS followed the Francis Report (2013) on values and 
behaviours.  Cavendish recommended that better training and education should be provided for NHS staff in pay bands 1 
to 4, and that leadership, supervision and support should also be enhanced for these staff.  
 

6. Delivering our objectives – A three year work plan 

The following pages feature detailed work plans which describe specific objectives under the three pillars of 

this strategy of Right People, Right Values, Right Skills.   

Importantly, the objectives seek to recognise the current status of each of these areas, recognising the work already 

delivered whilst describing detailed objectives which progress each of these to the planned future state. 

A timeframe is contained within each table, demonstrating the timescale associated with delivering the objective in its 

entirety and achieving the planned future state.  This should not be taken to mean that the objective itself is not being 

progressed as a priority; only that as many are delivered incrementally, delivery and completion of the objective may be 

achieved over a three year, rather than one year period.   
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Right People 

  

Subject 

 

Current Situation 

 

Objectives 

 

Future State 

1
st

 Y
e
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o
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Attraction 
Strategies  

A reduction in experienced Paramedic 
applications. 

Improvements on graduate 
application and conversion in 2017. 

Annual Student Conference 
introduced in February 2015. 

Greater engagement with universities 
both within and outside of LETB area. 

Improved creativity in attraction 
strategies and development of 
Employer Brand. 

Two overseas recruitment 
programmes delivered. 

Develop targeted recruitment and 
attraction campaigns for hard to recruit 
roles. 

Continue to embed a customer service 
ethos across recruitment activities and 
support candidate onboarding. 

Positive Action – production of Annual 
Demographic Report to help inform 
attraction strategies and positive 
action/engagement.  

Embed Employer Brand and roll out 
across all attraction activities. 

Deliver further Student Conferences 
and further embed the Trust with 
universities and HE colleges, both 
within and outside of Trust area. 

Achievement of projected 
recruitment plans and delivery of 
model for Paramedic recruitment. 

SWASFT positioned as an Employer 
of Choice within the labour market. 

Recognised as a proactive employer, 
actively engaging with the diverse 
communities we serve and striving to 
ensure our recruitment activity 
reflects our local population. 

Diversify supply route to hard to fill 
roles, using local, national and 
international routes and initiatives. 

Assessment  
and 
Selection 

Paramedic assessment process 
reviewed and amended in April 2016. 

111/999 advisors being selected using 
new assessment methods and online 
selection tools to assess better ‘fit to 
role’. 

Full review and audit of employment 
processes, change in governance and 
achievement of good compliance and 
robust escalation. 

Introduce output, input, activity and 
role profiling methodology for job 
descriptions. 

Review ECA assessment process to 
ensure it is fit for purpose and relevant 
to role. 

Develop recruitment and assessment 
training for line managers, focussing on 
promoting equality and inclusion and 
eliminating unconcious bias. 

Early Employment Review and support 
process established in areas of high 
turnover in early employment. 

Selection processes positively reflect 
Employer Brand and value 
proposition. 

Ensuring better fit to role, evidenced 
through performance and retention 
data. 

Reduced turnover in early 
employment. 

Sustainable 
Resource 
Planning 

The operational establishment report 
and forecasting which factors in all 
known intelligence about the 
movement of our resource. 

Assess resourcing implications of 
investment/disinvestment and 
changes in contracted service 
delivery. 

Assessing impact of external factors 
impacting supply or cost, i.e. Terms 
and Conditions (T&Cs), BSc, Living 
Wage, Apprenticeship Levy, 
Prescribing etc. 

Workforce forecasts produced 
annually in line with A&E Operating 
Plan  and five year workforce return 
submitted annual to NHS England. 

Delivered the National Band 6 
banding changes and the 
implementation of the new NQP role 
and asscociated infrastructure. 

Ensure safe employment levels and aid 
deployment of core resources. 

Development of sustainable 
contracting and T&Cs, to include bank 
and flexible worker supply. 

Develop organisational and innovative 
approach to working longer – enabling 
long-term sustainable careers for the 
ageing workforce. 

Engaging with HEE and individual 
educational providers to establish new 
pipelines of supply to meet the 
forecast need. 

Establish internal development 
programmes to meet workforce plan 
projections. 

Work with the Clinical Hub to 
determine a sustainable workforce 
supply plan, focussing both on 
attraction and career pathways for call 
advisors and sustainable supply of 
clinicians. 

A sustainable workforce plan which 
maximises skills to support patient 
care, diversifies from traditional 
supply routes and which responds to 
the changing workforce profiles of 
the STPs and changes in education.  

A resourcing plan which responds to 
changing expectations from new 
entrants to the workplace whilst also 
catering for a changing workforce 
demographic through  creative and 
innovative role design. 

Succession is provided through 
effective talent management. 

Resource plans for all business 
changes and informed by labour 
market analysis and innovations in 
health care delivery and technology 
advances. 
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Subject 

 

Current Situation 

 

Objectives 

 

Future State 

1
st
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e
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Retention A retention clause was 
implemented in 2015 through 
the use of training contracts. 

A new exit process was 
launched in July 2017, in order 
to improve our organisational 
intelligence around the reasons 
that staff leave the Trust.  

Delivery of a change programme 
to support common deployment 
model across the Trust area and 
address legacy variances (ie. 
Ambulance 
Technicians/Ambulance 
Practitioners). 

 

Introduce a staff resignation form that 
will be submitted directly into HR 
allowing timely notification, enabling 
interaction with leaver and reducing 
overpayments. 

Promote the importance of managers 
engaging with leavers. 

Learn from all leavers and encourage 
open engagement and feedback. 

Growth of our bank as a continued 
option for leavers to remain engaged 
with the Trust, but with improved 
governance around their use. 

Explore opportunities for rotational 
roles and dual contracts with other 
partner organisations to aid retention, 
whilst giving our workforce exposure 
to other healthcare/educational 
settings. 

Greater organisational 
knowledge regarding reasons 
for leaving which can be 
overlaid with other data from 
the staff survey and friends 
and family test to address 
reasons for leaving. 

Improved workforce planning 
and faster fill times for 
vacancies. 

Improved engagement scores 
and reduced turnover. 

2
n

d
 Y

e
ar

 P
ri

o
ri
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Talent 
Management 

Whole system approach to 
talent management launched 
April 2015, with Aspire Career 
Portal launched to promote this 
fully in April 2016. 

 

Embed talent management process to 
identify future leaders, ensuring they 
achieve their potential through 
promotion, lateral development or 
mentorship. 

Regular reviews of talent pools 
undertaken to determine areas of 
under-representation and skills gaps 
requiring specific action. 

Improved succession plans for 
future leaders and high 
performing staff. 

More responsive leadership 
training needs analysis (TNA) 
which targets identified 
shortfalls in talent by skill, 
location or under-
representation. 

3
rd

  Y
e

ar
 P

ri
o

ri
ty

 

Diversity and 
Inclusion  

Compliance with EDS2, including 
engagement with local groups. 

Areas identified for initial 
intervention as under 
representation of women and 
BME groups. 

Engagement with National 
Ambulance Diversity Forum and 
Employers Network for Equality 
and Inclusion. 

In conjunction with UWE, 
development and delivery of a 
Paramedic pre-entry 
programme targeted specifically 
at under-represented groups. 

Become a Disability Confident 
Employer/Leader (replacement 
of two ticks scheme). 

 

Introduce a programme to help 
develop future female senior leaders. 

Improve accessibility of information in 
line with NHS England Accessibility 
Standard. 

Incorporate positive action into 
Apprenticeship Strategy, actively 
promoting these opportunities to 
under-represented groups. 

Establish an Equality Steering Group 
to lead, consult with and promote 
initiatives and help inform future 
programmes of work. 

Improve engagment with 
underresepented  colleagues to learn 
about their experiences within the 
workplace to inform positive action. 
These forums will report in turn to the 
steering group. 

Monitor workforce demographics and 
utilise data, combined with feedback 
to inform positive action initiatives. 

Successful delivery and 
evaluation of identified initial 
programmes. 

Continue to promote equality 
through application of all OD 
and HR work and act as the 
advocate for minority groups. 

Established engagement 
forums for staff informing and 
leading intiatives and 
objectives 

A more representative 
organisation which is 
responsive to and 
strengthened by its diverse 
workforce. 

Established and recognised as 
a Disability Confident 
Employer/Leader. 

Improvement in the 
experiences of staff as 
reported through the staff 
survey and monitored through 
data. 
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Subject 

 

Current Situation 

 

Objectives 

 

Future State 
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Supporting an Aspirant 
Workforce  

Aspire Career Portal for all 
staff launched in April 2016. 

Clear career pathways 
articulated and available for 
staff at all operational levels. 

New Career Conversation 
launched supporting open 
dialogue on aspirations and 
assisting career and 
development planning. 

Increase in visibility of CPD 
via 
www.learnwithswasft.co.uk 
and opportunities to qualify 
as Paramedic. 

Development Programme 
and Mentoring Programme 
in place for all leaders at 
Band 8a and above. 

Development of rotational 
contracts supporting clinicians 
to work across the emergency,  
urgent and primary care arena 
and developing their skills and 
experience whilst providing 
continuity of employment and 
role security. 

Develop Aspire and continue its 
promotion, establishing this as 
the ‘go to’ place for all staff 
wanting to develop. 

Establish and widely promote all 
development opportunities and 
ensure an effective and 
responsive programme of CPD 
and Master Classes is delivered. 

Further programmes to support 
non-clinical career 
development. 

A culture of performance 
and aspiration. 

A clear succession plan for 
the future and 
development areas 
understood and 
responded to. 

A programme of CPD and 
leadership development 
which responds effectively 
to identified and known 
needs. 

Sophisticated rotational 
contracts developed 
enabling enhanced 
employment offering for 
career development. 

 

Workforce Redesign and 
Business Transformation 

 

 

New pathways to 
development  

Overseas recruitment and 
associated training to 
support transition. 

Delivery of large scale 
organisational change 
programmes, including 
service investment and 
disinvestments 

Delivered efficiencies in 
support services through 
Corporate Services Review 
17/18  

Initial Ambulance Nurse 
Programme to be effectively 
implemented and evaluated to 
include return on investment. 

Delivery of service redesign, 
investment and disinvestment.   

Review system and process 
across functions to improve 
cross departmental working and 
deliver efficiencies.  

New pathways established 
for future supply. 

Innovative workforce 
solutions explored in 
response to labour 
shortages, changes in the 
wider healthcare 
workforce as a result of 
changing healthcare 
systems and technological 
advances and innovation.   

An affordable and 
sustainable workforce 
aligned with business 
needs. 
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Right Values 

  

Subject 

 

Current Situation 

 

Objectives 

 

Future State 

1
st

 Y
e

ar
 P

ri
o
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ty

 

Career Conversation New career conversation 
launched in 2015 and further 
supported by Aspire.  

Improve reporting and data 
held, and proactively chase 
for compliance.  

Ensure quality of Career 
Conversations and engage 
with staff to ensure process 
is valued. 

Improved compliance on the 
number of career 
converstations and the quality 
of these (as reported in the 
staff survey). 

Employee Relations  

 

Effective case management.  

Coaching Managers to 
deliver routine management 
(sickness) without HR 
support. 

Good partnership working in 
place.  

Streamlined policy informed 
by learning arising from the 
management of cases. 

Streamline and modernise 
processes and practices 
whilst maintaining quality 
and safe outcomes. 

Coaching and training for 
managers to equip them to 
handle difficult employee 
relations issues, conduct 
high quality investigations 
and to effectively run formal 
processes with compassion, 
care and with due dillgence. 

Monitor and share case 
outcomes with wider 
organisation, dispelling 
myths and sharing learning 
across the organisation. 

Learning to be cascaded 
from every appeal to inform 
learning for all involved. 

Managers equipped and 
competent to manage locally 
and achieve fair, equitable 
and sensible outcomes for 
their staff. 

Responsive and efficient 
processes which support a 
more timely outcome. 

Improved outcomes at formal 
hearings, evidenced through 
findings at appeal. 

Embedding a 
compassionate leadership 
culture 

 

People focussed policies and 
practices. 

Management skills 
development   

Ledaership Development 
and Assessment Centres to 
inform leadership TNA and 
PDPs for senior leaders 

Better than average staff 
survey results for Ambulance 
Sector  

Undertake cultural suvery to 
further understanding 
prevailing culture and 
interactions between 
colleagues 

Full leadership development 
review resulting in 
leadership framework which 
promotes and celebrates 
compassionate, people 
centric leadership 

Raise awareness of zero 
tolerance to bullying 
campaign and ensure local 
and corporate actions 
support this aim 

Improved staff survey result. 

A leadership culture that 
nurtures its people and is 
person centric in its outcomes 

Engaged, motivated and 
aspirational leaders at every 
level  

Improved performance, staff 
satisfaction and engagement 
and improved indicators in 
relation to bullying at work. 

A culture which embraces 
openness and transparency 
and welcomes and is 
responsive to feedback from 
its people  
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Subject 

 

Current Situation 

 

Objectives 

 

Future State 
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Engagement Staff Roadshows delivered 
annually. 

Local action planning for 
staff survey and inviting 
contributions and 
participation. 

Engagement sessions 
designed to help inform 
future Aspire developments 
and encourage feedback on 
OD initatives.  

Develop local and corporate 
action plans to improve 
employee engagement. 

Run a series of staff 
roadshows across stations 
and EDs.  

Respond to staff feedback 
directly through mechanisms 
such as Aspire, roadshows 
and Staff Survey. 

Introduction of online 
engagement tools. 

Introduction of engagement 
groups for Health and 
Wellbeing and forums for all 
staffside reps to engage on 
behalf of their membership 
with Executive Directors of 
Operations and HR.  

Further improved 
engagement scores in the 
annual staff survey.  

An open culture where 
staff are encouraged to 
respond, engage and take 
the opportunity to do so. 

Greater engagement and 
involvement from under-
represented and minority 
groups to ensure 
initiatives are informed by 
rounded feedback from 
the widest possible 
audience. 

Values Based Selection 

 

Values based assessment 
practices used across all 
large scale recruitment 
(paramedics, call advisors, 
ECAs). 

111/999 Call Advisors being 
selected using 
scenario/value-based 
questioning. 

Introduce value-based 
interviews for every role. 

Introduce a new online 
assessment tool for ECA 
recruitment, enabling a 
better fit to to role and 
values to be assessed 
throughs scenario/values 
based questioning. 

All employees selected on 
values and behaviours. 

Selection processes 
positively reflect Employer 
Brand and value 
proposition. 

Employer of Choice and 
established Employer Brand  

‘Working Wonders’ people 
brand launched March 2015. 

Continue to embed the 
people brand.   

 

Develop onboarding process 
for new starters. 

SWASFT positioned as an 
Employer of Choice within 
the labour market. 

Employer Brand fully 
embedded and reflected 
in candidate experiences. 

Health and Wellbeing 

 

‘Staying Well’ service (SWS) 
launched December 2015.  

Peer Support Network 
launched April 2016. 

Occupational Health and EAP 
providers sourced in addition 
to specialist services for 
PTSD support. 

Continue to establish the 
working practices of the new 
SWS. 

Extend the offering of the 
SWS to include proactive 
interventions to better 
respond to stress, mental 
health in the workplace and 
suicide preventation. 

Undertake Evaluation and 
ROI on initiatives. 

Establish a programme of 
health promotion with 
particular focus on 
supporting mental wellbeing 
of our people. 

To have a workforce who 
are supported with their 
health and wellbeing, 
have access to a wide 
range of supportive 
interventions and are 
educated in healthy living. 

Establish a culture which 
is open about mental 
health and responsive to 
those in need of support. 

Act as consultant provider 
of H&W services to other 
emergency services. 
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Right Skills 

 

 

 

 

  

Subject 

 

Current Situation 

 

Objectives 

 

Future State 

1
st
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e

ar
 P

ri
o
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Leadership 
Development 

Introduced development centres 
for Band 8+ staff in April 2016. 

Dedicated leadership programme 
developed to respond to TNA 
undertaken from development 
centre results. 

Develop leadership TNA and 
provide leadership development 
programme that responds to 
these needs. 

Expansion of OO development 
programme across each division 
with specific programmes 
targeting under-represented 
groups. 

Deliver a programme of master 
classes and bitesize sessions. 

Undertake a further review of 
Leadership Development 
requirements following the 
Operational Structure Review in 
early 2018, resulting in a 
targeted programme which is 
concerned with responding to 
identified gaps and which 
supports new entrants to 
leadership roles. 

Improved leadership capability 
and succession planning. 

Improved engagement.  

Improved organisational 
performance. 

Responsive TNA to address known 
leadership gaps. 

A leadership programme which 
prepares and equips new 
managers to the role of 
leadership. 

 

Apprentices 

 

 

Ad hoc apprenticeship offering, 
departmentally led. 

 

In light of the apprenticeship 
levy, introduce a wider range of 
apprenticeships within the Trust, 
establishing links with Further 
Education. 

Introduce career pathways for 
apprentices. 

 

Deliver an Organisational 
Apprenticeship Strategy. 

Provider of 
apprenticeships/qualifications. 

Improvements in diversity of 
workforce profile. 

Improved career path and 
succession planning. 

2
n

d
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e
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o
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Clinical 
Workforce 
Development – 
Paramedics  

 

Development programmes in 
2015/2016/2017: 

 Specialist Paramedic 
Programme.  

 ECA to Paramedic 
Conversion Fast Track.  

 Distance Learning 
Programme. 

 Advanced Paramedic 
Practice. 

 CPD Modules. 

 

All supply programmes to be 
effectively implemented and 
evaluated to include ROI. 

Preparing the workforce through 
Aspire for future opportunities 
and pre-entry requirements. 

Joint contracting to improve 
retention and skills 
development.  

Ensure effective promotion of 
CPD opportunities and 
encourage engagement with 
these opportunities 

New pathways established for 
future supply. 

Educational and CPPD delivery to 
support integration and 
innovation. 
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Current Situation 

 

Objectives 

 

Future State 

3
rd

 Y
e

ar
 P

ri
o

ri
ty

 

Learning and 
Development   

Simbulance launched. 

New education centre 
(North Division Education 
Centre – NDEC) launched 
within the grounds of a 
university (UWE) campus, 
with shared university 
facilities now available to 
SWASFT staff on site. 

New Remote Clinical 
Decision-Making Module 
launched in collaboration 
with UWE. 

Higher education and 
teaching modules now 
availalable to staff. 

Advanced Practice project 
underway. 

Incentives for mentors and 
practice placement 
educators defined. 

Provide a range of pathways within 
which staff develop, including both 
short CPD offers and long award 
programmes which support career 
development, retention and quality 
patient care, ensuring these enable 
our workforce plan. 

Improve accessibility of SME utilising 
e-learning and technology solutions 
to aid compliance.   

For all training activities to come 
under the remit of education, 
ensuring SME compliance is 
appropriately monitored across all 
subject areas. 

Create a vision for advanced clinical 
practice development. 

Introduce clinical supervision 
sessions as a standard feature of 
operational clinical development. 

Compliance with all SME 
requirements. 

SWASFT will become a learning 
organisation with a strong 
research and education culture. 

SWASFT will utilise the 
opportunities provided by 
apprenticeships to maximum 
cost benefit, while enhancing 
opportunities for staff. 

Simulation and technology will 
enhance learning and will be an 
integral part of our training 
strategy. 

There should be a clear and 
robust quality loop which 
allows us to constantly improve 
our learning and development 
offer. 

 

Maximising 
technology to 
create efficiencies  

Paper-based pay slip 
process. 

Limited use of e-forms for 
staff changes, e-mail driven 
not automated. 

Dual inputting.  

Inconsistencies of training 
records. 

Maximise ESR self-service 
functionality provided through web 
based portal. 

Develop training and comms plan to 
support staff and manager self-
service. 

Implement e-Learning and  
Learning Management within ESR.  

Staff and manager ability to 
view and update information 
from any location at any time, 
including pay slip, personal 
details and address. 

Improved data accuracy 
through one point of entry and 
no duplication. 
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 People, Strategy Programmes and 
Initiatives 
Held Monthly. 

Meeting with operational heads of department to 
review, progress and update on objectives.  

 

 

 
 

People and Workforce Committee 
HR Report presented to every bi-monthly People and Workforce 

Committee Meeting. 
Scrutinises delivery of the Workforce Strategy and holds the Executive 

Directors’ Group to account. Provides assurance to Board. 

 

Senior Leadership Team Meeting 
Held Every Four Weeks. 

 

Trust Board of Directors 
 
 

Executive Directors’ Group 
Held Weekly. 

Monthly reports relating to Establishment and Sickness presented for assurance. 
Presents reports on hot topics and proposals arising from the Strategy for 

approval. 
 

 PRAG & JNCC 
(Joint Negotiations and Consultative Committee) 

Held Quarterly  
PRAG – Policy Development Group 

JNCC - Union engagement, negotiation and policy 
ratification. Responsible for dealing with issues 

arising from themes within the Strategy. 
 

HR AND OD THREE YEAR STRATEGY  

 

HR and OD Management Meetings 
Chaired by Deputy Director of HR and OD.   

Held Monthly. 
 

Informed by:  
HRBP Meetings 

Recruitment Meetings 
HR Services Meetings  

E&D Steering Group Meetings 
 

HR Senior Leadership Team Meeting 

Held Monthly. 

Chaired by Executive Director of HR and OD 

L&D Management Meeting 
Chaired by Head of Education.  

Held Monthly.  
 

Informed by:  
Commercial and Driver Training Meetings 

Divisional L&D Meetings  
Regional Education Forum (including 

representatives from partnership universities) 

 

L&D Management Meeting 
Chaired by Head of Education.  

Held Monthly.  
 

Informed by:  
Commercial and Driver Training Meetings 

Divisional L&D Meetings  
Regional Education Forum (including 

representatives from partnership universities) 

 

National HRD Committee  
(sub-committee of AACE) 

 

National Education Network  
for Ambulance Services  

 

 

Heads of Education Group  
 

National Ambulance  
Social Partnership Forum 

 
 

Executive Directors’ Group 
Held Weekly. 

Monthly reports relating to Establishment and Sickness presented for assurance. 
Presents reports on hot topics and proposals arising from the Strategy for 

approval. 
 

People and Culture Committee 
HR Report presented to every bi-monthly People and Culture Committee 

Meeting. 
Scrutinises delivery of the Workforce Strategy and holds the Executive 

Directors’ Group to account. Provides assurance to Board. 

 

Senior Leadership Team Meeting 
Held Every Four Weeks. 

 

 PRAG & JNCC 
(Policy Review Alignment Group and Joint 
Negotiations and Consultative Committee) 

Held Quarterly.  
PRAG – Policy Development Group 

JNCC - Union engagement, negotiation and policy 
ratification. Responsible for dealing with issues 

arising from themes within the Strategy. 
 

Health and Wellbeing Engagement Forum  
                                and 
    Equality and Diversity Steering Group  

Both Held Quarterly  
 

Subject specific Employee Engagement forums. 

 

 
 

PEOPLE AND CULTURE THREE YEAR STRATEGY  

 

HR and OD Management Meetings 
Chaired by Deputy Director of HR and OD.   

Held Monthly. 
 

Informed by:  
HRBP Meetings 

Recruitment Meetings 
HR Services Meetings  

E&D Steering Group Meetings 
OD and Project Meetings 

 

HR Senior Leadership Team Meeting 

Held Monthly. 

Chaired by Executive Director of People and Culture 

L&D Management Meeting 
Chaired by Head of Education.  

Held Monthly.  
 

Informed by:  
Commercial and Driver Training Meetings 

Divisional L&D Meetings  
Regional Education Forum (including 

representatives from partnership universities) 

 

National Ambulance  
Social Partnership Forum 

 
 

National HRD Committee  
(sub-committee of AACE) 

 

Heads of Education Group  
 

National Education Network  
for Ambulance Services  

 

 

 
7. Delivering the Strategy through the HR and OD 
Directorate Governance Framework  

This strategy has been shared for consultation with key stakeholders prior to ratification and will be formally launched in 
January 2018.   

The objectives detailed within will be delivered through dedicated work programmes set throughout the HR and OD 
directorate. Lead individuals will take responsibility for delivering associated programmes of work, ensuring appropriate 
governance to assess risk, obtain authorisation and ensure widespread engagement and involvement in the design and 
delivery of the initiatives which will help to shape and progress our workforce in line with the stated intentions within this 
strategy. 

The strategy will be delivered through the following framework, ensuring appropriate governance, overview and assurance 
is in place to support the directorate in achieving its strategic aims. 

 

   Trust Board of Directors 
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8. Review and Monitoring  

The delivery of the strategy will be reviewed annually and reported to the Trust Board and the People and Culture 
Committee as applicable.  The objectives within the strategy will be cascaded throughout the HR and OD directorate 
through the departmental work programmes and the setting of personal and team objectives, with delivery being 
monitored through the team meetings structure, 121’s and career conversations and through regular reporting to Director 
and Board Committees. 

The HR and OD directorate will undertake regular evaluations and reviews to assess the success of initiatives and 
programme completion, taking forward learning that arises to ensure a continual cycle of improvement is reflected 
throughout the delivery of this strategy. 
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