
 

We want to know what you think! 

This section of our Long Term Plan is still in development and has been shared at an 
early stage to allow time to incorporate feedback from local people, our partners and 
stakeholders.  

If you have any comments, questions or think anything is missing, we would 
really like to hear from you.  

Please email elhcp.enquiries@nhs.net before Friday 25 October 2019 so we can 
make sure your comments are considered before the document is finalised in 
November.  

 
Workforce and culture change 
 
To achieve the ambitions proposed in this plan we need a workforce equipped with the right 
skills, values and behaviours to deliver our health and care services. Additionally to meet the 
rising demand as our population grows and their health needs become more complex we will 
need both more people working in our local health and care system but also for our staff to 
work in in different ways.  
 
Our workforce programme is crucial to the success of our ambitions and the following 
chapter outlines how we will meet the expectations of the national NHS Interim People Plan 
and ensure we have a workforce fit for the future, equipped to deliver our vision and provide 
quality care and support to our local residents and that reflects the diversity of our local 
population.   
 
Over the next five years as we move towards an integrated care system for north east 
London and transforming commissioning by 2021 our workforce will need to adapt and 
change to work in an integrated way in flexible roles which require a wider skillset.  
 
An effective ICS will require a culture of high staff satisfaction across NEL, where people are 
encouraged to stay within the system and feel empowered to grow and develop in to their 
roles. Strong and effective leadership will be key and we need to ensure there is a 
leadership plan in place, which supports and develop our leaders. It is also essential that we 
are diverse and inclusive and improve our approach to the workforce, race and equality 
standard (WRES). 
 
Ultimately, we want to ensure we have a modern health and care system, which is robust 
and equipped to manage the needs of a growing and ageing population. Central to this will 
be a multi-professional integrated workforce-delivering primary and community health and 
care services. 
 
In order to meet this challenge we will need to develop these roles and market them 
effectively in order to attract people to north east London and to ensure more of our local 
population are able to work within our services. 
 
In line with the NHS Interim People Plan, we need to do the following: 

1. Support our current staff and make the NHS the best place to work 
2. Improve the leadership culture  
3. Address shortages in nursing 
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4. Deliver 21st century care  
5. Develop a new operating model for workforce 

 
What have we achieved so far? 
As a system we have been working together collectively since 2016 to address the challenge 
of recruitment and retention. This has involved the following: 

• We have set up infrastructure and governance to help us work together as a system. 
This includes the London Workforce Action Board (LWAB) which brings together 
employer HR directors, professional leads, primary and social care representatives, 
higher education leads, Health Education England and local workforce transformation 
leads, the ELHCP executive which comprises system leaders across the partnership 
and the NEL HR Directors Forum which brings together HR directors from providers 
and commissioning. 

• Marketing NEL as a place to live, train and work has been a big focus and we have 
developed a health and social care careers website focused on encouraging people 
to consider a career with us. This website includes information on why north east 
London is a great place to live and work offering different pathways depending on 
where you are in your career e.g. just starting out, already working in health and care 
or looking for a career change and links to job vacancies.  

• We have held careers fairs across NEL to promote the benefits of a career in health 
and care, these have focused specifically on GP recruitment. We have also engaged 
closely with schools and colleges to promote opportunities in health and social care. 

• We launched a Physician Associate Course with 70 percent of students now 
employed in roles in local GP surgeries and hospitals. We have a further 70 students 
on the course who will graduate in 2020/21. 

• Working with NHS England and NHS Professionals we are developing a model for a 
nursing bank in general practice to increase capacity and retention.  

• Recruiting GPs through the international recruitment scheme, with six in place so far. 
 
Each of our clinical workstreams are already working to address workforce challenges within 
their area as follows: 
 
Maternity – flexible career development has been established with midwives able to rotate 
around roles and organisations. This is aimed at attracting potential midwives to come to 
north east London and develop their career across the maternity system. We also have the 
ELHCP maternity passport, which allows midwives training and development to be 
standardised and recognised in north east London. 
 
Urgent and emergency care – working with partners across providers, primary care and 
London Ambulance Service to build opportunities for improved working across urgent care. 
 
Prevention – building on the opportunity to embed and develop social prescribing roles 
across care networks and the voluntary sector. 
 
Cancer – developing solutions for a flexible and adaptable cancer workforce for the Early 
Diagnostic Centre and developing career pathways across the system.  
 
Mental health – we have focused on building the workforce up to ensure patients have 
improved access to mental health services across north east London and that appropriate 
interventions are available through IAPT and Children and Young People services. 
 
Children and young people – to review and identify priorities for developing the workforce 
to support interventions for children with long term conditions. 
 



 

Social care – developing career pathways for clinical apprentice roles in care settings, and 
explore development of clinical skills champions in care linking and publicising opportunities 
through our careers and marketing platforms. 
 
Developing career pathways for care workers through supporting apprenticeships and 
explore the development of clinical skills champions in care which enable progression into 
nursing associate or nursing roles. Publicising these opportunities through our careers and 
marketing platforms. 
 
Primary care - embedding new roles in primary care as part of the primary care network 
development, underpinned by robust general practitioner and general practice nurse 
recruitment and retention programmes.  
 
Support primary care networks to include and involve all roles involved in personalised 
support in their development. Support social prescribers and care workers to work with 
primary care colleagues to develop new ways of working together and to embed intra-
professional learning. 
 
Our ongoing challenges and gaps 
As we work towards enhancing and growing our workforce to meet the needs of a new 
operating model we need to tackle the following challenges and gaps: 

• An expected high population growth and subsequent demand for services mean we 
need to ensure we both grow our workforce and retain them to meet this demand.  

• Competing priorities and demands – need to ensure workforce remains a priority for 
the system. 

• Impact of the political landscape and immigration policy on workforce. 
• Developing strong and stable leadership teams in the most challenged parts of the 

system. 
• Time required to change training routes especially apprenticeships. 
• Large scale OD programme to support the move to a new system model. 
• Enhance the reputation of the NHS and social care making it the best place to work. 

 
Dependencies 
Workforce is an enabler that cuts across all of our workstreams, as demonstrated above. It is 
also dependent on other key programmes such as improvements to digital, our work on 
estates and strengthening our links with social care. In order to meet our challenges it is 
essential that we continue to work closely with HEE, Higher Education Institutes and the 
NHS Leadership Academy as well as continuing to develop strong relationships with schools 
and further education institutes. We also need to work closely with the voluntary sector to 
develop and utilise volunteers.  
 
Our task over the next five years and beyond 
Ultimately we need to continue our focus on recruitment and retention and key to this will be 
preparing people and attracting them into entry level posts, developing them into roles and 
giving them long term career options.  
 
Targeting local people who already live in north east London and working closely with 
schools and colleges gives us the best chance to retain trainees and staff in order to meet 
the increased activity caused by population growth and increased prevalence in long term 
conditions  
 
Additionally offering clear career pathways, flexible working and improved health and 
wellbeing as well as developing clinical and managerial pathways and step down 
programmes at the end of people’s careers, we will be able to offer an attractive career path 



 

for people, showing them that the NHS is the best place to work and retaining our staff for 
longer.  
 
In support of the above and in line with the NHS Interim People Plan, we will: 
1. Support our current staff and make the NHS the best place to work 

• An improved focus on staff wellbeing and providing the best environment for our 
people. Focusing on collective workforce wellbeing strategies; providing proactive 
support to minimise sickness and absence.  

• We will ensure awareness and training on the Workforce Race Equality Standard 
(WRES) across north east London and take positive action to support entry points 
and development of staff.  

• A commitment to tackle bullying and harassment by raising awareness of bullying 
and harassment policies and creating a workplace where staff feel safe and 
respected and able to challenge behaviour and express themselves freely while 
building a common set of values. 

• Improve BAME representation in organisations at all levels and work together to 
ensure a standardised approach across organisations to managing talent and 
providing clear support for progression. 

• Establish a NEL People Board by the autumn of 2019 to take forward our people 
agenda. 

 
2. Improve the leadership culture  

• Establish cultural values and behaviours we expect from our senior leaders. 
• Implement leadership and management training and development opportunities to 

upskill staff. 
• Contribute to the establishment of a London wide talent board and establish a 

regional talent board as part of the London wide architecture and governance review 
to support talent management. 

• Work together to develop leadership competencies and programmes across sectors. 
• Develop BAME leadership through our WRES work, scoping this at a London wide 

level implementing this at a regional level. 
• Work with the London Leadership Academy to enable our leaders to deliver the best 

care possible to patients and service users. 
 
3. Address shortages in nursing 

• Continue to market NEL as an attractive place to live, train and work. 
• Work with local universities and education partners to deliver high quality health and 

social care training to students across the partnership. 
• Explore international recruitment as a medium term measure. 
• Expand nursing capacity (complete from the e-workforce tool - 27 September) 
• Building on our successful pilot programme, we will target 337 training nurse 

associates across NEL for 19/20 
 

4. Deliver 21st century care  
• Develop an holistic approach to workforce transformation and workforce growth by: 

o Outlining our plans for workforce growth – (complete from the e-workforce 
tool - 27 September) 

o Continue our work to develop apprentice roles across health and care, 
utilising the apprentice levy as a system and develop a new employment 
model for school leavers and learners. 

o Offer a structured approach to work experience with clear routes in to 
apprentice roles. 

o Ensure workforce is embedded in the overall efficiency and productivity plans 
for NEL.  



 

• Enable mobility of our staff across the health and care system through improved 
technology making it easier to move staff across organisations within the partnership  
 

5. Develop a new operating model for workforce 
• Increase capacity by: 

o Developing collaborative staff banks to enable flexible and cross 
organisational working.  

o Exploring provider collaboration models for example the spin scheme in BHR, 
which sees GP federations working closely with providers. 

o Building on the requirement for training placements across the health and 
care sector ensuring there are job offers on completion of training. 

o Explore how best to utilise roles such as physician associates, nursing 
associates and social prescribers. 

o Work with training hubs to increase our placement capacity. 
o Make best use of workforce modelling and business intelligence. 

• Increase volunteering opportunities across our health and care landscape and using 
this as a potential stepping stone to a future NHS and social care career. We have 
developed a project to scope and develop a model for volunteering in integrated care 
services in 2019/20 subject to NHS England funding.  

• Explore apprentice opportunities as 2.3% of WTE health employees must be 
apprentices, presenting opportunities for people to build a career in health and social 
care.   

 



 

The NHS as an anchor institution 
 
An anchor institution is one that, alongside its main function, plays a significant and 
recognised role locally by making a strategic contribution to the local economy through 
employment, purchasing power and estates. The Health Foundation defines the NHS as 
an anchor institution because the size, scale and reach of the NHS means it influences 
the health and wellbeing of communities simply be being there. As local NHS 
organisations, we have a responsibility to ensure that our functions and resources have a 
positive impact on local communities.  
 
Across NEL our NHS organisations employ large numbers of people, procure goods and 
own a large amount of estates and land, they are fundamentally tied to the wellbeing of 
the populations they serve and work in partnership with each other.  
 
Barts Health NHS Trust is a good example of what this means. It employs a large 
workforce (24,290 staff, students and volunteers), has a longstanding history in east 
London (established in 2012 with the merger of three NHS trusts, St Bartholomew's 
Hospital has provided continuous patient care on the same site for longer than any other 
hospital in England. It was founded, with the Priory of St Bartholomew, in 1123), owns 
significant building and land assets (five hospitals and c1,500 beds), and has established 
partnerships with other public services. Additionally Barts is undertaking innovative work 
across employment, sustainability, partnership building as well as opportunities for further 
work in procurement and estates use as follows: 
 

• Employment and careers – healthcare horizons which is focused on employing 
young people locally , Community Works for Health which supports general local 
employment and Project Search 

• Sustainability - no waste to landfill, Whipps Cross on-site clinical waste treatment, 
anti-idling projects and cooking oil repurposed as fuel 

• Estate redevelopment - Whipps Cross Hospital development and Whitechapel Life 
Sciences campus 

• Procurement - work on increasing local SME spend and commissioning living 
wage employers 

• Civic leadership/partnership - NHS/ELHCP, QMUL, UEL, local authorities/HWWBs 
and community/voluntary sector 

 
City and Hackney local system has committed to a year-long action learning programme 
which will involve local health and care partners in collaborating to identify opportunities to 
deepen their role as anchors in the local community. 
 
Each of our NHS organisations in NEL has a unique identity and we intend to maximise 
the social and economic value that the NHS as an anchor institution in NEL can bring to 
our local communities in the following ways: 
• Support our future workforce - our workforce plans are underpinned by our 

aspiration to make north east London a great place to both train and work, and we are 
actively seeking out opportunities to develop career opportunities for our local 
population.  

• Develop our estate - ensuring we make better use of our capital and estates to 
develop community assets, for example creating affordable housing and community 
spaces as part of capital development works. 

• Purchasing goods – Where possible we pledge to look at how we can procure and 
commission more goods and services from local small and medium-sized enterprises 
(SMEs) including voluntary and community sector organisations. We will engage with 



 

our vibrant and burgeoning voluntary sector to develop innovative approaches to 
service delivery as part of provider alliances. 

• Partnership working - actively seeking out partnerships with other key “anchor 
institutions” across north east London, particularly developing further our partnerships 
with universities, schools and businesses that are particularly identified with north east 
London.  

• Sustainability – through our sustainability work, adopt sustainable practices within the 
NHS and local community 

 
As a partnership across north east London we will work together to utilise our assets and 
continually seek new ways to ensure we build on the social and economic value we can 
bring to the local population as anchor institutions. 
 
The NHS in north east London as an anchor institution 
• An anchor institution is one that, alongside its main function, plays a significant and 

recognised role locally by making a strategic contribution to the local economy through 
employment, purchasing power and estates. 

• The NHS in NEL through employment, estates, purchasing and sustainability can 
make valuable contributions to local communities 

• Across NEL we will work in partnership to maximise these contributions and enhance 
our workforce, estates and approach to sustainability.  
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