
 

Kingston Hospital NHS Foundation Trust - Trust Board - December 2020 1 
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Purpose of the Report:   

To present to the Trust Board for approval the final People Plan for KHFT. This has been 
revised following wide consultation in EMC, the Workforce Committee and with other 
interested stakeholders. 
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1. PEOPLE PLAN FOR KHFT 

 

This paper sets out a new People Plan for KHFT to help the organisation harness all of its workforce 

issues in the period 2020-2023. Whilst the National People Plan has a longer timeframe, it is sensible 

to plan for the next three years given the radically shifting healthcare landscape in South West London 

post-Covid.  

This paper presents a further draft of the proposed plan ready for Board approval. It is designed to 

reflect the National and Local debate around boundaries and flexibilities between professional groups. 

 

 

2. WHERE HAVE WE BEEN (2017-20)?  

 

The Trust adopted a Workforce Strategy for the period 2017-2020 at its Board meeting in January 

2017. The strategy, which encompassed seven pillars from Recruitment through Health & Wellbeing 

and Diversity, has served the organisation 

well in successfully managing its 

workforce priorities. During this period, 

the Trust improved its staff survey 

performance from being ranked 32nd in 

2016 on national engagement scores, up 

to 6th in 2019. The KPIs that measure 

workforce performance have also 

significantly improved, most significantly 

in managing vacancies (less than 5% 

being the best in class) and sickness 

absence (at an average of 2.5%). The 

Trust has played a major leadership role 

in the Acute Provider Collaborative, 

leading work to create a collaborative 

bank model for nursing staff, and has had 

the lead role in chairing the SWL 

Workforce Board during this period. This success has also been mirrored nationally with the Trust 

winning a number of national workforce awards e.g. Health & wellbeing/HPMA, Maternity/Nursing. 

 

 

3. WHY A KHFT PLAN? 

 

Whilst the National, London and SWL plans (see section four) set a context for workforce 

development, we need our own plan to support our own corporate objectives and to enable us to play 

a leading role in Place and SWL. A new plan is required that builds on the successes of the last four 

years, but prepares the organisation for the challenges of the post-Covid landscape. Significant drivers 

for change include: 
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 post COVID learning with the positives including; rapid response, empowerment of individuals, 

removal of employment boundaries and enhanced team work. 

 the fundamental importance of the Diversity, Equality & Inclusion agenda, which has been 

transformed by Covid and Black Lives Matter. 

 the gathering pace of system work with the creation of the SWL ICS and our CEO Jo Farrar being the 

SRO for Workforce in SWL and the regions representative on the London People Board. 

 the need to re-evaluate the design and deployment of the workforce post-Covid to meet the 

challenges of a very different clinical landscape, and the exhortation from government and the 

London region around integration and pace of delivery.  

 the emergence of new digital solution which, coupled with cost pressures, require shared service 

platforms for corporate services including Human Resources, as well as new deployment tools.  

These solutions also offer major benefits for staff (e.g. self-rostering to help work life balance) 

 the increasing importance of alignment in the places of Kingston and Richmond to ensure we have 

joined up solutions for managing our workforce, solutions with other health social care and public 

bodies as a precursor to changes in organisational boundaries.  

 the creation, for the first time in nearly a decade, of a National People Plan and a set of London 

Workforce priorities to respond to. 

 the revolution in other working practices created by Covid including agile working, redesign of 

service delivery and radical changes in the labour market (e.g. Brexit, equalities, economic 

challenges). 

 

For all these reasons, the Trust needs its own People Plan to help it negotiate the challenges of the 

next 2-3 years.  

A companion Diversity Strategy is being launched in parallel with this plan and there is a natural 

crossover in their objectives. 

 

4. NATIONAL AND LOCAL CONTEXT 

 

There are four key workforce elements that form the context for this People Plan. These are the 

National People Plan published by Prenera Issar in July 2020; the London workforce priorities issued by 

David Sloman in May 2020, the emerging South West London 

People Plan; and a range of workforce issues that are in common 

with our partners in Kingston and Richmond. 

 

4.1 National People Plan 

The appointment last year of Prerana Issar as the NHS’s first 

Chief People Officer in nearly a decade has heralded publication 

of both a draft and final People Plan which was published at the 

end of July (“We are the NHS”). By definition the national plan is 

generic, trying to meet the needs of a workforce totalling 1.3 

million nationally and encompassing every organisational type, 

each occupational group and reflecting differences in geography 

and demography. Nonetheless, the plan helps establish some 

universal themes for setting the context for our own local plan 

The National People Plan has the 

following elements: 

 Belonging in the NHS – 

tackling discrimination 

 Looking after people –  

Health & Wellbeing 

 New ways of working and 

of delivering care 

 Growing for the future – 

workforce planning and 

recruitment.  
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and there are elements of the national plan that will 

resonate with our own. New KPIs to measure the impact of 

the above have now been published and are reflected in 

section 5 

 

4.2 London Workforce Priorities 

In May 2020, in the wake of the first wave of the pandemic, 

Sir David Sloman (Regional Director for London) published 

the People Priorities for London, reflecting the particular 

challenges experienced in the capital in the first wave of the 

pandemic. He has also appointed a central HR team to steer 

this work, including the elective restart, joined up work on 

Health & Wellbeing and a pan London approach to Diversity 

and Inclusion. These London priorities again resonate with 

much of the work we need to do in Kingston and are referenced in our priorities.  

 

 

 

 

 

4.3 ICS Workforce Priorities 

Alongside the National and London plans, an emerging plan for 

SWL already exists. The SWL Workforce Board, now chaired by 

Jo Farrar, has been working as an enabler to support 

workforce transformation in the patch and whilst its work has 

been programme based and needs a strategic refresh, some of 

its work programmes are still relevant and will help support 

the Trust. Significant amongst these are the work being done 

on apprentices and the recruitment of school leavers to help 

make SWL “a great place to work”. 

 

 

 

 

 

4.4 Priorities in Place 

Over the last few months, collaboration with our partners in Place around workforce has been 

accelerating. Discussions have been held with HRCH and local authorities to see how we can 

collaborate on the universal challenges we experience. These include workforce supply, making sure 

our staff have the right skills, HAWB, accommodation, and travel to work. Whilst these 

developments are in their infancy they will have increasing importance during the lifespan of this 

plan.  

 

 

The London People Priorities have 

the following elements: 

 Attracting people to the NHS 

 Training and development 

for critical care 

 Insuring productive work 

 Enhancing medical 

education 

 Sustaining and growing 

nursing 

 Caring for and celebrating 

SWL Workforce Board have been 

pursuing the following programmes: 

 Supply- attracting school 

leavers 

 New job designs, working 

with HEE 

 Creation of an apprentice 

hub 

 Development of the AHP 

staff group 

 SWL as a great place to 
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4.5 Trust Objectives 

The Trust is in the process of agreeing a new set of 

corporate objectives for 2020-21 and there is a specific 

component relating to the management of our people. We 

need to make sure the breakthrough objectives – around a 

permanent and stable workforce and a workforce that is 

well engaged and supported – can be reflected through and 

measured in the work of our own people plan. The revised 

Trust objectives reflect the priorities in this plan. 

 

 

 

 

 

 

 

 

4.6 The post-Covid landscape 

We are currently experiencing a re-emergence of Covid and this will continue to impact on our 

workforce which has changed radically over the last 6 months meaning that some of these changes 

are permanent. We need to reflect on the learning and best practice from this period and reflect it in 

our plan going forward. The need for the flexible deployment of our staff working across boundaries 

under an MOU is here to stay. Similarly, although Kingston has successfully implemented its own 

Health & Wellbeing Strategy, using the four pillars of physical, mental, financial and family health, 

the need to make the health and support of our staff an absolute priority has been multiplied many 

times over by the impact of the pandemic. Changes in job design and deployment will need to meet 

the challenges of delivering our services in different ways, including remote clinics, elective hubs and 

the use of digital solutions. Most significant of all has been the unremitting focus of the impact of the 

virus on the BAME community and the emerging Black Lives Matter campaign. These need to be 

reflected in the Trust approach to Diversity, Equality and Inclusion for its staff, and should be a 

thread running through every aspect of our own plan. 

 

 

5. A KHFT PLAN 

 

Pulling all this together, it is evident that the Kingston plan should coalesce around the following four 

themes. Each of these will need supporting plans, deliverables and milestones to ensure our plan is 

meaningful and has impact, which are attached below. 

 

The KHFT Project Plan that describes the implementation is attached as Appendix A. 

 

The Trust corporate objectives for 

People are as follows: 

 

3-5 year goal: to be the best 

employer employing a permanent 

diverse and engaged workforce 

 

Breakthrough objectives: 

 Support psychological and 

physical wellbeing of 

staff/staff engagement 

 Reset the Trust Equality & 

Diversity strategy 
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PILLAR KEY DELIVERABLES OUTCOMES, MEASURES AND METRICS LINKS TO ICS, LONDON, 
NATIONAL PLANS 

LEAD HR MANAGER TIMEFRAMES 

 
 
 
 
 
 

1/  DESIGN AND 
TRANSFORMATION 

DESIGN AND RESHAPE JOB ROLES 
- Working collaboratively with partners in the ICS/Place 

to create innovative job designs working with HEE on 
training routes. Use improvement methodology to try 
and ensure changes are sound and properly embedded 
in all aspects of workforce transformation 
 

CORPORATE SERVICES 
- Remapping the delivery of corporate services via the 

APC 
 
 
WORKFORCE INFORMATION 
- Use of Workforce Information to map changes and 

trends in real-time as a workforce intelligence tool 
 
 

NEW IT PLATFORMS 
- Use of new IT platforms to deploy staff in agile/flexible 

ways (rostering, ESR and new apps) 

 
- Percentage of new job roles created in each financial 

year  
 
 
 
- Model hospital costs at the median; percentage of 

corporate services run on a shared service basis against 
agreed target (< 100%) 

 
 
- A reshaped Trust workforce analysis function 
 
 
 
 
- Need to develop metric linked to interoperability of 

systems.  
- Percentage of staff on rostering (inc self- rostering) 

platforms 
 

 
- Targets still being 

discussed 
 
 
 
- As above 
 
 
 
 
- As above 
 
 
 
 
- As above 

 
- Nikki Hill 
 
 
 
 
- Kelvin Cheatle 
 
 
 
 
- Andrew Vickers 
 
 
 
 
- Andrew Vickers / Jess 

Lee-McDowall 

 
- April 2021 
 
 
 
 
- November 2020 
 
 
 
 
- January 2021 
 
 
 
 
- March 2021 

 
 
 
 
 
 
 
 
 

 
2/  ATTRACTION, 
INCLUSION AND 

STABILITY 

DIVERSITY AND INCLUSION 
- Refreshed Equality, Diversity and Inclusion strategy  
- Leadership and career progression opportunities 

clearly mapped with a particular focus on BaME staff 
 
 

RECRUITMENT AND RETENTION 
- South West London Recruitment Hub functioning 
- Maximising national and international recruitment (inc 

Schools) 
- Working with local partners such as RBK to maximise 

local recruitment in the wake of Covid, to help 
economic regeneration 

 
 
JOB PASSPORTS 
- Creating job passports to enable staff mobility using 

MoUs 
 

FLEXIBLE BENEFITS 
- Flexible terms and benefits available to all staff groups 

 
TALENT MANAGEMENT 
- Career pathways ensure talent is retained in the 

system 
 
 
 
 

TEMPORARY STAFFING 
- A single SWL bank and harmonised pay rates in line 

with London prescriptions 
 
 
 

 
- WRES, WDES and Gender pay return metrics 
- Trust Equalities strategy agreed by Board but 3 year 
- Proportion of staff in senior leadership roles with 

BaME/female/disabled/ protected backgrounds 
 
 

- Vacancy and turnover rates, stability index 
- Proportion of all staff leaving the NHS each year 
- Number of new staff joining NHS with non-UK 

nationality 
- Number of healthcare support workers employed at 

the Trust 
 
 

- Percentage of staff moving across the system / joint 
appointments 

 
 

- Number of jobs advertised as flexible  
 

 
- Turnover and stability  
- Number of returners to the NHS deployed into 

frontline roles 
 
 
 
 
 

- London workforce cell 3 implemented  

 
- National targets 
- NHS People Plan 

 
 
 

- Trust target 
- NHS People Plan 
- NHS People Plan 

 
- Trust target /National 

target 
 
 

- Trust target 
 

 
 
- NHS People Plan 
 
 
- Trust and National 

target 
- As above 

 
 
 

- Targets still being 
discussed 

 
- Alison Smith 
 
 
 
 
 
- Linda Dyson 
 
 
 
 
 
 
 
- Linda Dyson 

 
 

 
- Jennifer Burton 

 
 

- Linda Dyson / Nikki 
Hill 

 
 
 
 
 
 

- Andrew Vickers / Jess 
Lee-McDowall 

 
- October 2020 

 
- January 2021 
 
 
 
- March 2021 
- April 2021 
- April 2021 

 
- April 2021 
 
 
 
- April 2021  

 
 
 
- January 2021  
 
 
-  June 2021 
 
 
 
 
 
 
 
- September 2021 

  

Indicates links to 

Equality, Diversity & 

Inclusion Strategy 
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3/  DEVELOPMENT 
AND DEPLOYMENT 

APPRENTICES 
- Innovative use of apprentice levy to fund entry and 

progression routes 
- Particular focus on BaME staff  

 
STATUTORY AND MANDATORY TRAINING 
- Digitisation of statutory and mandatory training and 

core skills delivery 
 

LEADERSHIP DEVELOPMENT  
- Extending the range and quality of leadership 

programmes with partners 
- Particular emphasis on BaME staff 

 
DEPLOYMENT 
- Rolling out self-rostering tools to support flexible 

working 
- Mobilisation hubs that can quickly redeploy staff across 

disciplines and organisations to meet shifting demand 
 

AGILE WORKING 
- Service by service development of agile working 

practices requiring investment in improved technology 
and cultural change 

 

 
- Percentage spend of apprentice levy 

 
- Percentage take up by BaME staff 

 
 

- Percentage take up of SMT/Digital applications 
 
 
 
- Percentage coverage in senior management population 

 
- Percentage coverage of BaME staff 
 
 
- Percentage coverage of rostering arrangements 

  
- Numbers of returners to the NHS deployed into 

frontline roles 
 
 
- Percentage of staff working on an agile basis 
- Qualitative measures developed to test staff attitudes 

to agile working 
 

 
- Trust target 

 
 
 
- Trust target 
 
 
 
- Trust target 

 
 
 
- Trust target 

 
- NHSP People Plan 
 
 
 
- Trust target 

 

 
- Nikki Hill 

 
 
 
 
- Nikki Hill 
 
 
 
- Nikki Hill 
 
 
 
 
- Andrew Vickers  

 
- Jennifer Burton 
 
 
 
- Jess Lee-McDowall  

 
- June 2021 
 
 
 
 
- December 2020 
 
 
 
- Jun 2021 
 
 
 
 
- June 2021 

 
- April 2021 
 
 
 
- January 2021 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
4/  CARE AND 
COMPASSION 

 
 
 
 

COMPASSIONATE LEADERSHIP 
- Compassionate leadership as a mandatory requirement 

for all Trust managers 
 

HEALTH & WELLBEING 
- Refreshed Health & Wellbeing strategy focussing on 

psychological interventions, food rest and travel as well 
as Flu and Covid measures 

 
 
 
- Wellbeing of BaME staff linked to risk assessments 

 
KINGSTON COMMITMENT  
- A “Kingston commitment” that every employee should 

have a good induction, access to flexible and agile 
working, an annual appraisal, personal development 
supported by  compassionate leadership and access to 
Health & Wellbeing measures. Working in close 
partnership with staff side partners in the LNC and TPF 
to ensure workforce transformation is conducted in the 
true spirit of partnership working 
 

CHILDCARE 
- Retaining the facility to extend nursery provision during 

peak periods 
 

JUST CULTURE 
- The use of “just culture” approaches to minimise the 

use of formal disciplinary processes 
 

BULLYING AND HARRASSMENT  
- Investing further in mechanisms to raise concerns and 

stamp out bullying at all levels in the organisation 
 

 
- Percentage of leaders trained in compassionate 

leadership 
 
 
- Proportion of sickness absence (Covid and non-Covid 

related) 
- Percentage of staff who believe the Trust prioritises 

Health & Wellbeing 
- The number of staff that have received the flu 

vaccination 
- BaME staff metrics within the above measures 

 
 

- Commitment launched 
- Stability and turnover data 
 
 
 
 
 
- 7 day a week opening 
 
 
 
- Reduction In number of formal cases / WRES indicator 

3 
 
 
- Proportion of staff which have personally experienced 

harassment bullying or abuse 
 

 
- Trust target 
 
 
 
- NHS People Plan 

 
- Staff Survey 

 
- Trust target/National 

target 

 
 

- Trust target 
- Trust target 
 
 
 
 
 
- Trust target 
 
 
- Trust target / National 

target 

 
 

- NHS staff survey 

 

 
- Nikki Hill 
 
 
 
- Alison Smith 

 
 
 
 
 
 
 
 
- Kelvin Cheatle 
 
 
 
 
 
 
- Jennifer Burton 
 
 
 
- Jennifer Burton / 

Alison Smith 
 
 
- Jennifer Burton / 

Alison Smith 

 
- January 2021 
 
 
 
- November 2021 
 
 
 
- December 2020 
 
 
 
 
- January 2021 
 
 
 
 
 
 
- As required 
 
 
 
- December 2020 
 
 
 
- March 2021 

  

Indicates links to 

Equality, Diversity & 

Inclusion Strategy 
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6. FEEDBACK FROM CONSULTATION ON DRAFT PLAN 

 

Consultation has been undertaken via EMC, the Trust Partnership Forum, with partners in the SWL system and 

other interested parties. The main thrust of these comments is as follows: 

 

 Community based recruitment – need to reflect in the plan the significant work being undertaken to 

ensure local recruitment is prioritised, working with partners such as RBK. 

 The Trust Staff Side asked for a greater emphasis on working in partnership with the unions, both 

locally and in SWL, on workforce transformation. 

 The Workforce Committee asked for further work to be undertaken on metrics, particularly around 

qualitative aspects for projects like agile working. These are in development but are not yet reflected 

in the plan. 

 A comment from a number of stakeholders was the need to reflect the assistance that could be given 

to these projects by using improvement methodology.  

 

These comments have been reflected in the pillars outlined above.  

 

 

7. RECOMMENDATION 

 

The Trust Board is asked to approve the final People Plan for Kingston Hospital 2020-23. 
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