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	No
	NW Region/Sub Region
	Workstream
	Core/ Non-Core
	Features of the story  
	

	1
	NW – Overall Programme 
	All Core
	Core
	Collaborating nationally on Inter Authority Transfer (IAT) enhancements
	


	2
	NW - Overall Programme 
	Training
	Core
	Using the data load tool to load competencies to ESR in the NW
	


	3
	NW - Overall Programme 
	Training
	Core
	Streamlining student training in the NW
	


	4
	NW - Overall Programme 
	Occupational Health
	Core
	Interim process for sharing immunisation & vaccinations implemented rapidly in the NW
	


	5
	C&M - Cheshire & Merseyside
	All
	Core & Non-Core
	Finalist in North West HPMA Excellence Awards 
	


	6
	C&M - Cheshire & Merseyside
	Recruitment
	Core
	Adoption of Values Based Recruitment (VBR) to support implementation of factual references in C&M
	



	7
	C&M - Cheshire & Merseyside
	Recruitment 
	Core
	Implementation of factual references by a trust – Cheshire and Wirral Partnership (CWP) NHS FT
	


	8
	C&M - Cheshire & Merseyside
	Recruitment 	
	Core
	Implementation of factual references by a trust – North West Boroughs Healthcare (NWB) NHS FT
	


	9
	C&M - Cheshire & Merseyside
	Training
	Core
	Improved new starters process at a trust – East Cheshire NHS Trust (ECT) 
	


	10
	C&M - Cheshire & Merseyside
	Medical Staffing
	Non-Core
	Medical Staffing Managers Group align practices and policy for trust grade doctors 
	


	11
	C&M - Cheshire & Merseyside
	PREP
	Non-Core
	Cheshire & Merseyside PREP workstream
	


	12
	C&M - Cheshire & Merseyside
	Systems
	Non-Core
	Improving the new starter processes – ID checking 
	


	13
	C&L  - Cumbria & Lancashire 
	Careers & Engagement
	Non-Core
	Careers and Engagement: a sustainable model
	


	14
	C&L – Cumbria & Lancashire
	Policy
	Non-Core
	Policy on a page template introduced 
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	15
	GM - Greater Manchester
	Training
	Core
	Manchester University NHS FT (MFT) move to values based induction as a result of accepting CSTF competencies 
	


	16
	GM - Greater Manchester
	Recruitment
	Core
	Adoption of factual references at Wrightington, Wigan and Leigh (WWL) NHS FT
	


	17
	GM - Greater Manchester
	Training
	Core
	Improved staff experience  story – from a new starter
	


	18
	GM - Greater Manchester
	Training
	Non-Core
	Prevention and Management of Violence and Aggression (PMVA) Group aligns techniques 
	


	19
	GM - Greater Manchester
	Recruitment
	Core
	Factual references and successfully implementing the Employee Relations section of ESR at The Christie NHS FT
	


	20
	GM - Greater Manchester
	Training
	Non-Core
	Dementia Training aligned and improved 
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· Workstream: Core: Training

· Sub Region: Programme as a whole



Streamlining Student Training in the North West



What training challenges were they facing?



Every year, health students such as midwifes, nurses and paramedics have to complete core skills training, culminating in an online test. To the trusts they are going to work with, these tests provide assurance that students are safe to practice and if they don’t pass, they can’t go out on placements. 



Health students rotate regularly, and this system means they don’t have to repeat core skills training every time they move trust. However, many of the universities in the North West experienced glitches and crashes with the assessment platforms they used, meaning that the flow of evidence from universities to trusts was often delayed.



[bookmark: _Hlk2538022]“The system before e-Lfh was a nightmare,” explains Brian Taggart, Practice Support Coordinator for the Faculty of Education, Health and Community at Liverpool John Moores University. “It was forever crashing and losing data. We were never certain that the core skills reports we were pulling off and giving to practice colleagues were up to date.”



What was the aim?



The North West Streamlining team wanted to put in place a robust, reliable health training platform. Another aim was to help universities so they could easily prove that a health student’s training was up to date. Streamlining also wanted to make the data transfer process between universities and trusts easier and, importantly, more consistent, so clinicians knew that students from different institutions were being trained in exactly the same skills. [bookmark: _Hlk1595005][bookmark: _Hlk1595006]“The Streamlining team made the transition to e-LfH very smooth – we haven’t had any problems since we moved. They sourced the new IT, they initiated the transfer of data between the old and new systems, it was very seamless from our side. They kept us updated and gave us milestones. I can’t speak highly enough of how they did it.”

· Brian Taggart, Practice Support Coordinator, Faculty of Education, Health and Community, Liverpool John Moores University





What has been achieved?



· By 2018, 10 out of 11 North West universities had moved to the nationally recognised e-Learning for Healthcare (e-LfH) platform.

· This has reduced administration time for universities as it is far easier to gather, manage and report data.

· The North West Streamlining team also worked with universities to put national e-learning packages into students’ learning pathways, replacing regional resources that varied between institutions.

· Now national e-learning packages are used across the region, trusts know that all training is fully compliant, and they can quickly obtain reports from the university proving this.

· Students can easily access their certificates of completion, demonstrating their competencies. This also saves trusts time as they can rapidly check a student’s skills.

[image: ]



Want to find out more? 

Brian Taggart, Practice Support Coordinator, Faculty of Education, Health and Community, Liverpool 

John Moores University T: 01512314114 E: B.D.Taggart@ljmu.ac.uk 
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· Workstream: Core: Occupational Health

· Sub Region: Overall Programme 



Interim Process for sharing Immunisations & Vaccinations implemented rapidly in the North West



What challenges were there?



Trust employees often need inoculations, depending on their role. When staff move trusts, they must show their new employer evidence of the immunisations they’ve had and the validity period. If staff didn’t have the paperwork, blood samples would have to be taken to ascertain their status, which did not contribute to a positive employee experience, often delaying their start date.



What was the aim?



One of the original aims of the North West Streamlining programme was to help: ‘All North West trusts to record and accept immunisation & vaccination (imms and vaccs) records in a consistent manner to enable the transfer of the minimum agreed data set for immunisation & vaccinations electronically in ESR’.



However, it became clear that trusts couldn’t achieve this within the life of the programme because most used 3rd party systems to record occupational health data. There wasn’t an available interface that was robust enough or suitably cost-efficient to transfer data back into ESR via the Inter Authority Transfer process (IAT). 



What was the solution?



In Cheshire & Merseyside, a different approach to transferring imms and vaccs data was being used. Most of the trusts in this sub-region were successfully sharing records via an efficient process which they had all signed up to. When one trust requested inoculation data from another trust, this information was sent via secure email within two working days. This KPI of two working days was upheld by trusts in the area thanks to the shared way of working.



The North West Streamlining team gained agreement from the other trusts across the whole region to adopt the process developed by Cheshire & Merseyside. This interim solution would allow every trust in the North West to share imms and vaccs information outside of ESR, working towards a two (working) day turnaround time. 



Timescales for implementation were very tight, but, the streamlining OH groups and representatives really worked to this interim process being implemented safely before the end of the programme. 



What has been achieved?



· The North West Streamlining team provided OH representatives with a three-phase implementation plan 

· A North West OH escalation list has been collated so trusts know who to contact if information is not received within the two working day KPI

· Trusts have been provided with guidance on information governance and email usage around data transfer[image: ]



· 36 trusts have agreed to work in this way. This is not a contract but an agreed way of working



Want to find out more? 

Please visit the streamlining website https://www.hee.nhs.uk/our-work/workforce-streamlining 
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· Workstream: All

· Sub Region: Cheshire & Merseyside



Finalist in North West HPMA Excellence Awards 



What is this awards scheme?

Every year the Healthcare People Management Association (HPMA) Excellence Awards recognise outstanding work in healthcare human resource management. As a professional voice of HR & OD in healthcare, the HPMA aims to support and develop HR & OD staff to improve people management in healthcare and ultimately improve patient care.



In 2018, the Cheshire & Merseyside sub region was shortlisted for the North West HPMA ‘We work across systems’ category. Although they didn’t win, being one of just four finalists selected from entries right across the North West, shows the best practice and achievements of the Cheshire & Merseyside Streamlining programme. 



What was the aim?

The North West Streamlining team wanted to demonstrate how the 18 trusts in Cheshire & Merseyside had come together to work in collaboration, right across six workstreams which included recruitment, training, occupational health, HR policy, medical staffing and systems. 



What has been achieved?[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“The Streamlining programme in Cheshire & Merseyside was ambitious from the outset. The team have gone beyond what was asked of them to create networks and to share good practice…..Their success has been all about finding the ‘go-to’ person and knowing how to  support each other with new and brilliant approaches used across our system without having to reinvent the wheel.”

· [bookmark: _Hlk3023659][bookmark: _Hlk3023660]Heather Barnett, HRD lead for Cheshire & Merseyside Streamlining Programme and Director of Workforce & Organisational Development, Mid Cheshire Hospitals NHS Foundation Trust





· The new starter experience has been improved across Cheshire & Merseyside

· Efficiencies have been made across the 18 trusts enabling greater focus on adding value

· Induction has been improved so training is not duplicated, whilst compliance is maintained

· The occupational health pre-employment health questionnaire has been aligned to ensure consistency

· Consistent notice periods have been implemented across the sub-region

· A medical staffing group has streamlined practices across all trusts 

· Roll out of values-based recruitment and sole use of factual references has been supported across the region

· Systems colleagues across the 18 trusts have worked together to pool technical knowledge and provide support“The Streamlining programme has enabled us to think systems-wide and as a programme, our discussions have become much more about the overall good of Cheshire & Merseyside rather than about individual trust benefit. It’s about what’s best for the whole system.”

· Heather Barnett





 Want to find out more?[image: ]



Contact Heather Barnett, Director of Workforce & Organisational Development, Mid Cheshire 

Hospitals NHS Foundation Trust T: 01270 (27) 3623 E: heather.barnett@mcht.nhs.uk 
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· Workstream: Core: Recruitment

· Sub Region: Cheshire & Merseyside



Adoption of Values-Based Recruitment



What challenges were there? 



In 2018, a number of North West trusts moved to the sole use of factual references when recruiting new starters. Historically, clinicians and department leads had responded to reference requests with subjective testimonials but moving to factual references meant this process could be managed centrally. As a result, managers’ time was freed up and reference requests were turned around faster. 



However, some trusts had concerns about sole use of factual references and wanted assurance that this information alone was sufficient. Values-based recruitment provided this assurance because recruiting managers had more freedom to ask questions, gain a deeper understanding of the interviewee and determine whether or not they matched the values of the trust. This approach helps recruiters to get much more information during interviews. 



What was the aim?



A few trusts had successfully implemented values-based recruitment and the North West Streamlining team wanted to share their learning so other trusts could adopt the process, strengthening recruitment processes in the region. 



What has been achieved?



The Streamlining team established a network of 18 North West resourcing managers that meet regularly to share best practice. Streamlining staff provided encouragement and direction to resourcing managers, helping them achieve key milestones. They arranged for managers to attend training events organised by Jen Richards at North West Boroughs Healthcare (NWBH) NHS Foundation Trust on how to assess values during interviews. Jen Richards also shared tools such as a training pack for managers, plus a series of interview questions.[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“The main benefit of working with the streamlining team was them putting us in touch with the same people in our roles. I now know 18 other resourcing and recruitment managers across the North West that I can call on….and being able to share our work with other trusts has given me personal confidence. It gives you a boost and I’m proud of what we have achieved.”

· Jen Richards, Resourcing Manager at North West Boroughs Healthcare NHS Foundation Trust





Inspired by approaches at NWBH and Liverpool Heart & Chest Hospital, Jo Wing and Natalie Lewis from Cheshire & Wirral Partnership NHS Foundation Trust successfully created a values-based recruitment process bespoke to their trust. Adoption has been so successful that they have shared their learnings with a CCG in the region. [image: ]

“For me it was the networking organised by the streamlining team that was most beneficial. I can now call on a range of colleagues in different trusts on a daily basis. In fact, someone asked me for a job description only yesterday. It’s a really strong network of recruitment managers.”

· Jo Wing, Acting Head of Recruitment, Cheshire & Wirral Partnership NHS Foundation Trust



 

Want to find out more? 

Contact Jen Richards, NWBH T: 01925 664441 E: Jenny.Richards@nwbh.nhs.uk 

Contact Jo Wing, CWP T: 01244 393100 E: joanne.wing@nhs.net 
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· Workstream: Core: Recruitment

· Sub Region: Cheshire & Merseyside



Cheshire & Wirral Partnership – Factual References



What benefits were realised?



•	Service improvement: Reduction in chasing references, time saved for more patient care, recognised standards.

•	Equality: Structured response. 

•	Health & Safety: Risk adverse and a healthy operating environment.

•	Quality: Consistent approach as per NHS Employers recommendation.



What did we do?





What was the case for change?



In 2016, Cheshire & Wirral Partnership NHS Foundation Trust (CWP) switched on pre-hire IAT to meet the streamlining requirement as a first step to using factual reference (FR) in ESR. 



CWP progressed to requesting FRs via the Electronic Staff Record (ESR) system but did not always receive them and quickly identified data quality issues with ESR, such as inaccurate continuous service dates, sickness and information not pulling through. Therefore, the trust has continued to use the existing Recruitment system to request factual references until the FR process in ESR is enhanced.  



CWP will continue to respond to other Trusts requesting FRs in ESR so that they can realise their benefits.  Other references are responded by line managers but a series of communications have provided them with the tools to support them to do this.



What are the lessons learnt?

•	The concept has to be adapted to trust processes and other systems. 

· Identify and engage all stakeholders as soon as possible.

•	The implementation should not be rushed as the use and popularity is essential for sustainable BAU.

•	It has to be a collaborative effort for the bigger process to be effective.

[image: ]



Want to find out more?

Chris Sheldon, Head of HR, Cheshire Wirral Partnership NHS Foundation Trust 

T: 01244 393116   E: csheldon@nhs.net
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Gained HRD buy in





Conducted a sub-regional trial





Reviewed trial results, idetified impact and decided on trust specific process





Engagement with managers regarding new process and standard approach





Amended systems and processes
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· Workstream: Core: Recruitment

· Sub Region: Cheshire & Merseyside



North West Boroughs Healthcare – Factual References



What was the challenge?



A core deliverable of the North West Streamlining programme is to introduce Factual References as part of the Recruitment process and we needed to make changes to achieve this. 



What did we do? 



What are the benefits?



· Focus on Values Based Recruitment, backed up with factual information – not relying on the views of someone else!  - The introduction of Factual References has reinforced the benefit of a robust Values Based Recruitment process as the recruiting manager’s get as much information out of the interview process, from their own judgement of the prospective employee, rather than relying on the subjective information given by a previous employer. By having this reliance on the recruitment process, it ensures that the organisation employs people who seem to be a good fit for their own organisation.

· Simplified process and format saves time both completing and reviewing - The move for references to a central point gives clinicians/department leaders time back to either spend with patients or ensuring their department is being well led. Both clinicians and department leads have welcomed this move due to the benefits it brings for them.

· Help new starters into their new roles quicker - When clinicians had the responsibility of completing references, pressures on time and reduced access to systems to complete the process, meant that the ability to complete references was compromised which led to delays. The time to hire has reduced with the introduction of FR as the references are now approved centrally and closely monitored. We have reduced the time to obtain references on average by 4 days. 

· Objective approach will reduce disputes, grievances and proceedings - The risk has been minimised as the trust is now ensuring that only factual information is being given to a member of staffs’ potential future employer. There is now a consistent approach and information provided. 



Other benefits include:

- Improved wellbeing of staff left to cover vacancies for a shorter time

- Reduced spend on Bank and Agency Staff[image: ]





Want to find out more?

Jenny Richards, Resourcing Manager, North West Boroughs Healthcare NHS Foundation Trust

T: 01925 664 441 E: jenny.richards@nwbh.nhs.uk
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Gained Executive 

buy in





 Engagement with stakeholders including department Managers & Trade Union colleagues  





Moved to management of references via a central point and policy & procedure documentation changed





For trust to trust movers IAT is used.  For references outside of NHS FR template in TRAC is used
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· Workstream: Core: Training

· Sub Region: Cheshire & Merseyside



East Cheshire NHS Trust Improve the New Starter Experience



What did we do?













What were the benefits realised?



· The trust took the initiative to pilot the Streamlining concept through its local systems and process with a time saving of 189.5 hours between Nov 2017 and Jun 2018.

· 

· They realised additional benefits that they hadn’t anticipated, such as fewer payroll errors in the first month of joining.





Pilot Competencies Updated in ESR – Nov ’17 – Jun ‘18

No of staff per competency

Training time (hours)

Training Hours saved

Core Stat & Mand

16

4

64

WRAP

24

1

24

IG

11

0.5

5.5

Safeguarding Adults Level 2

14

2

28

Safeguarding Children Level 2

16

2

32

Safeguarding Children Level 3

3

3

9

Conflict Resolution

9

3

27

Total



 

189.5



















[image: ]



What were the lessons learnt?



•	The concept has to be adapted to trust processes and other systems.

•	Create local partnerships with the relevant teams involved in the induction process. 

•	Appoint a practice lead charged with the specific outcome.

•	Identify what success should look like.

•	Work with ESR and make use of its health checks and enhancements.



Want to find out more?

Contact Wendy Barker, Head of Education & L&D  T: 01625 661361  E: wendy.barker2@nhs.net



North West Streamlining Team Success Stories

Reviewed current process/system, scoped & gained HRD buy in. This was a collaborative approach between the ESR team , Library team, Medical and Clinical Education Teams and L&D Admin team.





Conducted an induction pilot, identifying key learns & communicated with the relevant teams to improve onboarding.





Reviewed pilot results , idetified impact and decided on trust specific process. 





Identified attendees and provided facilitated sessions at induction to support new starters log into ESR, set up remote access & complete out of date training. Also, working in partnership with trust library with automatic update of staff compliance in ESR. 
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· Workstream: Non-Core: Medical Staffing

· Sub Region: Cheshire & Merseyside



Medical Staffing Managers Group



What is the aim of this group?



Set up over ten years ago, the group brings together medical staffing managers and HR officers with a medical staffing responsibility from more than 17 trusts across Cheshire and Merseyside. Their aim is to drive consistency across medical staffing policies throughout their patch. 



What was the role of the North West Streamlining team?



In 2017, the North West Streamlining team was invited to one of the meetings of the Medical Staffing Managers Group. From then onwards, someone from the Streamlining team was present at every single group meeting. They worked closely with medical staffing managers to help them achieve their three streamlining milestones, overcome any barriers and ensure that every group member was driving forward their own area of responsibility.



What has been achieved?



There was inconsistency around what trust doctors were paid in Cheshire and Merseyside and doctors could play trusts off against each other when it came to negotiating wages. The North West Streamlining team worked closely with medical staffing managers to agree standard contract terms and conditions for trust doctors across the sub region, resulting in equal treatment locally, as well as guarding against potentially costly employment claims. 



Trusts also had different policies around how consultants were paid for ‘Acting Down’. As a result, doctors could chose to go to those trusts that paid the most, pushing rates up. The North West Streamlining team supported the Medical Staffing Managers Group to create a standardised policy that ensured equal treatment for doctors when Acting Down. This also cut the administration cost that came from regular challenges to the Acting Down terms.



Rapid inductions are crucial to ensure that locum doctors are safe to work in hospitals but there was wide variation and duplication across trusts. The Medical Staffing Managers Group and the North West Streamlining team developed a standard induction pack that cut unnecessary time spent on locum staff training, supported safe onboarding, improved staff satisfaction and reduced duplication and therefore administration time and costs.[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“At our Medical Staffing Managers meetings, we’d speak to the Streamlining team about where we were up to and the blockers and they’d feedback to HR Directors on any issues…... Like all Medical Staffing Managers, I’m really busy and the Streamlining team supported the group’s work, allowing them to take ownership. Work on the various streamlining tasks was shared amongst the medical staffing managers. As a result, everyone chipped in and we had support from the Streamlining team if we came unstuck……. The key to success is every trust applying the same T & Cs and working together to achieve the same aims.” 

· Sue Hughes, Chair of the Medical Staffing Managers Group and HR Medical Staffing Manager, Countess of Chester Hospital NHS Foundation Trust



[image: ]



Want to find out more?

Contact Sue Hughes, Chair, Medical Staffing Managers Group: T: 01244 363047 E: sue.hughes14@nhs.net 
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· Workstream: Non-Core: PREP

· Sub Region: Cheshire & Merseyside



Cheshire & Merseyside PREP Workstream



What was the aim?



The PREP (Policy Review Engagement Partnership) Workstream was established as an enabling programme to support the recruitment and training workstreams. The North West Streamlining team recognised that the activity being implemented in those other core workstreams would require trusts to make policy amendments, changes to practices and possible alterations to local terms and conditions. The PREP Workstream was set up to enable those modifications.



What was achieved?



Notice Periods

The PREP Workstream Group looked at harmonising notice periods across the sub-region. The aim was to support the Recruitment Workstream, standardise time to hire periods so recruiting managers could predict when to advertise a job and when employees might start. The North West Streamlining team brought trusts together to talk through notice period rationales. This helped to achieve a common understanding. There is now one set of consistent notice periods used by all 18 trusts in Cheshire & Merseyside and one set for mental health trusts. 



Honorary Contracts

Misunderstanding between trusts about honorary contracts clauses was causing recruitment delays. The PREP Workstream Group joined forces with the Recruitment Workstream Group to create a standardised honorary contract and guidance that is now being used by all 18 trusts rather than them all using 18 different contracts. 



TUPE Guidance

A strategic aim for streamlining is to support the movement of staff around the North West. TUPE was a process that caused anxiety for NHS workers and which lengthened the recruitment period as trusts had varying standards around employer liability information. To address this, the PREP Workstream Group created agreed overarching principles that all trusts signed up to so they could share TUPE information quickly and consistently.



What were the success factors?“Governance provided by the Streamlining team was key. It helped the group maintain progress. Their project management role drove delivery and it made it easier for me to chair meetings, providing all of the meeting support and project management.”

· [bookmark: _Hlk3412716]Jenny Grant, Associate Director, Workforce & OD, The Clatterbridge Cancer Centre NHS Foundation Trust and Chair of the Streamlining PREP Workstream Group





Involving the trade unions was key to the success of the PREP Workstream. The Streamlining team asked trade union representatives to be part of the Workstream Group. That meant that any trade union queries could be addressed at the point of policy development, ensuring a faster and smoother implementation later on. [image: ]



Want to find out more?“The Streamlining team enabled proper engagement with the trade unions early on. Beforehand, there wasn’t a true understanding of how to do that. But we explained we wanted to be involved and we’ve been able to shape some of the models that are going to be proposed across the region – enabling an easier transition at a local level. That early collaboration has led to true partnership working and less challenges.”

· John Flannery, Staff Side Lead, Southport and Ormskirk Hospitals NHS Trust and trade union representative on the Cheshire & Merseyside Streamlining PREP Workstream Group





Jenny Grant, Associate Director, Workforce & OD, The Clatterbridge Cancer Centre NHS Foundation Trust 

T: 0151 556 5520 E: jennifer.grant4@nhs.net 
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· Workstream: Non-Core: Systems Group

· Sub Region: Cheshire & Merseyside



Improving the New Starter Process – ID Checking



What was the aim?



There are 18 trusts across Cheshire & Merseyside, each with differing levels of support for the use of the Electronic Staff Records (ESR) system, with each using it in a slightly different way. As part of the North West Streamlining project, a decision was made to bring together a ‘Systems Group’ made up of key ESR focused personnel from each trust to share best practice and agree on collaborative approaches where appropriate across the patch.  



One of the pieces of work the Cheshire & Merseyside Systems group completed was a review of how registration and smartcard production was managed across all trusts. The group shared best practice to help trusts learn from others and improve their practices.



What was the challenge?

One area brought under the spotlight was how, in the new starter process, trusts managed the ID process. In several trusts, new employees were having to produce their ID several times to different departments.



[bookmark: _Hlk3027110]Fran Eakins, Workforce Systems Lead at Aintree University Hospital NHS Foundation Trust (AHT) is a member of the Systems group. From her discussions with colleagues, she realised that AHT could improve their registration process.[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“The process of registering and getting a smartcard was causing frustration amongst new recruits as they were having to share the same ID with different teams in our trust. In the Streamlining Systems group, other trusts said they tie theirs in with the recruitment process, so I suggested to my colleagues that we change the process and make it slicker.”

· [bookmark: _Hlk3027383][bookmark: _Hlk3027384][bookmark: _Hlk3029122]Fran Eakins, Workforce Systems Lead at Aintree University Hospital NHS Foundation Trust (AHT)





[bookmark: _Hlk3027358]What has been achieved?



· At Aintree University Hospital NHS Foundation Trust, the recruitment team are now the ID-checkers. This new task only takes them an extra 5 minutes per starter. 

· Clinical new starters are automatically put forward for a smartcard and managers of non-clinical new starters are asked whether their recruits need a smartcard. As a result, the recruitment team knows ahead if a new employee requires a smartcard, ensuring they don’t have to bring their ID twice and speeding up production.

· Efficiencies have been made for HR staff and new starters by following this process.



Sarah Ellis, Streamlining Area Manager, Cheshire & Merseyside has shared learnings from the Systems group with the National Streamlining Steering group, advocating the importance of setting up regional Systems workstream groups nationally. She encouraged other regions to work closely with their regional ESR representatives too.

[image: ]



Want to find out more?

Contact Fran Eakins, Workforce Systems Lead at Aintree University Hospital NHS Foundation Trust

T:  0151 529 2221 E: frances.eakins@aintree.nhs.uk 
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· Workstream: Non-Core: Careers and Engagement 

· Sub Region: South Cumbria & Lancashire



Careers and Engagement: a sustainable model



What was the challenge?



In 2016 Health Education England (HEE) provided funding to promote different career pathways in health. In the North West, five local careers and engagement hubs were set up, but activity was happening on an ad hoc basis. There was little consistency or equity across the region in terms of the type of provision or the reach of each hub.



As funding came to an end, there was an increasing need to make each local careers and engagement hub sustainable. Some staff were working on short-term contracts and other employees had been given careers as one part of their wider role so there was uncertainty within the teams about what was going to happen.



What was the aim?

Sinead Fletcher from the North West Streamlining team was brought in to develop a plan for the careers and engagement hubs. Her goal was to develop a sustainable model to continue, down to the resource required. “Sometimes when people do scoping work, they focus on data. Sinead did that but she also got a really good flavour by speaking to us all and understanding the landscape, the nuance. She came with no preconceptions, what she did was listen …. Then she sewed those threads together to understand the tapestry. That made it successful when she presented her findings back and suggested a way forward. She was careful and considered in her approach.”

· Ruth Keeler, Strategic Lead, Integrated Community Services (ICS) Careers and Engagement, Healthier Lancashire and South Cumbria



[bookmark: _Hlk3027358]What has been achieved?



[bookmark: _Hlk3027110]Sinead Fletcher presented to HR Directors, suggesting that a ‘hub and spoke’ model rather than individual careers hubs would promote sustainability and equity across the region. Following these recommendations, a project manager was employed to oversee this new way of working. There is now much more consistency across the North West around different programmes of work such as pre-employment, apprenticeships, careers fairs, work experience and raising the profile of both health and social care careers.[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“It’s only because of the work that Sinead did that we are working together in this way. If you work as one team you have so much more reach and you can fill the gaps in certain areas where you haven’t had the engagement previously. You can break down barriers so communities see the benefit. It’s about sharing best practice and thinking innovatively.”

· Ruth Keeler





Want to find out more?[image: ]



Contact Ruth Keeler, Strategic Lead, Integrated Community Services (ICS) Careers and Engagement, 

Healthier Lancashire and South Cumbria T: 01524 519429 E: ruth.keeler@mbht.nhs.uk  
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· Workstream: Non-Core: Policy

· Sub Region: South Cumbria & Lancashire



[bookmark: _Hlk3729042]Policy on a Page



What was the aim?



To help workforce staff deal with common HR issues, University Hospitals of Morecambe Bay NHS Foundation Trust created a series of ‘policy on a page’ documents. These one-page guides provided core advice and reminders to staff about the trust’s policies around disciplinaries, grievances & resolutions, sickness absence, performance and restructure. Having concise, quick-reference templates helped managers to manage workforce challenges in a consistent and effective way.



Members of the South Cumbria & Lancashire Streamlining Policy Workstream Group agreed that this ‘policy on a page’ concept could be helpful to other trusts. Across the area, trusts all had their own HR policies and these varied widely. This inconsistency often caused delays, extra work for employees and transitions for staff moving between trusts weren’t always smooth.



What did they do?



HR representatives from Blackpool Teaching Hospitals NHS Foundation Trust (BTH) and East Lancashire Hospitals NHS Trust (ELHT) volunteered to trial the idea of a streamlined disciplinary policy for their trusts. Their goal was to create one policy that was suitable for all members of the South Cumbria & Lancashire Streamlining Policy Workstream Group to use within their trusts.



They began by looking at the individual disciplinary policies used by trusts within the Streamlining Group. Procedures used by other organisations in the private and public sector were also considered. Documents were compared and the best bits used. While developing the new policy, BTH and ELHT ensured that it conformed to key disciplinary principles set out by ACAS (Advisory, Conciliation and Arbitration Service). 



What was achieved?



· BTH and ELHT created a simple disciplinary policy (just 12 pages) that can be used by trusts across the sub-region

· A shortened ‘policy on a page’ version was also drafted, providing a brief overview of the procedures. Feedback has been very positive about this template, particularly from managers who say it’s really helpful to have all key points in one short summary

· Both BTH and ELHT have adopted this new policy 

· The same review and development process has been used to create consistent procedures for other HR policies - including performance management and probationary periods - which trusts have also accepted.

· The transition for staff moving between trusts is smoother as policies are more consistent. This has also lessened the workload of HR staff as people are already familiar with policies“Being part of the Streamlining group gives you that time out, away from your desk to share knowledge and experience with colleagues from other trusts. You can pick out the ideas that might work for your trust. It’s about pulling out the best bits, creating consistency with our policies and procedures and supporting each other .”

· Lynne Waddicor, Senior HR Business Partner, East Lancashire Hospitals NHS Trust



Want to find out more?  

Contact Lynne Waddicor, East Lancashire Hospitals NHS Trust lynne.waddicor@elht.nhs.uk or Eleanor Palmer-Rigby, Blackpool Teaching Hospitals NHS Foundation Trust, eleanor.palmer-rigby@nhs.net [image: ]
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· Workstream: Core: Training 

· Sub Region: Greater Manchester



Manchester University NHS Foundation Trust (MFT)



What training challenges were they facing?



[bookmark: _Hlk2438308]In 2017, two trusts in Manchester merged to create England’s largest trust, Manchester University NHS Foundation Trust (MFT). Their learning & development team now facilitates learning for 20,000 staff, 34,000 users on the learning hub and an average of 300 new starters a month across nine hospitals and community services.



But even before this merger, new staff were becoming increasingly frustrated during their inductions. If they joined from another trust, they had to repeat core skills training, even if they were still compliant in it. This was a waste of time for both new employees and the HR team. It also meant that the induction process focused on training exercises rather than a bespoke introduction to MFT’s values and the range of support available to new staff.



What was the aim?



“Including mandatory training at induction was an excuse to ‘sheep dip’ people. They were bored and unengaged and they weren’t learning,” says Andrew Lloyd, Programme Manager, Workforce Development at MFT. “We wanted to train the right people, at the right time, on the right thing.” The North West Streamlining team worked with MFT to enable this by facilitating the sharing of best practice from other trusts. This allowed MFT to explore how training competencies could be effectively recorded and monitored in ESR via the pre-hire inter-authority transfer (IAT) process, removing the need for mandatory training at induction. [bookmark: _Hlk1595005][bookmark: _Hlk1595006]“The biggest benefit of working with the Streamlining team has been the networks they have facilitated. I’ve now got relationships with training leads across Greater Manchester. We’re all going through the same challenges, we pick tips up off each other. The Streamlining team made that happen. They’ve also been really good at keeping us all on track, maintaining direction.”

· Andrew Lloyd, Programme Manager, Workforce Development, Manchester University NHS Foundation Trust (MFT)





What has been achieved?



Despite being the largest English trust, MFT now accepts core skills competencies for new starters via the pre-hire inter-authority transfer process. The entire induction programme has been restructured, creating some key benefits:

· £700,000 saved in training costs by removing duplication around learning and development.

· On-boarding is quicker, easier and safer. Delegates’ feedback following induction has improved with staff saying the new values-based induction explains the history, values and support available to staff at MFT. 

· Training compliance remains high and hasn’t been impacted by the removal of training from induction.

· Now inductions are shorter, non-clinical staff across MFT are released back to the trust half a day earlier. Clinical staff at the Wythenshawe site are released back to the trust one whole day earlier 

· Training is now tailored for new starters following a bespoke Training Needs Analysis (TNA) and review of all mandatory training - part of a project to merge the previous two trusts’ training into one MFT programme. [image: ]





Want to find out more? 

Contact Andrew Lloyd, Programme Manager, Workforce Development, MFT T: 0161 291 4713

E: andrew.lloyd@mft.nhs.uk 
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· Workstream: Core: Recruitment

· Sub Region: Greater Manchester



Adoption of Factual References at WWL



What challenges were there? 



In September 2017, Wrightington, Wigan & Leigh NHS Foundation Trust (WWL) moved to the sole use of factual references when recruiting new starters. In the past, subjective references were provided for all staff, but implementing a factual reference-only policy meant the process could be managed centrally. It was hoped that this change would cut the time that managers had to spend writing references and speed up the request process.



However, it was envisaged that there might be resistance from some staff in the trust. There were also concerns about whether factual references could be recorded and monitored in the electronic staff record (ESR) system via the pre-hire inter-authority transfer (IAT) as efficiently as by using online application management system, TRAC.



What was the aim?



The recruitment team at WWL aims to deliver top class and innovative employment policies. Solely using factual references to make the transfer of staff more efficient is a streamlining priority and an example of innovative employment practice. WWL wanted to ensure this new policy was implemented successfully.



How was this achieved?



· WWL signed up to an MOU confirming commitment to North West Streamlining

· They engaged with key stakeholders to reduce opposition to changes in reference policy

· Roles in the team were assigned to manage incoming/ outgoing references 

· A pilot in the Estates & Facilities division was run

· ESR process notes were created for the WWL HR Team to work from 

· They invited ESR experts to meet with WWL’s recruitment team to resolve any issues relating to the pre-hire IAT 

· Regular updates to WWL recruiting managers and the Trust Board Workforce Committee were delivered

· The wider benefits of moving to factual references were cascaded to non-clinical divisions as well“We met with one of WWL’s Recruitment Administrators. She was a big fan of requesting references via IAT and felt the system was very efficient. The only issue was that not all trusts responded; if all trusts did respond, she felt this would be the best way of requesting references.”

· Sally Jones, Implementation Project Officer for Greater Manchester, North West Streamlining team







What were the results?

· Factual references have been fully implemented within WWL since 2017 via both IAT and TRAC 

· Private sector employers have responded well, and this has cut hire times in some areas 

· Where the pre-hire IAT cannot be used, factual references are still used via TRAC. They are generally returned more quickly than subjective references

· Reference check lapse times have reduced [image: ]



· WWL thought that factual references would increase their recruitment team’s workload. This has not been the case because requesting IATs often removes the need to apply for many references from separate line managers 



Want to find out more?

Please contact Wrightington, Wigan & Leigh NHS Foundation Trust’s recruitment team for further information. E: recruitment@wwl.nhs.uk 

North West Streamlining Team Success Stories[image: ]
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· Workstream: Core: Training

· Sub Region: Greater Manchester



Improved Staff Experience Story - from a New Starter 



What challenges were there? 



Having to repeat mandatory training at induction was a bone of contention for many new starters. If they joined from another trust, core skills training had to be re-done, even if the staff member was still compliant. This created a poor employee experience from day one and wasted the time both of new starters and the HR team. 



Laura Middleton, a graduate of the NHS Graduate Scheme in Health Informatics was all too familiar with this issue. Working on the graduate scheme meant she had to move trusts on three occasions and every time Laura was required to resit the training that she’d just completed six months before, despite being fully compliant still.“I was so full of dread at doing the mandatory training again. It took up time. I worked down in Essex at a community health provider when I did the mandatory training initially. When I moved to another Trust, I had to do it again.”

· Laura Middleton, Assistant Business Manager (Performance) at Stockport NHS Foundation Trust



What was the streamlining aim?



A key goal of the North West Streamlining team was to tackle this issue and look at how training competencies could be effectively recorded and shared in ESR via the pre-hire Inter-Authority Transfer (IAT) process, removing the need for mandatory training repeats at induction. The Streamlining team developed a strong network of HR colleagues from trusts across Greater Manchester, enabling them to share good practice around this issue.



What was achieved?

[image: ]

This networking has ensured trusts now accept core skills competencies for new starters via the pre-hire IAT process. This has helped trusts to restructure the induction programme and make cost savings by removing duplication around training. On-boarding is a more positive experience for new starters and compliance rates remain high. 



Laura Middleton’s recent experiences reflect this. Her next move in December 2018 was very different; she was so pleased she tweeted about it. [image: ]



[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“When I moved to Stockport NHS Foundation Trust, someone had blocked out a day in my diary for training. I logged in but it was all there, so I didn’t have to waste eight hours. The new system is much better. It means I can get stuck in and do other stuff. It saves so much time, particularly for junior doctors on rotation. Rather than battling with IT and doing unnecessary training, staff can get out in the trust.”

· [bookmark: _Hlk3407703][bookmark: _Hlk3407704]Laura Middleton, Assistant Business Manager (Performance) at Stockport NHS Foundation Trust



When Laura mentioned her experience to colleagues working for another NHS employer, they spread the word to their HR teams. As a result, they didn’t have to repeat mandatory training at induction.



Want to find out more?



Laura Middleton, Assistant Business Manager, Stockport NHS Foundation Trust T: 0161 419 5010 

E: laurajane.middleton@nhs.net 
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· Workstream: Non-core: Training

· Sub Region: Greater Manchester



Prevention and Management of Violence and Aggression (PMVA) Group



Why was this group set up?



The North West Streamlining Team have closely supported this group which was established by two large mental health trusts in Greater Manchester, enabling them to standardise training around restraint techniques.



In the past, training in physical intervention and restrictive practices used on adults, older adults, children and young people varied widely across Greater Manchester. This meant that when NHS employees moved between trusts, they often had to repeat training courses – some up to five days long. In addition to the financial implication, this lack of consistency also increased the risk of injury and anxiety for service users and staff.



What was the aim?

Set up by Greater Manchester Mental Health NHS Foundation Trust and Pennine Care NHS Foundation Trust, the objective of the PMVA Group is to normalise values and approaches to restraint and to create a standard training programme for staff in both trusts. 



The North West Streamlining team facilitated the PMVA sessions, supporting the group around benefits realisation and providing an external perspective which kept the group focused on its overall strategy.



What has been achieved?[bookmark: _Hlk1595005][bookmark: _Hlk1595006]“The streamlining programme has been a big help for bank staff who work across trusts. We don’t have to repeat training for them which can add up to a considerable amount.”

· [bookmark: _Hlk2341944][bookmark: _Hlk2341909]Chris Heath, Violence Reduction Manager, Pennine Care NHS Foundation Trust





A gap analysis was conducted across all training levels and incoming trainer standards were also audited. For the first time ever, a child and adolescent mental health services (CAMHS) training course will now be run, ensuring consistency around restraint practices used on children and young people across both trusts. In addition to this, a joint syllabus and restrictive framework training manual has been created, including a comprehensive collection of hold technique photos.



What about the future?



The PMVA Group want to use their model to standardise training across many new areas: 



•	Clinical holding to support clinical intervention

•	Restraint techniques in care homes 

•	Physical intervention procedures for hospital security guards

[image: ]



Want to find out more?

Contact Chris Heath, Violence Reduction Manager: E: chris.heath@nhs.net T: 0161 716 2123
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· Workstream: Core: Recruitment

· Sub Region: Greater Manchester



[bookmark: _Hlk3729042]Factual references and successfully implementing the employee relations section of ESR 



What was the challenge?



[bookmark: _GoBack]A key North West Streamlining goal is for trusts to replace subjective references with factual ones. Using factual references via the Inter-Authority Transfer process (IAT) also means that data is automatically populated in the Electronic Staff Record (ESR) system’s reference template. Only the employee relations data needs to be added manually. Enhancements to the IAT reference template mean that a flag now appears if employee relations information is already recorded in ESR. This removes the need to manually check records for every reference request received in other employee relations case management systems. 



The Christie NHS Foundation Trust did not have an employee relations case management system and were researching potential solutions. The cost of external systems was high and either an interface would be needed to feed data across from ESR or they would have to manually input data required for the WRES (Workforce Race Equality Standard) report. As a result, The Christie looked at the possibility of using ESR to record employee relations details instead. 



What steps were taken?



The benefits of recording employee relations information in ESR were discussed with the HR Advisory team. There was some initial resistance as it meant doing a cleanse of existing data which involved more work. Some of the team had used ESR before for casework and hadn’t found it useful. However, once the benefits were understood around responding to references, increasing visibility of data from improved BI dashboards and removing work from within the Advisory team regarding generating WRES reports, the team agreed to go ahead.



A cleanse of existing employee relations spreadsheets was carried out. The team then worked in pairs to input the data into ESR. Reports were re-run until everyone was confident the data now held in ESR was accurate.



What were the benefits?

· Quicker responses: it now takes less than 5 mins to respond to requests, so trusts receive references faster

· Saves HR Advisory team time: ESR automatically populates the majority of the reference template with key data

· Less risk of error: the new process means staff no longer have to search many spreadsheets for a name

· Reports can be run easily: for WRES and by HR Heads for an up-to-date picture of HR Advisory casework“In Greater Manchester, the streamlining programme brought workforce and HR colleagues together to increase shared learning and collaboration, particularly around the move to factual references. The team have been really influential for that. They gave us all something to focus on, a common goal and purpose.”

· [bookmark: _Hlk3412716][bookmark: _Hlk3984323]Ric Wilkinson, HR Operational Service Lead, The Christie NHS Foundation Trust

[image: ]





Want to find out more?

Ric Wilkinson, Head of Workforce Transformation and System, The Christie NHS Foundation Trust 

T: 0161 918 7015 E: richard.wilkinson@christie.nhs.uk 
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· Workstream: Non-Core: Training

· Sub Region: Greater Manchester



[bookmark: _Hlk3729042][bookmark: _GoBack]Dementia Training 



What was the aim?



In 2018, a review of the original ‘Dementia Core Skills Education and Training Framework’ was undertaken, led by Skills for Health, Health Education England and Skills for Care. The updated framework was re-titled the Dementia Training Standards Framework and trusts were asked to look at how they could achieve the new learning outcomes.



The Streamlining Training Workstream Group in Greater Manchester agreed that dementia training should be a key milestone. There were wide variations in dementia training across the 13 trusts at the time and this needed to change so a consistent message was given to all staff. The Streamlining Group also felt that this was an opportunity to ensure training aligned to the new Dementia Training Standards Framework and that the process of recording dementia training could be improved so details passed smoothly to a new trust when staff changed jobs.



What about the challenges?



The Group initially found it hard to engage busy clinical staff and get them together. There was also resistance from some people who didn’t want dementia training to be delivered online. Having so many subject matter experts in one room also created challenges around the question of which approach was best.“The Streamlining team worked with trust training teams to help us get clinical dementia staff together and engaged in this work. They also got sign off from the Greater Manchester HR Directors’ network. When you have a milestone against a programme of work, you have more gravity to push it through.”

· Andrew Lloyd, Programme Manager, Workforce Development, Manchester University NHS Foundation Trust (MFT)





What was achieved?



The Group looked at the dementia training offered in each Greater Manchester trust and found that no trust’s training aligned to all 108 learning outcomes in the new Dementia Framework. Group members then explored whether any national training met the requirements. They evaluated the e-learning for Healthcare (e-LfH) packages and social care packages available via the Social Care Institute of Excellence (SCIE). A workshop was also run by the Group where dementia experts were asked what their ideal training package would consist of. 



The result of this research is a part face-to-face, part e-learning modular programme branded ‘Be Dementia Aware’ –inspired by Manchester’s symbolic worker bee. The Group have designed the training to be as engaging and representative as possible, encouraging staff to think differently and focus on helping people to live well with dementia. Funding has been secured for Level 1 which concentrates on awareness and is designed for everyone, from ward clerks through to hospital administrators. Staff and patients from Greater Manchester trusts feature in a series of films which form part of the training. Level 2 of the programme – for clinical staff – is now being developed.“Now there is a wonderful network of dementia specialists including nurses and consultants who are fully engaged with the project. That’s been the main benefit of the Streamlining programme – the network within a network that’s been created. These specialists have even suggested that mental health staff help to develop training in an acute trust and vice versa so they can see the different sides. It’s really interesting to see that energy.”

· Andrew Lloyd, Programme Manager, Workforce Development, Manchester University NHS Foundation Trust (MFT)



Want to find out more? 

Contact Andrew Lloyd, Programme Manager, Workforce Development, MFT T: 0161 291 4713

E: andrew.lloyd@mft.nhs.uk [image: ]



North West Streamlining Team Success Stories

image1.png

Nﬁ! ol o

Streamlining

Working together nationally and locally
to improve efficiency and staff experience






image10.png

Nﬁ! ol o

Streamlining

Working together nationally and locally
to improve efficiency and staff experience






image2.gif







image20.gif








image23.gif




image2.jpeg
i




image3.emf
1 Success Story -  IAT Enhancements - FINAL.docx


1 Success Story - IAT Enhancements - FINAL.docx
North West Streamlining Success Stories [image: ]





· Workstream: All Core Workstreams  

· Sub Region: Overall Programme 



Collaborating Nationally on Inter Authority Transfer (IAT) Enhancements



What was the issue and aim?

The Electronic Staff Record (ESR) solution plays a vital role in supporting NHS Streamlining to deliver real benefits and efficiencies through use of the Inter Authority Transfer (IAT) process, which transfers 3 main types of information; factual references (FR), training competencies and Immunisation and Vaccinations. From the enhancement requests that were received from across regions in England it became clear that understanding and experiences were contradictory. Via the national Streamlining Steering Group, the North West team shared their feedback with the aim of gaining support for a national collaborative approach to proposing enhancements. 



What was the approach and success?

In the spirit of a partnership approach, the NHS ESR central team at a national level and with additional support and funding from NHS Improvement, worked with the NW Programme team to host a National ‘IAT Enhancement Workshop’ in March 2018.  Stakeholders from all regions were engaged both on-line and in person at the national workshop.  IAT enhancements were proposed around the specific elements that related to the 3 types of data transferred, and the overall functionality of IAT itself.  Following the workshop, the team then produced an ‘IAT Enhancements Requirements Report’ containing 45 collaboratively developed suggested enhancements and business cases to support these, and following a review of these, the NHS ESR central team confirmed their support for many of the specific enhancement requests and made some suggestions on improving the overall functionality.  



What actual improvements has this led to?

So far 6 significant enhancements have been deployed and are already live in the ESR solution. Some examples include:

· A flag has been added to the FR to indicate when information is held in the Employee Relations module in ESR.  This enables the person completing the reference to check the system only for flagged FRs, to see if what is recorded is relevant for disclosure on the factual reference, saving a considerable amount of time.

· A number of enhancements have been implemented to help realise the benefits of core skills alignment, including the ability to transfer local competencies on internal IATs and the colour-coding of competencies transferred through the IAT process, which helps to identify those skills that are due to expire soonest. 

[bookmark: _Hlk3027110][bookmark: _Hlk3027358]Several more enhancements from the report are scheduled for release in the future and the national approach is supported as a great way to bring regional stakeholders together to collaborate on enhancements to ESR and other elements of streamlining. [image: ]



“We believe that because the ESR and NW Streamlining Team have worked so closely together, maintained a high level of engagement and a partnership approach throughout the last three years, we have been very effective in our collective efforts to support the aims of streamlining, to enhance the ESR solution and to increase usage of the system.”

· [bookmark: _Hlk3232378][bookmark: _Hlk3232560][bookmark: _Hlk3232561]Mike Winstanley, Senior ESR Account Manager, North of England & Emma Turner, NW Programme Manager



Want to find out more?

Contact Mike Winstanley, Senior ESR Account Manager, North of England T: 07824 502930 

E: mike.winstanley@nhs.net 
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· Workstream: Core: Training

· Sub Region: Programme as a whole



Using the Data Load tool in the North West



What were the training challenges?



Not all trusts in the North West used the Electronic Staff Record (ESR) system to record core skills training framework (CSTF) competencies of their staff. Instead, they used a variety of learning management systems and this presented a data transfer problem when employees moved trusts. New starters would often have to repeat training unnecessarily to ensure compliance, wasting their time and HR and trainer resources.



What was the aim?



The North West Streamlining team wanted to overcome this issue by ensuring that trusts in the region could record training competencies effectively in ESR, even when they used a separate learning management system, so the training could be shared easily with other trusts as staff moved posts. The goal was to develop and roll out a tool to allow trusts to effortlessly put data from their own systems into ESR.  As well as identifying training records coming into the organisation, through the use of the pre-hire inter-authority transfer (IAT) process, this would also reduce training duplication. The key was making sure that this transfer process was not onerous or time-intensive for L&D teams – it had to have as small an impact on business as usual as possible.



What has been achieved?



Bronwyn Driver from the North West Streamlining team - who is also a technical expert in ESR - worked closely with trusts from across the region to understand the issues they were facing. A robust transfer process was built, using the data load software. This enabled L&D managers to download a report from their external Learning Management System (LMS), put it through the data load software and transfer it smoothly into ESR. [bookmark: _Hlk1595005][bookmark: _Hlk1595006]“Often in the NHS, when changes are needed, you’re expected to go away yourself and find out how to make them. This programme isn’t expecting that.”

· Carl Slater, IT, Greater Manchester Mental Health NHS Foundation Trust



Bronwyn Driver was on hand throughout the process, solving problems and answering queries. A workshop was held to explain the process for accepting CSTF competencies received at pre-hire stage. Trust staff shared their practical experience of using the data load tool and talked through how they tracked savings.



· Over 300,000 training competencies have been loaded on to ESR by trusts using the data load tool and the ESR Mass Update process.

· Error rates are less as L&D teams no longer have to manually input data from their own system into ESR.

· Trusts in the South West and East Midlands are now adopting the data load tool in order to save time too.“When Norm Skipp from MFT [Manchester University NHS Foundation Trust] said this is how much time we’ve saved, that was an eye opener for me.”

· Karen Payne, Learning & Development, Greater Manchester Mental Health NHS Foundation Trust
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Want to find out more? 

Contact Bronwyn Driver, Implementation Officer and Engagement Lead, Systemwide Training and 

Employment Passport (STEP) Project T: 07795 540172 E: Bronwyn.Driver@sthk.nhs.uk 



North West Streamlining Team Success Stories
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