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SUMMARY REPORT 

TRUST BOARD 1st February 2018 Agenda Number: 
07.1 

Title of Report Quality Improvement Plan Enabling Work Stream - Culture 
and Leadership Improvement  

Accountable Officer Catrin Asbrey, Executive Director HR and Organisational 
Development 

Author(s) Ruth Bardell, Associate Director HR and Organisational 
Development 

Purpose of Report This report provides and update on activity, specifically the 
Culture and Leadership Improvement Plan, to support the 
successful delivery of the Trusts overarching Quality 
Improvement Plan. 

Recommendation  The Board is recommended to: 

 Review the activity underway and provide feedback on 
future plans. 

Consultation 
Undertaken to Date 

This plan has been developed in consultation with the Trust 
Improvement Director, the NHS Improvement Team – and their 
Development Team. 

Signed off by Executive 
Owner 

24th November 2017 Director HR and OD 

Reviewed by Executive 
Team 

27th November 2017 CEO Cabinet 

Reviewed by Board 
Committee (where 
applicable) 

Nil Nil 

Reviewed by Trust 
Board (where 
applicable) 

31st November 2017 Trust Board 

Date(s) at which 
previously discussed by 
Trust Board / Committee 

The NHS I Culture and Leadership Toolkit has been presented 
and supported by the People and Organisational Development 
Committee, this plan has been further strengthened following 
the outcome of the Care quality Commission Inspection. 

Next Steps The Plan will be delivered and assurance will be provided bi-
monthly to the People and Organisational Development 
Committee and Trust Board. 

  

Executive Summary 

This paper provides an update on activity currently underway, as set out in the Culture and 
Leadership Improvement Plan which is key to enabling the Trust Quality Improvement Plan. 
Working closely with the Trust Improvement Director, the NHSI Development team and the 
Faculty of Medical Leadership and Management the Executive Director of HR is co-
ordinating a wide range of diagnostic activity which will culminate in a synthesis workshop on 
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the 9th February 2018. 

Following this workshop, a range of activity will be commissioned to deliver culture and 
leadership improvement. This in turn will inform the wider Organisational Development Plan 
for the Trust. 

Financial Risks External funding has been sourced to deliver the plan with the 
exception of the cost of releasing individuals to attend events. 

Key Risks  Maintenance of pace will be challenging, particularly at times of 
high service delivery requirements (Winter pressure). 

Disclosure Statement Data informing the action within the toolkit has been 
extrapolated from national reporting portals and the output of 
the Care Quality Commission Inspection in 2017. 

Equality and Diversity 
Statement 

There are no specific adjustments required currently, however 
all planned activity will be monitored for any requirements. 
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Quality Improvement Plan Enabling Work Stream - Culture and Leadership Improvement 

 

 

1. Introduction 

This work stream is in place to enable the wider Quality Improvement Plan specifically through 
development of the right culture and leadership for success. The Trust has commenced the work 
to improve culture and leadership within the organisation which is focussed initially in improving 
medical engagement and leadership and will then move to develop more effective team working 
and all senior leadership teams. This piece examines the current perceptions of culture in the 
organisation and looks at the vision for the future state. 

 

This will form a key part of the wider Organisational Development Plan, once diagnostics have 
been completed and the plan for interventions is in place. 

 

2. Culture and Leadership Improvement Programme 

The programme is underway and the diagnostic phase is almost complete. Once it has been 
completed in full, the data will be analysed and a programme for the long term improvement in 
leadership, engagement and the way it feels to work at Royal Cornwall Hospitals Trust will be 
refined.  

 
2.1 NHS Culture and Leadership Improvement Programme. 

 
This diagnostic will be completed in February but consists of: 

 

 A Culture and Outcomes Dashboard – This has been completed. 
Data is taken mainly from the most recent available Staff Survey, NHSI’s Model Hospital and 
the Friends & Family test.  The King’s Fund’s stretch targets are used along with trust upper 
and lower limits for benchmarking.  

 A Patient experience feedback Dashboard – This has been completed. 
This data is extrapolated from Adult Inpatient survey activity mapped to the cultural elements 
of the patient experience. 

 Executive Board Interviews – A small ‘Change Team’ has been recruited, consisting of 
approximately 10 multi-disciplinary colleagues who have been trained by NHSI (6

th
 

December 2017) to collect and collate data from a range of engagement activities with the 
Board, divisional triumvirate and Clinical Directors. Board interviews are scheduled and 
underway. 

 Leadership Workforce Analysis – designed to look at the current state of Leadership and 
vision the future state required to deliver improvement and consists of interviews with the 
Board Divisional Triumvirate. 

 Culture Focus Groups – senior leader’s focus groups will take place on the 29
th
 and 30

th
 

January 2017 across all 3 sites. These facilitated discussions will describe the experience of 
current leadership and culture challenges 
 

This work has no direct financial cost. 
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2.2 Faculty of Medical Leadership and Management (FMLM) 
The FMLM have proposed a four phase approach to specifically engaging the medical workforce 
in order to establish a development programme to strengthen Medical Leadership specifically in 
RCHT. This level of engagement will clearly define the current medical leadership structure, 
those aspiring to take on leadership roles, the wider medical workforce understanding of the 
leadership structure and those medical colleagues who do not feel connected to the 
improvement journey. 

 
Currently a range of activities are underway in order to establish the correct scope and 
communication of planned interventions to ensure maximum engagement. In discussion with 
Clinical Directors, the expected activity is as follows: 

 

 Medical Engagement Scale (MES) – the MES was released to all Clinical staff in the 
organisation, with exception to F1 and F2 Medics. 

 FMLM 360 Appraisal – all Clinical Directors (CD) are currently taking part in the FMLM360 
Appraisal. The Associate Divisional Directors and the Associate Directors of Nursing have 
also been invited to utilise the same tool in order to assess, consistently, where to target 
support and development for improvement. Feedback will be delivered by trained coaches 
and deliver an individual personal plan for every CD. 

 Focus Group activity with identified aspiring leaders – FMLM will work with 15-30 
identified (CD’s to assist with this) aspiring leaders to ascertain specific developmental 
needs. These Aspiring Clinical Leaders have been identified by the Clinical Directors. 
 

Care is being taken to align the language and style to our overall plan. FMLM have been 
provided with the NHSI Toolkit to ensure these key pieces are aligned. 

 
An additional 2 phases of design and delivery of development are proposed as part of the FMLM 
offering, however the Trust has currently committed only to the diagnostic phase of the proposal. 
Funding via NHSI has been agreed for phases 3 and 4 but we will review the diagnostic to 
ensure phases 3 and 4 meet the requirements before committing to them. 

 
Phase 1 and 2 has been supported by funding from the STP Workforce Development Funds. 
Phase 3 and 4 will be supported by funding secured through the NHS Improvement Team. 

 
A synthesis workshop with the NHS I Development Team will take place on the 9

th
 February 

2018. Utilising diagnostic data from both the NHSI Tools and the FMLM (specifically MES) this 
workshop will deliver a comprehensive, long term plan for improvement in culture and leadership 
to deliver the wider Quality Improvement Plan. 

 
2.3 Leadership Development 
We are continuing to deliver the Trust internal LEAD Programme. Delivery of Cohort 2 was 
completed in December, seeing an additional 47 staff trained. Cohorts 3 commences in February 
2018 following a review and re-design of the programme to ensure that it aligns to the Quality 
Improvement Programme and is responsive to the narrative we receive as part of the diagnostics 
previously referenced. 

 
We have been awarded funding from the South West Leadership Academy to deliver 
development training to harness the skills of our senior clinical staff, strengthen the triumvirate 
leadership teams and develop a sustainable development programme across the system. We 
are currently liaising with the leadership Academy to source providers to work with us on this 
programme. 

 
We will also ensure all colleagues have access to offerings that the South West Leadership 
Academy delivers across the region. 
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2.4 Engagement activity 
The Trust is currently awaiting the management reports for the 2017 NHS Staff Survey. The 
Trust response rate to the survey was 56% which is 13% higher than the response rate in 2016. 
We will utilise the information from the 2017 Staff Survey as part of our synthesis workshop. 

 
Following the success of the RCHT Team and the 2017 Military Challenge, we have been offered 
team building days by the armed forces free of charge (although there will be a cost to releasing 
staff to attend). This will provide up to 50 people and opportunity to work together in a non-
clinical environment on challenges that are unfamiliar. The aim is to improve working 
relationships through improving teams understanding of each other’s personality and ways of 
working. It is planned that this will take place on 23

rd
 April 2018. We are continuing to work with 

our colleagues in the Army Reserve to finalise the details on this. 
 

We will continue to focus on improving the working experience for colleagues by continuing to 
support activity specifically in relation to ‘Respecting Each Other’. The Trust has run a week long 
communication programme to re-launch the values and behaviours framework and talk to staff 
about the difference we can all make to how it feels to work here. This activity was supported by 
staff pledging to put a stop to bullying and harassment and respect each other. This was just the 
beginning of a longer term communications plan which will be visibly supported by the Chief 
Executive, Chairman and Trust Board. 

 
We have seen a number of staff self-select to become Freedom to Speak Up Support Officers. 
During December, we supported those that came forwards with an introductory session. Support 
Officers and the Trust Freedom to Speak Up Guardian will be formally trained on22nd January 
2018, utilising a nationally recognised provider. 

 
The Royal Colleges (Obstetrics and Gynaecology and Surgeons) are also working nationally to 
facilitate a culture of respect. The Trust will be represented at a national event running on 8

th
 

February 2018. 
 

3. Conclusion 

There is a structured plan to deliver a sustainable, long term culture and leadership 
improvement. This has been further strengthened following consultation with the NHS 
Improvement Team and the Leadership Academy. 

 

It is expected that this plan will further inform a wider Organisational Development Plan once the 
diagnostic phase has been completed. 

 
 

4. Recommendation 

 

 Review the activity underway and provide feedback on future plans. 


