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FOREWARD

This strategy provides comprehensive details of the vision and direction for learning and development, which Portsmouth Hospitals NHS Trust intends to take to ensure that its’ staff can provide the highest quality patient care to the population it serves. This second edition has been updated and builds upon the Trust’s Integrated Business Plan (2006) and the new Strategy for People and Workforce (2007). It is also clearly linked to national and regional  Health Service policy.

Following a short summary of the international, national and local context behind the strategy, the document provides guiding principles and targets under its six strategic themes. These are relevant to individuals, managers, departments, divisions and the whole organisation and set the scene for how learning and development will progress over the coming two years. The operational plan clarifies learning and development priorities for 2007/8. Information about education structures and processes at the Trust are also included. 

The document is intended for all PHT staff – you are encouraged to read and apply the principles behind the document to your own learning and development. Managers will also need to consider necessary changes to working practices, which result from the implementation of this strategy.  

This strategy was developed following extensive discussions and consultation with key professional groups throughout the organisation and I thank them for their valuable contribution.  Equally, the Learning & Development team have worked enthusiastically to get the strategy to this point.

Learning and Development at PHT is led by the Director for Organisational Development and Human Resources. Under this leadership, and that of the Learning and Development Team, staff who support the core learning and development function form the Learning and Development Department (LDD). The 10 key roles in the Learning and Development Team are:

· Director of Medical and Dental Education – Vicky Osgood

· Head of Education for Nursing and Midwifery – Debra Elliott
· Head of Education for AHPs, Scientists and Technicians – Barry Hodgson

· Lead for Essential Training – Peter Maunder

· Library Services Manager – Helen Bingham/Pauline Blagden
· Learning and Development Business Manager –Lynn Hansell

· Head of Learning and Development – Julia Barton

· Head of Leadership and Management Development and KSF – Michelle Coles

· E-Learning Advisor – Alison Wright

· Resuscitation Manager – Nicky Poplett

There are also a wide number of other departments and people in key roles working to facilitate learning and development with Trust staff. These include staff across each of the Divisions and in designated departments such as Health and Safety, Infection Control and IM&T training.

My thanks go to all.

David Eccles

DIRECTOR OF WORKFORCE AND HUMAN RESOURCES
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INTRODUCTION

This document sets out Portsmouth Hospitals NHS Trust’s Strategy for Learning and Development. The first edition of the Strategy was implemented in June 2005 and this second edition (2007) has undergone review, in order to reflect the changes that have occurred in the organisation and in the wider context of health and social care over the past two years. 

WHY IS A STRATEGY FOR LEARNING AND DEVELOPMENT NECESSARY?

Portsmouth Hospitals NHS Trust recognises that investment in the skills and individual potential of its staff is central to:

· providing the highest standards of care.

· meeting patient and service delivery needs 
· modernising and reshaping care
· cultivating a culture that values staff
The Strategy for Learning and Development is relevant to ALL members of Trust staff, and our aim is to ensure that each staff group is aware of its existence, and can understand and interpret the implications for individual and organisational learning. The progress made in achieving the strategy is governed through the Strategic Learning and Development Committee and the Divisional Clinical Governance Teams, Divisional Training Groups, the Governance Committee and the Hospital Management Committee.  The strategy is delivered through the close working partnerships the Trust has developed with NHS South Central (Strategic Health Authority), the Ministry of Defence, local PCTs, independent  sector partners (Carillion Health and Mercury) and with local and national education providers.

The Strategy is informed by and closely aligned to several key strategy documents. 

1) The NHS Plan (DoH, 2000) and Human Resources in the NHS Plan (DoH, 2002) provide clear details of the national policy, which is behind the modernisation of the NHS and its staff.

2) The NHS’s Framework for Lifelong Learning in the NHS – “Working Together, Learning together” (DoH, 2001) provides more specific guidance about the DoH’s intention to modernise its workforce through learning and development.

3) The Trust’s Integrated Business Plan (2007) portrays a 5 year plan for the organisation, as it seeks to become a Foundation Trust, and includes the Trust’s vision, values and corporate objectives, one of which remains, that our staff will be well trained, motivated and their support and development will be key to the achievement of the overall Trust vision and strategic aims. The Trust will be a learning organisation, continually aiming to improve, where teaching, education and research are highly valued. The Trust is also seeking  to ensure the organisation is a leading centre for education, research and effectiveness in order to improve targets.” Other key target areas relating particularly to learning and development include governance, information, partnerships, and staff/staff management.

4) PHT’s Strategy for People and Workforce 2007 - 2012 (Eccles, 2007) demonstrates how the organisation believes that learning and development is at the heart of its endeavours to have a workforce which has the skill, commitment and flexibility to provide the right care at the right time to patients who need it. The Learning and Development Strategy links directly to this strategy, constituting one of its themes. 
Figure 1: Strategic Themes: Workforce and Learning and Development.




WHAT IS THE BACKGROUND TO THE STRATEGY?

British health and social care is undergoing a time of unprecedented reform at the start of this new millennium. There is a wide range of factors, which create the need for this change, and some of these are particularly relevant to this strategy.
International Context 

Internationally, we are seeing the advent of a global healthcare workforce, as a direct result of falling birth rates and rising life expectancy. The numbers of staff recruited from overseas has risen sharply in the last decade and increasing numbers of asylum seekers in the UK are likely to have a further impact on healthcare. Changes to the population mean the traditional recruitment pool for healthcare workers no longer exists and new and expanded healthcare roles are growing steadily. The need for a new type of healthcare worker is also underpinned by the rising incidence of chronic and incurable diseases. 

The global technological revolution has changed the way healthcare is planned, delivered and evaluated and e-learning is changing the way people learn in the 21st century. Work-based and adult learning initiatives have challenged traditional education methods and student-centred approaches have changed the role of the teacher to that of facilitator of learning. Learning is becoming more resource-based in healthcare and the development of a robust evidence base for action has assisted learning in this process. More is now understood about the concept of “Organisational Learning”, and the study of “magnet” organisations in the USA, which attract and retain staff effectively, has inspired senior managers to opt for alternative routes to meaningful learning. 

National Context 
The NHS Plan (DoH, 2000) emphasised the need to invest, reform and modernise. The increasing involvement of patients and the public is clearly at the heart of health services reform. The drive for quality is clearly underpinned by the clinical and more recently corporate governance strategies, of which learning and development are a key component. The way that services are delivered are influenced on a national scale by programmes such as the National Service Frameworks, which require reconfiguration of services around patient need rather than professional traditions. Professional regulatory body reform is ensuring the public are afforded the right and choice to high quality services from healthcare professional groups, who are increasingly learning together and developing as clinical teams.

The reform of the NHS is requiring clearer processes for planning and developing the workforce through innovative new roles and by developing the kind of leaders who can achieve national targets in rapidly changing and complex organisations. In 2008, the NHS growth in funding will cease which will have a net result of restricted growth in the public sector workforce. The Health Care Commission quality standards (Annual Health Check, Standards for Better Health) and the National Health Service Litigation Authority Risk Management Standards require NHS organisations to provide clear evidence of effective systems and processes to reduce clinical risk via essential (statutory and mandatory) training and other clinical and non-clinical training and supervision. 

The need for transferable skills, which are focused on employer and individual staff learning needs, has informed the development of the “Skills Escalator” approach to lifelong learning.  Now certain groups of NHS staff who have not been afforded equitable opportunities for development in the past can access national funds and programmes to realise their full potential. 
Local Context 

All NHS organisations are in a constant state of change and evolution, and PHT has experienced many of the challenges that these changes bring.  PHT has clearly identified the need for a flexible and adaptable workforce to achieve its goal of providing the highest quality acute care services to the local population.  The trust’s desire to be awarded Foundation Trust status in 2007 are a measure of its success and achievements over the past 5 years. 

PHT has undergone a successful Ministry of Defence (MOD) integration, and is now a fully-fledged Military Defence Hospital Unit (MDHU). The Host agreement between the MOD and PHT clearly identifies the need for staff from both organisations to participate in the same induction and appropriate training in Trust procedures and systems. Furthermore, it is envisaged that MDHU staff will have the opportunity to join NHS staff and vice versa in a range of training programmes, recognising the need for joint approaches to the funding of this activity. The principles underpinning learning and development detailed in this strategy, therefore apply to both MOD and NHS staff equally, and the Trust is committed to ensuring the learning needs of its’ military partners are recognised and integrated in all relevant learning and development activities. 

Local Delivery Plans have shaped the way services are delivered and partnerships with PCT colleagues and other health and social care provider organisations are maturing in order to provide increasingly seamless services for patients in the locality. Workforce planning is now undertaken within the context of these partnerships.   

The Trust receives funding for learning and development activities from two main sources. Firstly, funding is allocated internally for departments and divisions. This funding is provided to support the delivery of patient services and is used for all types of staff working for a particular service. Departments/divisions use a variety of different methods to allocate the funding on an annual basis. Secondly, the Trust receives a significant amount of money annually from Multi Professional Education and Training levy (MPET) allocated by the Workforce Development Department of the NHS South Central Strategic Health Authority (SHA). In 2007, the SHA have consulted on plans to develop a new regional education body, which will be known as NHS Education South Central (NESC). This body is seeking to integrate the functions of the Wessex and Oxford Deaneries and the Hampshire and IOW and Thames Valley Workforce Development Directorates. 

The Trust receives MPET funding for developments such as undergraduate and postgraduate medical and dental education, nursing, midwifery, allied health professional and scientists learning and development activities. Funding for National Vocations Qualifications (NVQ) and learning activities for staff who do not yet meet national minimum education targets is now administered via the “Train to Gain” Programme, established by the Learning and Skills Council. The Trust has learnt much from undertaking a range of internal and external quality reviews, which have provided vital feedback for organisational development. 

This strategy sets out the organisation’s beliefs and values about learning and development and includes a clear plan of action to ensure learning is at the heart of these necessary modernisation efforts.


In order to deliver the Trust’s Corporate Vision and Objectives and implement it’s Strategy for People and Workforce, PHT has developed the following vision for Learning and Development.

Portsmouth Hospitals NHS Trust aims to create an environment in which staff are encouraged to become self-directed learners, creative problem-solvers, and skilled, competent and effective team members, who can adapt positively to meet rapidly changing patient care and service delivery needs.

The implications of this strategy both encourage and demand cultural change. A “learning organisation” is characterised by a culture of openness, trust, and responsibility. Implementation of this strategy will therefore require commitment and change at corporate, divisional, departmental and individual level.



THEME 1: 

Theme Lead: Head of Leadership and Management Development and KSF (with Director of Medical Education)
Objective: 

The Trust and its’ individual staff members will be clear about the skills and competencies required to undertake all healthcare and support roles, and will be encouraged to meet any gaps in learning. Staff will be well supported in their learning and development endeavours.
Guiding Principles:

· Learning and Development needs should focus on enhancement of the patient’s experience by the provision of high quality care. This relates to staff who deliver front line services and staff in support/service roles alike.

· The Agenda for Change Policy (DoH, 2002) and the associated Knowledge and Skills Framework (KSF) (DoH, 2003) require NHS employers and employees to identify and agree the knowledge and skills that individuals need to apply in their posts. The KSF is a competency based developmental tool for ALL NHS staff (excluding Medical Staff), which is composed of core and specific dimensions. The framework offers a unique opportunity to re-map and standardise role competencies, and develop clearer mechanisms for identifying learning needs for all PHT staff.

· PHT’s Strategy for People and Workforce (Eccles, 2007) highlights the importance of providing clear information about competency requirements and places learning and development as central to achieving performance improvement. 
	
	To make it happen we will…
	What will be different?



	1
	Continue to provide support to workforce modernisation teams to enable the identification and mapping of role competencies.

	Staff will have mutually agreed KSF outlines and where appropriate, identified competencies for their role and be clear about any learning needs associated with these.

	2
	Identify and support staff with the development of skills required, and to prepare them for working as members of a Foundation Trust.
	Staff will be able to demonstrate a clear understanding about their changed role and the skills required as members of a Foundation Trust

	3
	Support staff and managers to maximise the benefits of annual Appraisal and Personal Development Review (APDR) and the Knowledge and Skills Framework (KSF), and provide clear guidance and resources to enable this. 


	There will be a year-on-year increase in the number of staff having meaningful APDR using the KSF framework and who maintain an active Personal Development Plan ( PDP).

	4
	Lead on the provision of appropriate learning activities as part of the customer care organisational development project.


	A standardised approach to customer care training will be linked to Trust core values and staff numbers attending customer care training will increase.

	5
	Implement the Leadership and Management Development Framework and associated competencies, and provide/commission a range of high quality internal and external leadership and management programmes. 

	All levels of Trust leaders/managers will be clear about their learning needs and will have identified how these have been achieved/will be met. 

	6
	Provide a network of trained mentors and coaches to support and guide individual & personal development and assist in the acquisition of knowledge, skills, attitudes and behaviours.


	Staff will be able to access 1:1 support through the mentoring and coaching networks and will report satisfaction with this service. 

	7
	Publicise the Skills for Health Career Framework to all staff and make clear links to this from the Trust’s Learning and Development Zone.


	The Skills for Health Career Framework will be available to Trust staff via the L&D Zone.

	8
	Seek ways to enable minimum competency requirements for temporary staff to be met
	The Trust will be assured of the quality of its temporary staff. 

	9
	Work with NESC to ensure the provision of high quality and sufficient placements for all appropriate learners and will actively seek to improve the learning environments of our clinical areas
	Learner evaluation of placements will demonstrate consistent and improving satisfaction. External educational quality reviews will corroborate this. 

	10 
	Ensure that staff who support learners in practice are appropriately trained and are offered high quality and consistent opportunities for their own support and development.


	Mentors, supervisors and assessors will have undertake appropriate training and will know how to access internal and external support for their role. 
The new Nursing and Midwifery Council Standards for Learner Support will be fully implemented. 


THEME 2:

Theme Lead: Lead for Essential Training (With Head of Learning and Development)
Objective: 

Learning and development activities will be prioritised around the prevention and management of risk
Guiding Principles:

· Staff should be able to demonstrate competence in essential (statutory and mandatory) subjects to prevent risk to patients and staff.

· A distinction is made between statutory/mandatory education and continuing personal development /academic attainment. It is necessary to prioritise learning and development activities according to the impact they have on patient health outcomes and the reduction of risk.
· The Trust seeks to meet the requirements of external quality reviews (NHS Litigation Authority Risk Management Standards/and Health Care Commission Standards) for all essential training and to comply with key legislation which impacts on its activities. 
	
	To make it happen we will…
	What will be different?



	1
	Ensure that sufficient and robust corporate and local induction/orientation programmes are available for all staff according to the Trust’s Corporate Induction policy (updated 2007) and review the content and delivery of the programme to maintain its high quality.


	All new staff will undertake corporate induction on the day employment commences or within 2 weeks maximum) and will have completed local induction within 4 weeks of commencement. 


	2
	Provide consistent and clear information to staff on statutory and mandatory training requirements via the Learning and Development Zone and the Learning Pages.

	All staff are aware of the minimum requirements for essential (mandatory and statutory) training which relate to their specific role. 
Staff will understand annual organisational priorities for learning and development.



	3
	Implement the Trust’s Training Attendance policy and other initiatives to reduce the numbers of staff who book onto training programmes and subsequently do not attend.
	There will be a decrease in the number of staff who do not attend training programmes which they have previously booked. 

	4
	Provide accurate and timely reports to managers and committees on uptake of training against annual training plans
	There will be an annual training plan for all essential subjects and managers and committees will receive reports on uptake against this. 



	5
	Support divisions and departments to identify learning needs through personal development plans (PDPs), and in the construction of departmental/divisional training plans.
	Every division will have developed an annual training plan and report against this at Divisional Governance and Training Committees. . 
The Trust-wide training plan will be approved at the Strategic Learning and Development Committee.

	6
	Review and reform essential training in order to meet the conflicting demands of national targets, whilst providing meaningful learning experiences and preventing unnecessary time away from normal work duties.
	Innovative programmes will be implemented to meet essential training requirements.

	7
	Create effective learning programmes which are directly linked to risk and incidents.


	Clear links between risk, incidents and learning will be clarified and some incidents will decrease following effective learning programmes

	8
	Meet the requirements of external quality reviews for essential training. 


	The Trust will achieve all Risk Management and Health Care Commission Standards.

	9
	Contribute to the provision of high quality and flexible training which supports the Trust’s Integrated Equality Scheme

	There will be a year-on-year increase in the numbers of staff completing equality and diversity training. 



THEME 3:
Theme Lead: E-Learning Advisor (with Library Services Manager and Head of IT Training)
Objective: 

All staff will be able to access flexible learning and development opportunities, in order to meet patient care and service needs as well as individual aspirations.
Guiding Principles:

· Staff have a wide range of learning & development needs and styles.

· Those staff seeking to learn and develop should be able to access creative, flexible and innovative opportunities to facilitate their learning. These include varied work-based learning activities such as secondment, rotation, mentorship, preceptorship, learning sets, e-learning, self-directed study, guided/reading, project work, sabbaticals, experiential learning and critical self-reflection.  

· There are a significant number of resources available for core skills training. 

· The Learning and Development Department will continually seek to create, exploit and deliver new and innovative learning opportunities for all staff.  
	
	To make it happen we will…
	What will be different?



	1
	Ensure that Learning and Development policies and procedures are fully implemented and embedded across all divisions, departments and staff groups, 
	There will be consistency, equity, timeliness and transparency of access to L&D opportunities.

	2
	Exploit opportunities to deliver NVQs and transferable/core skills training, and embrace the “Skills Escalator” and “widening participation” approach to staff development. 
	Staff in bands 1-4 will know what opportunities are available and be supported to develop where appropriate to do so. 

	3
	Ensure there is clear information available to all staff about learning and development opportunities (internal and external) and also that staff are aware of the correct processes to gain approval and apply for learning activities.
	The Learning and Development Zone and annual Learning Pages publication will provide relevant, accessible, high quality and up to date information.

	4
	Review and update the range of e-learning programmes for use with staff via the “I’m in the Moodle” and the skill soft facilities.

Develop the e-learning network and contribute to plans to increase staff access to information technology in the workplace and at central points around the organisation.

Ensure that the e-learning programmes offered are of a high standard and are easily accessible.
	E-Learning programmes will proactively support Trust priorities and focus on the prevention of Risk. 

	5
	Determine the most appropriate format for learning (e.g. e learning or face to face) and promote blended learning approaches, which are evaluated and evidence based to demonstrate effectiveness. 
	There will be clear evidence as to the effectiveness of e and blended learning approaches. 

	6
	Facilitate Trust learning and development trainers to be confident to develop and use e and blended learning approaches. 
	More trainers will be involved with developing and implementing innovative programmes using new learning technologies. 

	7
	Work closely with IT Training  in order to help staff develop the knowledge and skills needed to meet the requirements of the National Programme for IT (NPfIT)

	Staff will feel more confident to use a variety of electronic and on-line facilities. The Trust will meet its CRS implementation targets.

	8
	Ensure that staff have access to library services, e learning and information resources on an equitable and increasingly flexible basis, that there is good awareness of these and that training is available for their use.
	Staff will feel confident to use library, e learning and knowledge sources to support their work and learning. 

	9
	Work with education provider partners to develop meaningful and comprehensive systems for the accreditation of work based learning.


	There will be an increase in the number of in-house programmes which are linked to the award of academic credit. 

	10
	Provide information to staff and managers about the nature and presentation of learning differences such as dyslexia and enable individual assessment and support packages to be provided where necessary. 
	Staff with learning differences will have clear information about where to get help and will be supported in the workplace.


	11
	Plan, prioritise and support learning innovations and developments via the New Learning Technologies group.
	There will be a clear annual work programme which actively supports trust priorities.

	12
	Establish an operating framework for the effective development of skills rehearsal, simulation and virtual learning environments, promoting alternative learning programmes which support the prevention of risk and work-based learning.
	An increasing number of staff will be able to access high quality learning opportunities via programmes that incorporate simulation and virtual learning environments (VLE). 



Theme 4:

Theme Lead: Head of Nursing and Midwifery Education (with Resuscitation Manager)
Objective: 

Staff will develop the right range of skills for their role, based on patient need and service configuration. Staff in a new range of roles will be able to access appropriate learning opportunities in order to meet workforce planning and modernisation goals.

Guiding Principles:

· The future healthcare workforce at PHT will not be based solely on traditional roles and professions. 

· Traditional professional roles need to evolve and adapt to meet the changing needs of a modern health service and also to address national/international recruitment and retention challenges. 

	
	To make it happen we will…
	What will be different?



	1
	Ensure that learning and development activity is linked with workforce planning and reform.
	L&D priorities will be influenced by workforce plans which in turn will be linked to local commissioning and education solutions. 

	2
	Provide appropriate L&D opportunities to support the PFI Clinical Redesign Groups in planning and delivering the move to one-site working in 2009. 
	The reconfiguration of services and teams will be successful. 

	3
	Support and contribute to the development of robust workforce plans and staffing establishments in order to inform the commissioning of health care students to meet the needs of service delivery.
	Education commissioning will be influenced by Trust workforce planning. 

	4
	Provide an inter-organisational learning environment, which fosters and supports inter-professional and team learning and support initiatives such as the New Generation Project (NGP) and Foundation Degrees, which aim to create new ways of learning for tomorrow’s health service worker. We will identify clinical teams who are willing to host interprofessional learning groups in 2 week placements. We will ensure facilitators have undertaken appropriate interprofessional facilitator training.
	There will be an increase in the range of departments supporting IPLUs.

	5
	Ensure that staff in modern, expanded and new roles have appropriate access to high quality education programmes, library and information services, and leaner support.
	Staff in modern, new or expanded roles will report being well supported in their learning endeavours.

	6
	Create systems and processes for learning and development to support and underpins workforce and service reform and actively support change management programmes.
	There will be a coherent framework for L&D systems and process to support change management programmes.

	7
	Provide opportunities for the facilitation of postgraduate interprofessional learning programmes. 
	We will continue to promote current and pilot new postgraduate interprofessional learning programmes.

	8
	Recognise the centrality of staff learning and development in recruitment and retention endeavours.
	New staff behaviours, attitudes and knowledge will reflect Trust roles and competencies.

	9
	Enable the development of an effective and well educated nursing and midwifery workforce.


	There will be a steady increase in the number of nurses and midwives supported to achieve academic and professional awards. 

	10
	Implement a career and competency framework for Health Care Support Workers. 


	There will be a standardised organisational approach to the role and development of the Trust’s Health care Support Worker.



THEME 5:

Theme Lead:   LDD Business Manager (With Director of Medical Education)
Objective:

PHT staff will contribute to the development of the Trust as a “learning organisation” and contribute to a culture, which increasingly favours honesty, trust and openness. The Trust will be known for its effective and modern learning and development infrastructure.

Guiding Principles:

· Recognition that lifelong learning is not just about formal training opportunities, but about maximising the learning that can occur from everyday work practices.

· The vision that the Trust develops as a learning organisation. 

· In order for the organisation to remain healthy, it is vital that we learn from our successes and mistakes and disseminate innovation and excellence. 

· The DoH report “Towards a Climate of Trust” advocates transparency, honesty and a just culture, and promotes responsibility and accountability.
	
	To make it happen we will…
	What will be different?



	1
	Actively encourage our staff to learn from successes and adverse incidents, from patients, carers and colleagues.
	Attendance at Governance Grand Rounds will increase. New programmes will be developed to support learning from incidents. 
Staff will have access to data from reported risk/incidents in order to learn from past experiences and take a proactive approach to prevention.

	2
	Enable members of the Learning and Development Team to continue to make effective links with all divisions via training groups. 
Actively support divisions and departments to develop annual training plans. 
	Divisional staff will report good understanding of divisional and corporate learning and development agendas. 
The Trust will have an annual training plan in 2007/8.

	3
	Implement a new Trust data-base for recording detailed information about learning activities, and set up robust systems and processes for its use. 
	The Oracle Learning Module (OLM) System will be fully operational from November 2007

	4
	Identify learning and development income annually and issue appropriate guidance to managers about budgetary allocations, to ensure that funds allocated to learning and development are spent appropriately. We will effectively manage the wide range of training levies. 
	There will be secure and ring fenced funding for core training priorities e.g. essential training, Leadership and Management Development and NVQs. 

Staff will be clear about processes and procedures to access training funds.

	5
	Ensure there are adequate facilities for learning and development activities in the PFI building.
	PFI L&D facilities will meet the needs of the organisation and its emerging L&D function.

	6
	Undertake income generation activities such as conferences, study days, consultancy and educational opportunity development etc. in order to become increasingly resourceful in funding learning opportunities.
	There will be a year-on-year increase in funds from income generation activities which will be based on targets set out in the LDD Business Plan. 

	7
	Collate and analyse L & D statistics and make these available for monitoring and reporting purposes, and to inform purchasing decisions.
	There will be robust and regular reporting of course uptake and attendance.

	8
	Work in partnership with the NHS South Central Practice Based Learning team to ensure sufficient capacity, capability and quality for placements across a wide range of health professional and non-professional programmes
	The trust will fulfil its obligations to provide sufficient high quality learning placements. 

	9
	Work with clinical teams to improve the quality of ward based learning environments.
	Students will report improvements in clinical learning environments.

	10
	Develop and maximise the potential of the Practice Skills and Simulator suites. 
	The skills and simulation suites will be well equipped and utilised to full capacity. 


Theme 6:

Theme Lead: Head of Learning and Development (with Head of Education for Scientists and AHPs)
Objective: 

Current partnership arrangements will be strengthened, and new ones forged, as the Trust becomes increasingly aware of its external as well as its internal environment. Learning & development activities will meet established quality standards and  we will strive to enhance these at every opportunity. Activities will reflect current and meaningful evaluation data. Education activities will support the need not only utilise best evidence but also to generate new knowledge through research endeavours. 

Guiding Principles:

· PHT has suffered criticism for being too internally focused, and must address this by strengthening current partnerships and forging new ones.

· Working in a more collaborative manner will enhance patient care and the quality of services delivered.

· PHT is a large and complex organisation with many departments across its three sites. L&D activity must increasingly support collaborative and team working within the organisation.
· Quality measures must be built into learning and development activities to ensure effectiveness and value for money.

· There should be Trust-wide standardisation of the systems and processes for learning and development activities.

· Learning and Development activity is central to the attainment of clinically effective care and treatment.

	
	To make it happen we will…
	What will be different?



	1
	Provide sufficient evidence to meet the Healthcare Commission Standards relating to L&D (5b; 5c; 11b; 11c)
	The Trust will be compliant with all elements of the L&D Standards.

	2
	Provide sufficient evidence to meet the requirements of the NHSLA’s Risk management Standards
	The Trust will meet the Risk Management Standards and gain Level 2 accreditation. 

	3
	Develop and maintain constructive and creative relations/partnerships with a range of local education providers (e.g. Higher Education Institutes, Further Education Colleges) and national education providers (such as the Open University).
	PHT will be known as an organisation which learns with and from key stakeholders and will work in a more collaborative manner both within and external to the Trust to strengthen learning opportunities for all staff.



	4
	Actively influence education provider programmes in order to reflect the needs of the service.


	There will be a year-on-year increase in the number of joint learning and development initiatives.

	5
	Develop and maintain constructive and creative relations with NHS South Central/NESC whilst also exploring and exploiting other opportunities for learning and development funding (e.g. local Learning & Skills Councils, SEEDA, charitable organisations, etc.).
	The Trust will benefit from robust partnership working arrangements with commissioners/external brokers/education providers. 

	6
	Seek partnership approaches to learning and development with other provider organisations, such as PCTPCT and HPCT.
	We will increase the number of partnership led programmes.

	7
	Strengthen NHS/MOD endeavours in L&D, taking a joint approach wherever possible.
	There will be increased confidence in joint L&D approaches for the NDHU/Trust.

	8
	Ensure that partnership working between library services, IT and providers of e-learning and IT training serve to enhance and simplify staff access to electronic information and sources and IT and information skills training.
	Staff will report good access to library e-learning and IT facilities and training.

	9
	Establish and maintain systems and processes for evaluating the effectiveness of in-house and external learning and development activities and develop a Learning and Development Quality Framework for evaluation.
	Managers and staff have access to accurate and valid data about the quality of Trust Learning and Development activities.
We will receive positive feedback about the quality of Learning and Development from both internal and external sources



	10
	We will ensure that the information gathered through evaluation activities is available to inform future purchasing.
	Commissioned programmes will be purchased on the strength of prior evaluation data. 

	11
	All individuals/teams who provide in-house L&D training will be required to report progress against evaluation data at least once annually either to the Learning and Development Committee or to the Essential Training Sub Group. 
	Staff will report increasing satisfaction with Trust L&D programmes.

	12
	Promote a culture where staff are keen to provide feedback on the value and effectiveness of learning undertaken.
	There will be an annual increase in the number of Evaluation forms returned to the Department. 

	13
	Support staff who wish to develop through academic and/or research activities, and provide education to help them maximise the benefits of their endeavours.
	Staff will report useful support of their academic and research endeavours. 

	14
	Ensure that systems are in place to share and disseminate new knowledge developed through research and academic studies.
	A database of research projects will be established. 


NEXT STEPS

How do we plan to implement this strategy?

We will circulate this second edition of the Strategy to all departments and staff groups and make it available via the Trust intranet and the Learning and Development Zone. We will present the new strategy to groups of staff and individuals, helping individual staff members understand what the Strategy means to them. We will help managers understand the implications of the Strategy for the people and services they manage. 
Who will be responsible for implementation and review?

The Trust’s Strategic Learning and Development Committee meets monthly, and is responsible for ensuring that the Strategy’s key objectives are progressing. The operational responsibility for implementation of the strategy rests with the Trust’s Learning and Development Department, led by the Learning and Development Team, and also with those who are responsible for Learning and Development activity within their own departments/divisions. Individual staff members are also responsible for ensuring their own personal development plans progress satisfactorily and that learning opportunities are maximised. 

Each member of the LDT will be responsible for a number of key actions, and also for one of the 6 strategic themes. They will report progress against these themes at the Strategic Learning and Development Committee. In order to strengthen the links between divisional and central learning and development activity, the Learning and Development Team members also link with one of the 6 divisions as follows:


Surgical Division: Director of Medical and Dental Education and Library Services Manager


Medical Division: Head of Learning and Development


Women and Children’s Division: Lead for Essential Training

Clinical Support Division: Head of Education for AHPs and Scientists


Executive Division: LDD Business Manager and Library Service Manager

Division of Medicine for Older People: Head of Nursing and Midwifery Education

This enables improved communication, dissemination of information and allows for greater support for the building of the Trust’s L&D infrastructure. The Chairs of Divisional Training Groups are also members of the Strategic Learning and Development Committee. Divisional Training Groups have core and specific Terms of Reference and  report to Divisional Clinical Governance Groups and the Strategic Learning and Development Committee respectively.

This joint approach to learning and development will ensure that in a large and complex organisation, objectives are identified through shared goal setting and real progress is made on each theme identified in the strategy.

GLOSSARY

	Abbreviation
	Item in Full

	AFC
	Agenda for Change – the new NHS Pay Policy

	APDR
	Appraisal and Personal Development Review

	ALERT
	Acute Life-threatening Events Recognition and Treatment (a multi professional course in the treatment of acutely ill patients)

	L&D

LDD

LDT
	Learning and Development

Learning and Development Department

Learning and Development Team

	HIOW
	Hampshire and Isle of Wight

	HPS
	Human Patient Simulator (Life Size SimulatorTraining Models)

	IOW
	Isle of Wight

	IM&T/IT
	Information (Management)Technology

	IP or IPEd
	Interprofessional/ Interprofessional Education

	KSF
	Knowledge and Skills Framework (linked to Agenda for Change)

	LDP
	Local Delivery Plan

	MDHU
	Ministry of Defence Hospital Unit

	MOD
	Ministry of Defence

	NVQ
	National Vocational Qualification

	NGP
	New Generation Project

	NHSP
	NHS Professionals (non-profit making NHS organisation managing the supply of temporary staff)

	NHSLA
	NHS Litigation Authority

	NESC
	NHS Education South Central

	NPfIT
	National Programme for Information Technology

	PCT
	Primary Care Trust

	PDP
	Personal Development Plan

	PFI
	Private Finance Initiative

	PHT
	Portsmouth Hospitals NHS Trust

	SEEDA
	South East England Development Agency

	T2G
	Train to Gain

	TNA
	Training Needs Analysis

	VLE
	Virtual Learning Environments
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PHT’s Divisional Training Group Chairs and LDD Links      









APPENDIX A

Trust Board/CEO


Director of Workforce and Human Resources/Executive Directors


	Division
	Chair of Training Group
	Learning & Development Team Link

	Executive Division
	Dr David Eccles, Director of Workforce and HR
	Library Services Manager and LDD Business Manager

	Medical Division
	Brenda Gould

Workforce Manager
	Head of Learning and Development

	Surgical Division
	Debbi Reeves

Workforce Manager
	Director of Medical Education

	Women’s and Children’s Division
	Peter Whitfield

Associate Divisional General Manager
	Lead for Essential Training

	Clinical Support Division
	Steve Marper

Divisional General Manager
	Head of Education for Scientists and AHPs

	Medicine for Older People Division
	TBC
	Head of Nursing and Midwifery Education
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PHT’s LEARNING AND DEVELOPMENT STRATEGY THEMES





PHT’s STRATEGY FOR PEOPLE AND WORKFORCE (2007) THEMES             




















Enhancing Quality, Partnerships & Collaborations for Learning and Development





Providing a Robust Learning Infrastructure





Supporting Workforce & Service Reform through Learning and Development








Preventing and Managing Risk through Essential and Core Learning Activities





Providing Creative and Flexible Learning Opportunities





Developing a Skilled and Competent Workforce








THE STRATEGIC THEMES





THE TRUST’S STRATEGIC VISION FOR LEARNING & DEVELOPMENT
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Enhancing Quality, Partnerships and Collaborations for Learning and Development








Attracting, Recruiting and Retaining The Best People








Reforming The Workforce To Provide More Effective Care And Treatment








Planning Workforce Capacity To Improve Productivity








Achieving the Best From People By Valuing Differences








Continuous Improvement through Learning and Development








Rewarding and Recognising Staff to Achieve Trust Goals








Creating a Healthy Working Environment








Career and succession planning to Match Potential with Opportunity











Realising Staff Potential
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