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Introduction

This end of year report summarises the work and achievements delivered through the
Workforce Development funded portfolio during 2022/23. It includes work delivered across
the health and care system through programmes enabled/supported by the People and
Culture Function team, as well as other teams within NHS Greater Manchester Integrated
Care (NHS GM), and partners across the system.

The portfolio includes a broad range of projects that have been identified as addressing a
workforce development system priority. Each project varies in investment, timescale, and
focus. Some have piloted initiatives within disciplines or localities, and others have had
bigger investment to work across Greater Manchester. Some have been one off projects,
while others have received repeat investment.

The breadth of the portfolio demonstrates our Greater Manchester commitment to

supporting our whole health and care workforce, and to working collaboratively to deliver
shared outcomes.
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The Workforce Development Portfolio Overview

In 2022/23 the Workforce Development GM system allocation from Health Education
England (part of NHS England from April 2023) was £1,877,761. Due to the impact of the
Covid-19 pandemic, delivery of some prior allocations was delayed. This meant the live
portfolio (those in delivery phase) amounted to 33 projects and programmes (see appendix
for full details) to the value of £3.5 million.

Early in 2022 a system mapping exercise of current workforce development activity that was
contributing to the NHS People Plan across GM was undertaken. Several areas were
identified where there was an absence of, or comparatively less, documented work,
indicating potential priority areas for future focus or investment. All identified gaps either
benefitted from investment through Workforce Development funding, or discussions were
tabled at appropriate forums to explore how they might be fulfilled by other routes.

Funding decision-making followed a refined and robust process. In summary.

e Bid applications, centered around the defined priority areas, were scored
independently by at least two reviewers from a panel of system volunteers with
relevant expertise.

e Bids were assessed against a set of criteria using a scoring matrix.

e Other factors were considered as part of the application (where applicable), such as
strategic alignment, prior delivery to plan, and previous compliance with funding
requirements.

e The Workforce Collaborative Steering Group, and subsequently the GM People
Board, reviewed the top scoring bids.

The process for funding allocation was somewhat resource-intensive, however it ensured
that:

a) A greater proportion of strategically important and well-designed projects were
supported, and this provided a solid foundation for optimal benefits realisation.

b) The decision-making process for allocation was equitable, objective and had wide-
ranging system input.

In March 2023 the Greater Manchester People and Culture Strategy for 2022-25 was
launched, following approval by the GM People Board in December 2022. This strategy
creates a shared vision for what we want to achieve together for our Greater Manchester
workforce as an integrated care partnership. It provides a blueprint for why, where and how
we work together to deliver maximum impact. The five priority areas in the strategy are (see
Figure 1):
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Workforce integration

We continue to improve the way we work together across health and
care to achieve our shared goals.

Good employment

We look after our people and use our influence to improve employment
standards for others, as part of our commitment to addressing broader
health inequalities.

Workforce wellbeing

We provide the support and space for our people to maintain good
health and wellbeing and make sure help is on hand when it's needed.

Addressing inequalities

We are committed to having a workforce that represents the
communities we serve at every level and where our people are
treated fairly and with respect.

Growing and developing our workforce

We support our people to develop and are always finding new ways
to plan, grow and retain our workforce for the future together.

Figure 1 Five Priorities of the GM People and Culture Strategy for 2022-25

The Workforce Development portfolio contributes to all of these priority areas. In this end of
year report, we have presented the achievements from over the last year against these five
priority areas.

Portfolio Development
Over the last year, the NHS GM People and Culture team have further refined the Workforce
Development Portfolio processes to maximise return on investment, through improved

funding allocation, programme management, governance arrangements, evaluation, and
benefits realisation. These include (see Table 1):
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Table 1 Developments Made at a Portfolio Level During 2022/23

Portfolio Developments

Completion of a comprehensive and co-designed evaluation review, culminating in the
creation of a suite of recommendations and framework to provide an improved and
standardised approach to evaluation. This work has supported a more consistent
methodology, quality assured outputs and lessons learned from each project’s
evaluation process. This evaluation framework has wide potential utility beyond the
Workforce Development activity, and has sparked interest from across NHS GM, other
system teams and NHSE.

Identification and provision of a number of training and development opportunities to
upskill project teams in the space of; implementation, impact capture, evaluation,
Equality Impact Assessment training, and intellectual property.

We have facilitated several of our Workforce Development funded projects to share
learning across our system partners through the GM Bitesize summit sessions as well
as at the Greater Manchester Workforce Summit 2023 and at other key forums.

|

Roll out of Equality Impact Assessment (EIA) across the entire portfolio, following the
initial piloting phase and provision of training. Now all awarded projects/programmes
complete an EIA when initiating their work, to enable greater consideration of potential
equality impacts resulting from the work.

The process for action and escalation for non-compliance of funding requirements was
formalised, agreed, and implemented; enabling greater clarity and consistency around
governance arrangements and timely action on arising delivery issues.

Our suite of reporting documentation has been reviewed and refined, including highlight
reports, mid-year report, end of year report, bid documentation, and funding
requirements document. This supports improved communication flows, reduces the
burden of over-reporting, ensures key information is collated, acted on, and shared
effectively. It's enabled improved clarity on benefits realisation for both funded and
portfolio teams. Some of this documentation has wider utility, and so has provided
support beyond the Workforce Development portfolio through provision of
sharable/adaptable templates, advice and support.

There has been further development of reporting flows and governance arrangements to
ensure the Workforce Collaborative Steering Group, GM People Board, HEE/NHSE and
other key organisations are kept abreast of programme successes, risks, and requests
for support; raising the visibility and benefit of the achievements arising from Workforce
Development funded work.

N & &
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Achievements in 2022/23

The Workforce Development portfolio makes a significant contribution to the delivery of the
GM People and Culture Strategy 2022-25, to support one ambition and agreed priorities for
our one health and care workforce. Here follows some of the benefits resulting from the
Workforce Development investments over the past year.

Achievement Highlights

ﬁ Workforce Integration

e Through the Blended Roles programme in Tameside, 735 minutes per week of District
Nurse time was repurposed by the upskilling of care home and home care workforce to
support insulin administration. Furthermore, 137 home care / care home staff have
received the initial training in pressure area care, resulting in 645 minutes per week of
District Nursing time being released to provide more complex care. This also supports
improved development opportunities for staff, supporting retention, improving inter-
discipline relations with more joined up conversations, and fewer delayed /missed insulin
doses. As a result, the work has been spread, with similar programmes now established
in Manchester, Oldham, Bury and Rochdale. The Blended Roles work was recently
recognised nationally in the dissemination of their work in this online case study.

e The insulin administration project has provided some very valuable intelligence to
support the further development of the Blended Roles programme as a whole. Those
localities about to embark on their own blended roles programmes are keen to ensure
that this element is included based on the learning from this pilot. There is great potential
through the upskilling of the care home and home care workforce, to have a significant
positive impact on the care provided to people supported by social care and district
nursing teams. It will also release capacity for the district nursing teams to spend a
greater proportion of time with those people with the most complex needs.

e The GM Cancer Alliance developed a model for providing integrated and seamless
personalised care to patients with life limiting conditions. The project saw Cancer Care
Coordinators deliver 892 Cancer Care Reviews in twelve months (see case study for
more details). This has facilitated the provision of seamless Personalised Care for
cancer patients, utilising boundary-spanning roles to support workforce integration.

o 4240 users have now registered with the GM Primary Care Passport website (which
allows the workforce to share their training and recruitment records between
organisations to speed up transfer and increase portability of staff), 2257 received 2022
flu update training, and 52 GP mentors are in place with a further 10 currently in training
(see case study).
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& Good Employment

¢ Programme management capacity and capability has been provided to support greater
awareness and uptake of the Good Employment Charter across Greater Manchester (a
key element of which includes the Real Living Wage) across a range of health and care
employers. This work was initiated towards the back end of 2022/23 and will continue
into 2023/24. In 2022/23, 30 organisations were engaged with supporter status and 4
organisations gained approved membership status.

¢ In addition to greater adoption of the Good Employment Charter, a key aim is to promote
good employment practices in the system, to support greater wellbeing and retention.
This will be supported through development of a community of practice.

O
& Workforce Wellbeing

e This year has seen the establishment of the GM VCSE (Voluntary, Community and Social
Enterprise) Workforce Development Programme. This work will include a range of
activities that are currently being scoped. Once such early example is the delivery of the
Wellbeing Toolkit training aimed at individuals responsible for wellbeing in their
workplace. This masterclass was tailored specifically for the VCSE sector and built on the
commended GM Wellbeing Toolkit, adapted for use in the voluntary sector for the first
time, with the aim of supporting wellbeing and retention.

ﬁ Addressing inequalities

e The creation of the Foundations for Change Disability Framework (see case study)
provides the foundation building blocks of an inclusive system that uses the social model
of disability as the standard for health and care in Greater Manchester. The
recommendations of this framework will support an organisation to deliver against the
WDES (Workforce Disability Equality Standard), as well as improving employee
wellbeing and the recruitment of disabled staff and staff with long-term health conditions.

e The local authority-led Inclusive Public Services programme in Bury and Rochdale
created a cross-organisational mutual mentoring scheme. It supported 22 people across
six organisations to share their lived experiences as leaders or those experiencing racial
inequality or disability. The work has identified six opportunities for change (see case
study). This work is now being extended across Oldham and Salford.

o The LGBT Foundation delivered cross-organisational anti-racist practice and inclusive
recruitment training to 60 stakeholders. The community engagement sessions to explore
the needs and challenges of this community were a success with around 90%

Workforce Development Portfolio End of Year Report 2022/23 6



Greater
Manchester
Integrated Care

Partnership

attendance, and feedback has shown that 98% of new Queer, Trans, Black, Indigenous
People of Color (QTIPoC) service users would return and use LGBT Foundation
services. This shows a positive increase in engagement with health and wellbeing
services, to support the overall ambition of reducing health inequalities for QTIPoC. This
work has informed the development of The LGBT Foundation People Plan.
ConnectEDcare was a 12-month pilot project to design, deliver and evaluate a critical,
reflective and psychologically informed EDI program to support healthcare professionals
working in Cancer across GM. 100% of respondents said it has changed their thinking
and understanding of EDI. The project has led to a nomination in the Equalities
Champion category of the GM Health and Care Champion Awards 2023, and also
shortlisted for the Nursing Times Equality diversity inclusion champion award. It has
delivered EDI sessions to eight cohorts of cancer care professionals, totaling 87
participants across four NHS Hospital Trusts, from Band 4 to Band 8c roles, with 5/5
training rating. The findings from the project will contribute to the Christie cultural review
and has leveraged ongoing funding through the GM Cancer Academy.

The Nursing, Midwifery and Allied Health Professional project management office in
Greater Manchester have rolled out a Black and Asian Minority Ethnic (BAME) learner
voiceover video, sharing the experiences of BAME learners in practice settings, to help
raise awareness, improve learner experience, and reduce attrition.

& Growing and developing our workforce

All GM Trusts have now signed up for the next steps of the Digital NHS Staff Passport
(see case study), which allows the workforce to share their training and recruitment
records between organisations to speed up transfer and increase portability of staff. GM
has also become a pilot site for the Social Care Staff Passport.

The Greater Manchester Systematic Approach to Workforce Planning & Transformation
investment has supported development and publication of an ‘A to Z Directory of
Workforce Transformation and Planning’ to support the workforce community and new
starters (see case study). Furthermore, localities have been supported with Workforce
Development Transformation Investment Funding with the aim of implementing a
sustainable and system-wide approach to planning and transformation.

As part of the Greater Manchester Systematic Approach to Workforce Planning, ‘Live’
Virtual Workforce Information System (VWIS) dashboards are now available for all
localities, with approximately 4.7 million rows of data received per month, including data
focused on workforce composition and characteristics at place and within locality (see
case study).

Over 200 stakeholders across 30 GM organisations have attended an Integrated
Workforce planning (see case study) ‘Train the Trainer Practitioner’ training session,
supporting upskilling in the workforce planning space as part of the Greater Manchester
Systematic Approach (see case study).

The Workforce Development funding has supported the Cancer Academy (see case
study) since its inception. In the last year, the academy has achieved huge advances,
including 2,400 website visits and 558 academy registrants. Additional modules have
been added, webinars delivered (in some cases to all sectors, and with national reach)
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and courses CPD approved by CPDUK; to support capacity building and knowledge
mobilisation. The urology multi-professional framework has been approved by ACCEND
(Aspirant Cancer Career and Education Development).

o As well as investing in the Cancer Academy, more recently the Workforce Development
funding has supported the conception of the Social Care Academy, with the aim of
supporting lifelong learning in those sectors. The two academies will be working together
to share learning and reduce duplication.

o Over 100 participants have been supported to find work with social care organisations
through the Step into Care pre-employment programme (see case study). The
programme has developed new relationships with The Princes Trust and Manchester
Adult Education, increasing the ability to reach a diverse cohort of candidates (see case
study).

e The Delivery Workstream (the purpose of which was to support moving workforce
development projects along the pipeline, supporting spread) worked in collaboration with
the Step into Care team to explore opportunities to optimise recruitment into the
programme. This culminated in the creation of promotional videos and other resources,
with a supporting communications plan, which had a particular focus on social media
platforms and targeting younger potential candidates. These resources will support
continued growth in the Step Into Care programme intake, getting more people into
social care roles, and increasing spread and scale of the programme.

e Two locality level cross-sector recruitment events have been co-designed and delivered
with system partners (supported by The Delivery Workstream investment). 144 people
left with a job offer on the day, 26 individuals registered for pre-employment
programmes, and 122 were offered a volunteering opportunity to build skills and
experience. The cost-benefit analysis revealed a potential cost saving of 74% (£615) per
candidate, and time to hire was reduced by 13 days. The learning and resources are to
be disseminated through the forthcoming GM Recruitment and Retention Toolkit. This
work has been recognised as a finalist in the Working Smarter category of the 2023
Healthcare People Management Association (HPMA) Awards and also the Workforce
Initiative of the Year by the Health Service Journal (HSJ) (see case study).

o Five GM Trusts were supported to participate in the national overhauling recruitment
programme, and the learning from which was captured and shared amongst our GM
partners.

e Learning environment (placement) capacity for nursing, midwifery and allied health
professionals have been increased to enable all learners to meet programme and
professional body requirements. This includes a 31% increase in capacity for adult
nursing, 19% in midwifery and capacity varies to meet the changing demand for AHPs
(see case study).
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Infographic

Figure 2 spotlights some of the Workforce Development achievements over the 2022/23

Figure 2
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Case Studies
In the following section we share case studies shining a light on some of the projects and

programmes the Workforce Development portfolio has supported over the last year which have
demonstrated a positive impact on the health and care workforce across Greater Manchester.

10



Greater
Manchester
Integrated Care

& Growing and developing our workforce PartnerShip

CASE STUDY: RECRUITING LOCAL TALENT DIFFERENTLY: AN
EFFICIENT COST-EFFECTIVE ALTERNATIVE APPROACH TO
RECRUITING INTO THE HEALTH AND SOCIAL CARE SECTOR

What was done?

We delivered cross-sector recruitment events at locality level, to attract new people from the
local community into health and social care, and to help address the growing workforce crisis
in the sector. Organisations presented themselves to candidates as one, rather than in
competition against each other. This increased recruitment efficiency and reduced costs, time
to hire, and impact on clinical teams. We purposefully aimed to remove as many of the
identified barriers as possible for potential candidates.

What benefits were realised?

e From two events in December 2022 and January 2023; 783 job seekers booked in
advance, 540 attended, 144 job offers were made on the day, 26 individuals registered
for pre-employment programmes, and 122 were offered a volunteering opportunity to
build skills and experience. Over 100 have been recruited at the time of reporting Plus 35
candidates’ details have been kept on file as reserves.

e The events have proved hugely popular with candidates and organisations alike; the
qualitative feedback from both was extremely positive.

e The analysis revealed a potential cost saving of 74% (£615) per candidate. This equates
to an overall saving of over £50,000 for one event alone.

e Time spent hiring via the traditional route was 4.6 days per candidate, this was reduced
to 1.1 day per head through these events; illuminating a positive impact on clinical teams,
and potentially on patient care.

¢ We reduced the time to hire by 13 days between the first and second events.

e This work has been recognised as a finalist in the Working Smarter category of the 2023
Healthcare People Management Association (HPMA) Awards and also the Workforce
Initiative of the Year by the Health Service Journal (HSJ).

2023

EHCELLENCE IN

B CEL

hpma PEOPLE AWARDS Health Education and
A Improvement Wales (HEIW)
award for working smarter
AV A AV g ——
Av Av A NHS Aﬂ S -
A A A A
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023 l — EEE—— Award partner: v

vodafone
bushness Workforce Initiative of the Year () NHsEmployers

“ 16 November 2023

'
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& Growing and developing our workforce

CASE STUDY: STEP INTO CARE

What was done?

‘Step into Care’ is a pre-employment programme, providing training, an enhanced DBS and a
work placement to all candidates who demonstrate they have the right values and
commitment to work in care.

What benefits were realised?

This year we wanted to focus on continuing delivery and expanding our successful sector-
based work academy by focussing on employer engagement to increase the number of
available placements (i.e., vacancies) across all 10 localities, increasing spread and scale of
the programme. Further increasing capacity for Step into Care programme by engaging other
training providers to support their learners. Focusing on extending recruitment channels in
order achieve a larger cohort of learners on each programme. Building upon links made with
housing associations to support tenant referrals and increase job starts within social care
across GM.

Our first successful candidate from our partnership with Manchester Adult Education
Schools shared their experience of the programme:

“I emigrated to England from Hong Kong since January 2022. | have worked in the kitchen for a fast-
food chain, but | contemplate and question what | would like to be in the next 2 or 3 years. Kitchen
experience for sure is not going to help me much. But it was valuable to me to have some experience
in the working market.

| came across the name of Manchester Adult Education Schools from the Manchester City Council.
Therefore, | wait for the start of Health & Social Care Extended Diploma at Greenheys campus. After
completing about 50% of the course materials, the school introduced our class to the Step into Care
programme.

It was in February that | applied for the programme. | had an interview with Kay and Priya online about
my interest, expectation and availability for a potential placement which could be a real opening for me.
A few weeks later, Step into Care introduced me to a placement possibility at one of the residential
care homes of Stockdales: Care Practitioner. It would be a position that has duties and responsibilities
similar to a senior support worker after intensive training. The placement was 24 hours. It was a 3 day
placement of shadowing with experienced workers at the care home. | was able to experience the real
“person centred” care practice through observations.

As | am new to the practice of care service, the placement is an eye-opening experience to me. | have
been able to talk to the care workers of Stockdales at different levels. | have been able to closely
observe the level of service provided at different positions and how a learning disability care home is.
Therefore, the placement gave me a good idea on how and what the work environment and job nature
is. | am more prepared to start my work once | have the opportunity.

| would trust Step into Care Programme is really a person-centred plan rather than just a career agent
that cares about my concerns and encourages me to step forward and give it a try. | am reassured if
the placement does not work out well, | still can polish my skills and have other opportunities. As a new
emigrant in England, this type of career support and encouragement is highly appreciated.

| am pleased to work in social care because | can support others to live in respect and dignity, | also
share the values of equality and inclusion in the position.

The placement led to a job opportunity for me in April. | joined Stockdales and have been working
there for a month. | am confident | could pass the 6-month probation and be a professional care
practitioner to support the service users there.”
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CASE STUDY: PRIMARY CARE: GM PASSPORT

>
What was done? —

The Greater Manchester (GM) Digital Passport was developed to provide an
individual, digitally held record of training and competency for vaccinators
working across GM Primary Care (PC) settings. Training pods were also
aligned to this work, completing the important competency approval process.
By ensuring consistency of National COVID vaccination training during the
pandemic, multidisciplinary healthcare professionals and non-clinical support
staff received quality training and support allowing them to move (‘passport’) CE—
and work across multiple sites. Within GM PC this provided resilience to the

PC workforce and supported the national call to arms for rapid roll out of mass
vaccinations. GM passport has been extended to support general practice
nursing Foundation programmes, Health and wellbeing and wider reiterations to
support clinical, non-clinical staff and wider primary care careers.

What benefits were realised?

e Mobilisation of a Mass Vaccination workforce was critical to support PC: 1034 COVID
Passport holders

e Vaccination Workforce was trained to the National Standard and training and competency
assurance to deliver vaccinations safely and competently to the general public

o Easy access to timely, up to date and comprehensive training requirements alongside
creation of a digitally held record of training competency

e This technology supported remote learning during a time when face to face training was
hindered

e The passport not only provided direct access the recommended training, but removed any
role barriers and ambiguity

e Breaking the historic organisational boundaries limited to healthcare/collaborative working.

e There is national interest in adopting this model

The training pod supported:
e Retention of experienced nurses.

e Consistently high-quality training, supervision and support.

Workforce Development Portfolio End of Year Report 2022/23 13
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CASE STUDY: PRACTICE EDUCATION CENTRE OF EXCELLENCE

What was done?

The project was supported by the GM Nursing, Midwifery and Allied Health Professional project
management office to develop a collaborative forum where health and care providers alongside
GM Higher Education Institutes (HEIs) could work collaboratively to develop and provide quality
learning environments for multi-professional healthcare pre-registration learners on programmes
within our GM HEI's. The GM Practice Education Centre of Excellence (PECE) was established
following identification of the of importance valuing and driving forward practice-based education
across the Health & Social Care sectors in GM and realising the importance of developing the
future workforce that understands health & care delivery across a whole system.

Funding received within GM from Health Education England (HEE) between 2020 — 2022
supported the development of the GM Health and Care Learning Environment Strategy. This
strategy was developed in partnership with healthcare providers including primary & social care
and PIVO and GM Higher Education Institutes (HEIs). It was co-produced with learners, from
our GM HEls, at the centre of its development to enable expansion of quality learning
environments to support the future workforce needs. There are 3 Pillars within the Strategy, Get
Prepared; Embrace the Experience; Model the Future, and the Practice Education Centre of
Excellence was derived from discussions for implementation of the strategy.

What benefits were realised?

e Sustainability of the GM Health & Care Learning Environment Strategy (GM HCLES)
e Expansion of innovative quality learning environment capacity across health and care
sectors in GM

¢ Development of the future non-medical healthcare workforce in relation to understanding
the health & care sector in GM

e Launch of the Practice Education Centre of Excellence March 2023
e Continued engagement across all sectors to support ongoing collaboration
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CASE STUDY: INCLUSIVE PUBLIC SERVICES

What was done?

The Inclusive Public Services programme is about increasing the diversity of the public service
workforce in Bury and Rochdale in relation to race and disability.

The programme has created a cross-organisational mutual mentoring scheme supporting 22 people
across 6 organisations to share their lived experiences as leaders or those experiencing racial
inequality or disability. This has generated amazing experiences, sharing of stories and positive
action taken by managers. As well as people with protected characteristics receiving support and
advice which has supported job satisfaction and careers development.

We've engaged with local communities to understand how we make public services more attractive
and accessible.

This is about inclusion, and good practice and employing the best candidate for the job.

What benefits were realised?
Six opportunities for change have been identified:

Improve perceptions of public services

Diversify job adverting

Ensure application forms are accessible and relevant

Ensure interviews are accessible with consideration to language, culture and the option of
working interviews

Job Carving, drawing on a person’s strengths and considering cross sector recruitment
Raising awareness of reasonable adjustments

Retention and development via positive action

= WD

No o

We’ve worked to practically apply these opportunities:

e 4 Paths to Employment events in Bury, supporting a number of people to gain employment
e Supporting one organisation to totally transform their recruitment approach
e Delivering workshops to inspire and support organisations to think differently.

This work is continuing and extending across Oldham and Salford; looking at practical opportunities
to put learning into practice, developing a toolkit to support public services with a community of
practice to bring together those working in and invested in creating change within public service
organisations. The Cross-Organisation Mutual Mentoring and community engagement will also be
continuing.
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CASE STUDY: RESERVIST PROGRAMME,
CHILDHOOD IMMUNISATION NURSE TRAINING PROGRAMME

What was done?

e A committed Programme Planning & Delivery Team, comprising clinical o
and operational colleagues, was established to ensure a safe and
purposeful training programme.

e The training programme was built around three essential elements:

o Theoretical Training O O
o Clinical Competency Training / Assessment
o Full Competency sign-off for all required elements: Preceptorship

Programme

e The nursing team are now due to onboard onto the GM Vaccination Employment & Training
Passport, to ensure that the training and competencies acquired (along with other relevant training
and qualification) are securely recorded. This will enable deployments across the GM Primary Care
system moving forward.

¢ Nine nurses have undertaken the first two elements of the training programme; those wishing to
progress are pending the commencement of the final 5-week Preceptorship.

e An additional Occupational Health screening review was required for the nursing team. This was
funded from the original resource and delivered by Stockport NHS Foundation trust.

What benefits were realised?

e Development and delivery of a bespoke hybrid training programme, to maintain and build upon the
learning and skills, which were acquired and enhanced during the Covid-19 Vaccination
Programme.

o Positive and effective collaboration and partnership working: Programme Planning & Delivery
Team.

o Employer and deployment model has been agreed to support the next steps for this small nursing
‘task force’; ensuring that there is a tangible plan in place that will impact positively on the wider
programme.

e Nurses wishing to progress are currently being recruited to zero-hours’ substantive contracts and
will complete the 5-week bespoke Preceptorship Programme with the employing organisation,
Bolton GP Federation. This has been implemented to ensure that any outstanding learning needs,
and competency assessments are met and completed.

e Upon completion of the preceptorship, and full sign-off, the nurses will be able to pick-up childhood

immunisation clinic shifts across the GM Primary Care system.

How was the key objective achieved?

e The initial overarching aim was to:

e collaboratively plan, develop and implement a training programme, to support the delivery of the
GM Childhood Immunisation Programme.

e The model was aligned with national and local guidance, comprising a hybrid training model of
theoretical and clinical competency elements.

Outcome:

e The modelling and learning from the programme will be utilised to inform similar future training

plans, to support sustainability and pipelines.

As the training programme progressed, there was some natural shift in focus towards the longer-term
objectives; this was due to an increase in demand to support the GM Childhood Immunisation Programme.
The impact on the wider GM programme, and the subsequent Public Health outcomes, will be measured,
audited and evaluated as the next steps of the programme are delivered.
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CASE STUDY:GM WORKFORCE PLANNING
AND TRANSFORMATION PROGRAMME

What was done?

The GM Workforce Planning and Transformation programme aims to build and embed the capacity
and capability for integrated workforce planning at place within local systems long term. Bringing
systems together to integrate processes to create more realistic planning at Place and ICS level as
outlined in the People Plan. Core Programme objectives include:

e Focus on Workforce Intelligence: Virtual Workforce Information System (VWIS)
- Expansion of organisational workforce data:
- Expansion into workforce planning data sources:
- Improving data quality, analytics & forecasting functionalities

¢ Building up Capacity & Capability for Workforce Planning at Place, embedding Workforce
Planning principles to support strategic and operational activities.

e Rooting a sustainable Planning & Transformation Approach which cross cuts multiple levels
and is system wide.

e Supporting a GM Lifelong Learning Model to sustain our pipeline to grow and train our
current and future workforce, which includes The Educational Transformation Alliance (ETA)
- a network of colleagues and organisations dedicated to the sharing of knowledge and
workforce development programmes across the Greater Manchester area with an aim to
bringing all health care partners together. The Alliance provides a platform encouraging
collaboration and a joined-up approach supporting vocational and academic workforce
development initiatives across Greater Manchester.

What benefits were realised?
e Approx 4.7 Million rows of data received per month in VWIS.
e Live dashboards - Workforce reporting available for VWIS

Users, Including data focussed on workforce composition ' D
and characteristics at place and within locality. Including 0 ' D

o
1H010
10101 ;-

e Over 200+ stakeholders across 30 GM Organisations have attended of the Integrated
Workforce planning ‘Train the Trainer Practitioner’ training sessions.

Primary Care, Population health and Workforce modelling
and forecasting tools.
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CASE STUDY: DEVELOPING A MODEL FOR PROVIDING INTEGRATED
AND SEAMLESS PERSONALISED CARE TO PATIENTS WITH LIFE
LIMITING CONDITIONS — CANCER SUPPORT WORKER

What was done?

The increasing number of cancer survivors has led to an increase in the number of people
requiring follow-up care, monitoring and management. Primary care has an important role in not
only supporting early diagnosis, but also supporting people to live well with and beyond cancer. To
support the NHS Long-Term plan ambition of Personalised Care for all cancer patients, greater
links are needed between primary care/ community services and secondary care; a concept that is
very much supported by patients. To address the above, this innovative project piloted the role of
the Cancer Care Coordinator (CCC) within Primary Care Networks (PCNs) across Greater
Manchester. The aim of this boundary spanning role between primary and secondary care was to
demonstrate the provision of seamless Personalised Care for cancer patients.

What benefits were realised?

GM Cancer Alliance are pleased to present the success of the Cancer Care Coordinator (CCC)
boundary spanning role in GM Primary Care Networks. Pilot outcomes demonstrate the positive
impact of the CCC role on personalised care through completing Cancer Care Reviews (CCRs)
and contributing to the CAN004 Quality and Outcomes Framework Indicator. The CCCs have
acted as a single point of contact for patients affected by cancer, providing seamless personalised
care and bridging the gap between primary and secondary care, delivering the NHS Long term
Plan and the NHS Comprehensive Model of Personalised Care. The pilot has received some
excellent feedback from both clinical staff and patients as shown below:

"| think it would be brilliant, you need somebody other than
the doctor because they look at it from a clinical side"

"Just to be confronted with clinical and medical terminology
all the time without any personal support | think it would be
so beneficial for every practice to have someone"

=
[%)
«
a
-
@
[
'8
12}
2
c
o
=
O
o

"The CCC would be the first person | would turn to"

"Providing a vital role within the PCN and we have seen a
huge improvement in the overall QoF Cancer indicators
and the failsafe work with our 2WW referrals.”

"Providing that holistic approach is appreciated and forms
quality of care from a practice perspective”

GP Feedback

"The number of appointments for us as GPs to undertake
these cancer care reviews has fallen significantly and this

has been valuable to us at this time of extraordinary

pressure on appointments.”

The CCC role has been beneficial in supporting the long-term plan ambitions for personalised care
insuring that every patient receives a CCR within 12 months of diagnosis and improving the quality
and reducing unwarranted variation of CCRs. The pilot has contributed to achieving a one
workforce model showing true integration between primary, community and secondary care and
supporting seamless personalised care for cancer patients. Feedback from staff and patients has
been incredibly positive which is reflected in PCNs commitment to sustaining the roles through the
Additional Roles Reimbursement Scheme post pilot to continue to support Primary Care Networks
to deliver.
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CASE STUDY: GREATER MANCHESTER CANCER ACADEMY

What was done?

Greater Manchester Cancer Academy aims “to support the development of a sustainable lifelong
learning model for the workforce designed to meet the current and future needs of the population.”
The Academy covers all care settings, inclusive of those who work in generalist roles but need
cancer knowledge (if 1 in 2 people will get cancer in their lifetime, then anecdotally 50% of any
person’s caseload could be people affected by cancer).

There’s a rising shortfall of the cancer workforce against a backdrop of continuing increased
demand for cancer services. Advances in cancer management have meant people affected by
cancer are living longer and cancer has become a long-term manageable condition. The surge in
referrals and the aftermath of the pandemic have added further pressure to our workforce.

The academy provides a mechanism for supporting the one workforce model and for standardising
training, education and career frameworks for our current and future non-medical workforce,
reducing variation and providing opportunities through continuing professional development/lifelong
learning to build required capabilities/skills, not bounded by role titles. The academy helps to
improve equity of access and learning opportunities for staff in all care settings and is a conduit for
supporting movement across organisations and sectors.

The Greater Manchester Cancer Academy is the education arm of GM Cancer Alliance and sits
within the Workforce and Education portfolio of work. The Academy was awarded funding through
the Workforce Development portfolio and GM Cancer Alliance in December 2020.

What benefits were realised?
All 9 aims identified in the delivery plan have been achieved with strong collaborative relationships
formed across all care settings, HEIls, education providers as well as local / national bodies:
Aim 1 Cancer Academy Website launched in September
Aim 2 Scoping exercise of current Urology workforce completed in tandem with University of Salford
Aim 3 As above with supplementary focus groups conducted across all care settings
Aim 4 TNA looking at evidence from aims 2/3 compiled
Aim 5 Urology multi-professional capability framework (aligned to ACCEND) produced and approved
Aim 6 Cancer education directory for urology live on website
Aim 7 3 modules live, 2 webinars delivered, a skills lab model ready for pilot and event scheduled
Aim 8 Academy model identified
Aim 9 AO identified as second specialty to pilot Academy model
e Training Needs Analysis report published on urology non-medical workforce, supporting
further targeted developmental work
e First offers under the Urology Academy (webinars, events, skills labs and e-learning) -
accessed by colleagues across all care settings and with a national reach
o Cancer Academy website launched as the ‘hub of cancer education’
o Awarded quality assurance status with courses CPD approved by CPDUK
¢ In collaboration with Manchester Metropolitan University creation of a
‘virtual world’ scenario on catheter care (Birley Place)
e Urology multi-professional framework approved by ACCEND

e 500+ followers on Twitter, 558 Academy Registrants, 2,400 website
visits
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CASE STUDY: PLATO

What was done?

The PLATO (Practice Learning and Teaching Orientations) tool is an online learning package
designed to enhance practice-based learning in health and social care settings across all
professional groups.

It has been developed based on student research data, contemporary literature, and feedback from
national/international academic partners (Jack & Hamshire 2019; Hamshire & Jack 2021).

PLATO provides web-based learning and development for practitioners at all levels, professions and
sectors of health and social care to enable them to develop their roles as practice assessors and
supervisors at all stages of their career. It is an addition to current university-based educator
preparation courses in that it enables ongoing critical reflection on the personal, local and wider
influences on clinical education.

The PLATO resource is designed to support transformative and ongoing change in the educator, in
contrast to one off courses, which might focus on learning styles, education methods or completion
of documents in line with regulatory standards.

The learning materials are delivered through our well established virtual online learning community,
Birley Place. Birley Place is an innovative web-based learning tool, which has already been used
successfully to facilitate simulated placement expansion, interprofessional education and a practice-
based pilot empathy project.

What benefits were realised?

Within Manchester Metropolitan University the PLATO tool has been utilised to complement existing
educator resource packages and has recently been added to our online educator resource training
programme in Physiotherapy. This is a profession specific asynchronous online training programme
which consists of a series of twelve modules, designed to support the development of new
Physiotherapy educators in practice. Using PLATO to scaffold the reflective and experiential
learning elements of this existing programme has given a clear structure and focus to educator
development in this context. Physiotherapy educators often support learners from other professional
backgrounds, as well as qualified and associate members of staff. The PLATO model offers case
studies that apply to supporting all learners at all levels, providing practical examples for reflection,
discussion and professional development.
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CASE STUDY: FOUNDATIONS FOR CHANGE

What was done?

Foundations for Change, a project led by Breakthrough UK (a Manchester based disabled people’s
organisation), has co-produced a framework of foundational actions which will support
organisations in being more inclusive of their disabled employees. The framework has been
created by identifying the barriers disabled people and their managers face and actions to equip
for understanding and overcoming those barriers.

What benefits were realised?

The recommendations identified within this framework will support organisations to deliver against
the WDES (Workforce Disability Equality Standard), as well as improving employee wellbeing and
the recruitment of disabled staff and staff with long-term health conditions.

Amongst the key findings, the Foundations for Change research team found that:
- There was inconsistency in the recording numbers of disabled staff members.
- Workplace adjustments are not understood as a duty of the Equality act and are
inconsistently implemented.
- Only half of disabled staff have access to a Staff Disability Network.
- Less than half of managers feel confident in supporting their disabled employees.

The framework guides organisations to overcome barriers experienced by their disabled workforce
and provides direction for Workforce Disability Equality Standard action plans. The framework
includes sixteen actions which are split into three core areas: measurement, culture and procedure
(see image). The end goal is a workforce which enables all employees to be the best they can be
for the workplace.
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All findings are available through Breakthrough UK. Initial feedback has been positive and sees the
framework as a tool for informing good practice.
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Impact Statements

Some programmes of work have benefitted from sustained Workforce Development investment
over a period of years, enabling large scale system-wide added value. Below are some impact
statements describing how this has benefitted our Greater Manchester system.

‘The Workforce Development funding we’ve received over the last few years has
enabled a co-ordinated and collaborative approach to learning environment expansion
and development for pre-registration healthcare professional learners and leveraged
further investment (in excess of £2,973,900) into GM to build on and embed innovation
in practice education’.

Carol LeBlanc, Head of the Nursing, Midwifery and AHP Programme Management Office

The GM-wide Step Into Care Programme would not have happened without Workforce
Development investment. Since its inception the programme has supported over 100
people into social care roles, and this has made a huge difference by i) supporting
individuals into work, ii) increasing recruitment into this understaffed sector, and iii)
improving retention by ensuring those coming through the programmes are job and
sector ready.

The Workforce Development funding supported initiation of the Blended Roles
Programme, through to spread and adoption across multiple GM localities.

We look forward to what can achieved by the Social Care Academy which was more
recently pump-primed through the Workforce Development funds.’

Jo Finnerty, Adult Social Care Transformation, NHS Greater Manchester Integrated Care

‘The Workforce Development investment in the Virtual Workforce Information System
(VWIS), has created a solid, sustainable, and compliant foundation for future ICB
workforce intelligence reporting.

This has supported a range of locality focussed workforce transformational projects,
using the ‘One Workforce One Model’ approach bringing LCO teams together with a
collaborative focus on workforce strategy, rooting a sustainable planning &
transformation approach which cross cuts multiple levers and is system wide.

Provision of integrated workforce planning training workshops has attracted over 200
attendees from organisations across the GM system, enabling the implementation of
key workforce planning activities across organisational boundaries and teams.

Finally, this foundation offers the potential opportunity to leverage income generation
via the establishment of digital workforce intelligence and planning resources, which
has already created high interest from external organisations and ICB's.”’

Michelle Featherstone, Workforce Education and Transformation Lead, NHS Greater
Manchester Integrated Care, NHS England
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‘The Workforce Development funding enabled the establishment of the Greater
Manchester Cancer Academy to support lifelong learning for our current and future
non-medical workforce across all settings. It has provided a blueprint for future
Health and Care Academy models and acts as a mechanism for delivering the one
workforce ambition by enabling integrated working through cutting-edge multi-
professional education.

In response to patient feedback the Workforce Development funding was utilised to
pilot a new boundary spanning cancer role in Primary Care Networks to support the
delivery of seamless personalised care. As aresult of this investment, other key
stakeholders wanted to collaborate to expand the remit, turning the project into a
multipartnership venture including Health Education England and Macmillan. This
allowed for 9 cancer care coordinators to be recruited to 9 PCNs. These roles have
been invaluable to patients and the wider workforce by not only providing holistic
care, and decreasing the number of GP follow up appointments, but also supporting
earlier diagnosis and reducing inequalities through targeted communications to
increase screening uptake. As a result of the success of this pilot, these roles have
been sustained through the ARRs and other PCNs are looking to replicate this
workforce model.’

Suzanne Lilley, Programme Director for Workforce and Education, GM Cancer Alliance

Looking Forward to 2023-24

The Workforce Development allocation for 2023/24 from Health Education England (NHSE from
April 2023) was significantly reduced (to £138,133) compared to previous years. This has
curtailed investment in this space during 2023/24, however some previously funded projects
continue to deliver. Therefore, as of April 2023, the Workforce Development portfolio contained
18 live projects / programmes in delivery-phase (see Figure 3), making a significant contribution
to the delivery of the GM People and Culture Strategy. These range from small innovation
projects starting at £20,000, through to large multi-workstream programmes up to £345,000,
across all sectors and GM localities.

In addition to this, some activity continues to be delivered by the People and Culture Function
team, funded by the Workforce Development infrastructure allocation. These include continued
development and expansion of the Greater Manchester Integrated Workforce Planning Model
(see case study), some downstream pipeline development activities being delivered as part of
the Workforce Delivery Workstream programme, and communications and engagement activity
to support the People and Culture Strategy.

There remains a degree of uncertainty regarding Workforce Development funding going
forwards. Until that is clarified, the portfolio team will continue to support project teams to
optimise benefit realisation and maximise return on investment.
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Appendix

Project /
Programme Name / | Project / Programme Description Investment
Lead Organisation
Accredited Training — Following the successes of The Blended Roles programme rolled out in relation to pressure area care, £20,600
Insulin administration in order to make this success sustainable, further capacity is needed in District Nursing Teams to
blended roles coordinate and manage future training and competency assessment of home care staff in these tasks.
It is also about developing a clear case for how to make this next level of joint working work and
Led by: Tameside developing and testing a robust competency framework that covers the responsibilities of individuals
Metropolitan Borough and organisations around delegation of health care tasks.
Council
A new community led and It will focus on developing the workforce at neighbourhood level, within five neighbourhoods. When we £99,500
neighbourhood approach to | describe the workforce, this is the system workforce as well as the community capacity that is vital for a
health and care in Bury community led approach to emerge and sustain. We will focus on mental wellbeing which is important
at all stages of life. The focus will be on developing a new relationship between the workforce in each
Led by: Collaborate Out of the five neighbourhoods, the people, and communities who live in them. Through this relationship,
Loud building the core neighbourhood teams and those supporting them will develop a rich understanding of
the great stuff (assets) that already exist in these neighbourhoods and where they can provide support.
Blended Roles Facilitator Expansion of the blended roles programme, to support delivery of the following outputs: £65,497
*Blended roles pilots have commenced in all 10 GM localities
Led by: Oldham Care «Full roll out for pressure area care sessions and delegating basic tasks (pressure area checks and
skin care) to all commissioned home care providers in four localities (this would be around 1,000 staff)
«Insulin programme fully rolled out and embedded across Tameside as the pilot locality
+Insulin programme launched in 5 localities across GM
*Blended roles apprenticeship programme pilot completed with Tameside College and evaluated with
programmes in development in three further localities
Cancer Academy The growth of the cancer workforce is not keeping pace with the growing demand for cancer services, £137,104
which has been exacerbated by COVID-19. GM Cancer Alliance has a dedicated workforce lead,
Led by: GM Cancer funded by HEE, who has been employing the STAR model to develop the cancer workforce to ensure
Alliance the right workforce is in place with the right skills to support COVID recovery plans and deliver 215
century cancer care. The GM Cancer Academy will be piloted in urology and will support recruitment
and retention of the non-medical workforce by standardising training and education. The model will be
tested and evaluated so that it can be adopted and adapted by other cancer pathways and by other
priority areas.
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Cancer Academy The development platform aligns with the GM People Plan and the GM Cancer Workforce Strategy: £29,641
Professional Development | Supporting growing and training the workforce (develop talent pipeline, standardise quality of care and
Platform improving retention) by providing a quality digital development platform based on the multi-professional
capability/training framework being developed as part of the GM Cancer Academy Urology pilot project.
Led by: University of They believe that this small-scale innovation bid will provide significant learning, design, and
Salford development, which could be rolled out to incorporate a wide-range of services, professional and
support staff, across all sectors.
Careers Hub activity The bid aims to provide the necessary funding for a piece of work to scope the future of the services £47,308
scoping exercise previously provided by the GM Careers Hub.
Led by; Greater
Manchester Health and
Social Care Partnership —
now NHS Greater
Manchester
ConnectEDcare GM - This proposal aims to create and pilot a model of EDI training and professional development £97,000
Equality, Diversity and opportunities to address key workforce diversity issues in medical, AHP, and nursing & midwifery, NHS
Inclusion Pilot Staff in Greater Manchester with a focus on cancer services in the first instance, contributing to the
ambitions of the NHS People Plan, regional workforce strategies, and improvement of care outcomes
Led by; The Christie NHS for patients.
Foundation Trust
Delivery Workstream To support moving workforce development projects along the innovation pipeline (e.g., pilot £181,688
advancement, through to roll out across GM), and facilitate knowledge mobilisation.
Led by; NHS Greater
Manchester
Cancer Care Co-ordinators | In response to the long-term plan ambition to deliver more person-centred care to all, Greater £80,250

Developing a model for
providing integrated and
seamless personalised
care to patients with life
limiting conditions (Cancer
Support Worker)

Led by; GM Cancer
Alliance

Manchester Cancer successfully piloted the role of the Cancer Support Worker (which for the purposes
of this proposal includes navigators and cancer care coordinators). With over 50 cancer support
workers (CSW) embedded in cancer teams across GM, this new role supports delivery of elements of
the NHS Comprehensive Model of Personalised Care for cancer patients, specifically personalised
care and support planning and supported self-management. However, in order to truly deliver a
comprehensive model and provide seamless personalised care to patients, there needs to be greater
links between primary care / community services and secondary care, a concept that is very much
supported by patients.
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Equalities Education The Greater Manchester Integrated Care has agreed equality objectives to address inequalities and £99,500
Advancement Programme advance Human Rights for our people, in our communities and insight, and within our systems.
The second equality objective is to improve workforce representation and provide an accessible and
Led By; The Christie inclusive working environment and culture enabling Greater Manchester Integrated Care to become an
employer of choice where all staff can flourish.
1. An Equalities Education Literacy Programme An equalities education literacy programme for GM IC
staff to support their understanding of the current landscape, requirements and ways of working to pro-
actively address inequalities.
2. The development of an Equalities professional route
Foundations for Change — To research and gather data and insight from GM Health & Social Care (H&SC) organisations and their £56,290
co-producing a GM disabled employees/employees with lived experience of disabling barriers or long-term health
Workforce Disability conditions to inform a co-produced framework and action plan for a GM Workforce Disability Equality
Equality Scheme Scheme.
Led by; Breakthrough UK
Greater Manchester The proposal is to create a well-supported network to develop the collective voice of the PA workforce, £29,000
Personal Assistant Network | and their employers, across Greater Manchester. This will enable the wellbeing of this hidden care
workforce to be championed and collective positive action taken. At the moment initiatives to improve
Led by: Embrace Wigan conditions for the care workforce regularly miss out this group because their interests are not owned by
and Leigh large providers.
GM Reservist Training To further develop the GM Reservist Programme: Training to support new initiatives, specifically the £20,000

Programme

Led by; NHS Greater
Manchester

Wider Immunisation Programme, by:

- Establish a Project Plan, with clear Governance and accountability structures in place.

- Develop, implement and roll out theoretical training, in line with national guidance and in collaboration
with Primary and Community Nurse Lead (GM) and Lead Clinical Training Practitioner (Lead
Employer).

- Establish and implement an agreed plan for Clinical review/competency/sign-off sessions, in line with
national guidance and in collaboration with Primary and Community Nurse Lead (GM) and Lead
Clinical Training Practitioner (Lead Employer).

- This will achieve a safe and sustainable complementary workforce, to support the delivery of the
Wider Immunisation Programme across GM, moving forward.
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GM VCSE Workforce The GM State of the VCSE Sector report 2021 identifies that there is now a total of 75,610 paid £345,000
Development Programme employees (equal to 46,122 FTE) in the voluntary community and social enterprise (VCSE) sector in
Greater Manchester. These paid staff sit alongside a total of 496,609 volunteers (including committee
Led by: 10 GM Ltd members and trustees). In late 2019, working with GMHSCP workforce development colleagues, we
worked with Connected Consultants to undertake research into the workforce development needs of
the VCSE sector in Greater Manchester. This bid is based around implementing the recommendations
of that report — building workforce development capability in the VCSE sector. The proposed
programme will enable the VCSE sector’s Local Infrastructure Organisations in GM to establish a
collective workforce development hub for the sector focusing on key priorities which align with both the
GM Workforce Strategy / People Plan and the HEE Workforce Development Priorities.
Greater Manchester This proposal aims to establish a specialist palliative care workforce development programme through £20,000
Specialist Palliative Care the development of a Greater Manchester (GM) academy model. Whilst there is a current model which
Workforce Development has been set up for cancer specialist by the Cancer Alliance there is no GM provision for Specialist
Programme Palliative Care Professionals who care for people with a variety of diagnosis and co morbidities, across
all sectors. The specialist palliative care workforce is currently small with little investment. There is
Led by: Greater consistency in training medical consultants, but specialist nurses and speciality doctors do not have the
Manchester and Eastern same structure. It is hard for staff to get the training or support before applying for posts. The academy
Cheshire Strategic Clinical | model will allow consistency about banding and assurance of specialist training.
Networks
Greater Manchester This programme aims to build and embed the capacity and capability for integrated workforce planning £342,000
Systematic Approach to at place within local systems long-term. Bringing systems together to integrate processes to create
Workforce Planning & more realistic planning at Place and ICS level as outlined in the People Plan.
Transformation
Led by: NHS Greater
Manchester
Health Economies The bid aims to provide the necessary funding for a commissioned piece of work to dive into and £72,000
Research and Workforce outline the key areas of challenge and inter-related workforce pressures across Greater Manchester’s
Retention (GM) Health and Care sectors and organisations to provide insight and baseline evidence to align the
wider workforce retention plan and People and Culture Strategy.
Led by: NHS Greater
Manchester
Implementing the Good This bid seeks to request funding to undertake a commissioned piece of work to understand the scale £70,000

Employment Charter

Led by Pennine Care

of the challenge in relation to HR/workforce processes with a view to supporting health and care
organisations to become Good Employment Charter members.
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Inclusive Public Service The project will seek to support organisational understanding in relation to inclusion (principally race £65,000

Workforces in Bury & inclusion but also, as the work develops, a focus on disability) help to enable the development of our

Rochdale existing diverse workforces and shape the public service Employee Value Proposition (EVP) across the
two boroughs, proactively talking to our diverse communities in order to make our public services the

Led by: Bury Council employers of choice for our diverse communities and ensure our systems, processes and approaches
attract a diverse candidate pool and help convert this into increasingly diverse workforces.

LGBT Foundation - At LGBT Foundation, we are working to ensure that the needs of queer, trans and intersex people of £47,753

Supporting the Workforce colour (QTIPoC) are understood, and supported, across all services within Greater Manchester. Our

to reduce health proposal builds on our ongoing vision to develop, grow, and maintain a diverse and inclusive workforce,

inequalities for Queer Trans | that will enable us to better represent the communities we serve, improving engagement with QTIPoC,

and Intersex People of and ultimately delivering better outcomes and reducing health inequalities for People of Colour in

Colour (QTIPoC) Greater Manchester.

Led by: LGBT Foundation

Manchester End of Life The project proposes a pilot to work collaboratively with all stakeholders in creating a single offer in £59,400
Care Training Consortium partnership. Initially the focus will be to complete a scoping exercise reviewing the current offer already
being provided across the locality by numerous organisations.

Led by: MHCC
Multi-Professional CARE CARE is a leadership programme which has been delivered by NAPC (National Association for Primary £77,577
programme care) successfully across GM aimed at GPN’s and aims to: « to help clinicians across GM build
personal resilience, self-awareness and empowerment  enhance leadership capability and ensure
Led by: NHS Greater individuals and teams are better able to care for themselves as well as each other * connect and start
Manchester to build care communities and prepare system leaders to lead service transformation. « step up and
lead, whether within pharmacy, general practice, CCGs, or primary care networks (PCNs). « Connect
with wider system transformation, influence at all levels and empower leadership in action. « Connect
national policy with local priorities.
Nursing Midwifery Allied The aim of the GM PMO is to foster partnership working and identify interdependencies across GM £410,731
Health Professionals providers, HEIs, Primary & Social Care to support Nursing, Midwifery & Allied Healthcare Professional

Project Management Office | (NMAHP) workforce supply, retention, and development. Key work programmes include NMAHP
Learning environment expansion to enable learners to meet programme and professional body

Led by; Manchester requirements to register; support an increase in recruitment onto pre-registration healthcare
Foundation Trust -GM PMO | professional programmes with Greater Manchester Higher Education Institutes (HEI); contribute to the
development of the GM MET data; collaborate with NHS partners to reduce learner attrition on pre-
registration healthcare professional programmes and thus increase workforce supply; identify
collaborative approached for upskilling and development of the NMAHP workforce.
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pharmacy, dentistry and optometry. The programme aims to recruit and retain the workforce as well as
enable new ways of working. Programmes include the development of a primary care nurse career
pathway, the development of a mechanism to collect workforce data (where it is not currently
available), the multi professional CARE (leadership) programme and the New to Primary Care
Programme aimed at embedding new roles into PCNs as part of the Additional Roles Reimbursement
Scheme. The programme is delivered with a range of partners including GM Training Hub, HEE, GM
PMO, GP Excellence, Local Professional Networks for Dental, Pharmacy and Optometry, GM
workforce team and locality workforce leads

Non-Medical Prescribers To create a functional online platform that transforms workforce planning and support for non-medical £28,200
Workforce Platform prescribers in the GM area. To significantly reduce administrative requirements for Non-Medical
Prescribing (NMP) Leads, so that their focus may be shifted from operational (chasing assurance forms
Led by: Health and and annual declaration forms), to strategic workforce planning and growth of NMPs. To make
Education Co-operative evidencing professional competence and CPD as part of prescribing role much easier for individual
prescribers. With a ‘passport’ type function that will enable NMPs to transfer from one organisation to
another without having to repeat evidencing competencies work again.
Pharmacy Healthy Living Pharmacies need to comply to meet the requirements set out in the HLP framework which has an aim £20,743
Training Package to improve people’s health, help reduce health inequalities and ensures community pharmacy can
continue to contribute to the Government’s ambition of putting prevention at the heart of the NHS, as
Led by: NHS Greater set out in the NHS Long Term Plan. This initiative is looking to support and upskill new and existing
Manchester staff to meet the HLP accreditation requirements enable community to deliver health promotion and
prevention, meet the national CPCF requirements and ensure the training can be recorded on the GM
Primary Care Passport.
Pharmacy Supporting Looking to identify and train 5 Primary Care Pharmacy mentors, this programme is in line with the £51,305
Mentors Scheme NHSE ‘Supporting mentors Scheme’ linked to the Fellowship programme. The mentors will work across
Led by: NHS Greater GM.
Manchester
PLATO: An This project is a localised pilot of an online learning package designed to enhance practice-based £29,958
Interprofessional Tool to learning in health and social care settings across all professional groups. The PLATO (Practice
support Practice-based Learning And Teaching Orientations) tool has been developed based on student research data,
Learning and Professional contemporary literature, and feedback from national/international academic partners (Jack & Hamshire
Development 2019; Hamshire & Jack 2021). This proposed project will further develop the tool to provide an
interprofessional online learning package, co-developed with students and staff including interactive
Led by: Manchester elements.
Metropolitan University
Primary Care The primary care workforce programme is inclusive of general practice (and PCNs), community £205,945

Workforce Development Portfolio End of Year Report 2022/23

30




population health capacity
and capability in Greater
Manchester

Led by; Tameside Council

Manchester. “Grow our own” public and population health expertise in Greater Manchester as a means
of future-proofing the GM public health system. This will be achieving by assisting existing public
health staff, at a locality and GM level, to access and complete the UKPHR registration pathways as
either practitioners or specialists. Embed Population Health as a leadership characteristic across the
Greater Manchester system as set out in the GM Health and Care Prospectus and in the agreed GM
plan to establish a whole system approach to Population Health. This will be achieved through a
Population Health development programme for senior leaders within the GM system.

Recruiting Individuals The vision is to provide employers with guidance, tools and ideas for workforce transformation which £30,000
Experiencing Multiple will help do just this. This is a small scale piece of developmental work which will immediately help
Disadvantage employers but will also be used as future learning for the wider workforce. Ultimately our aim is to
improve the recruitment and retention of people with lived experience, meeting our aims to attract
Led by: NHS Greater workforce and retain workforce, and value lived experience in recruitment. If we are not radical about
Manchester how we go about attracting people into the service we will not meet our current workforce challenges.
This group is an untapped group both in terms of numbers and sustaining them into employment. This
is fundamentally a recruitment programme with equality being part of the work.
Social Care Academy The ambition for the Adult Social Care Workforce Transformation programme, is to establish an £178,425
academy as a centre of excellence to support the growth and retention of the current and future social
Led by: Tameside MBC work and social care workforce, to recruit and retain a competent workforce, and to develop and retain
the skills they will need in a new era of integrated care. This funding bid is to establish a small team to
scope what a groundbreaking GM academy could best deliver for the social care workforce in terms of
building capacity across the sector by securing future talent and upskilling the workforce, driven by
market workforce intelligence.
Step into Care Expansion of the GM Step into Care Pre-Employment Programme, which aims to increase number of £60,000
applicants into social care careers and support people furthest from work, into careers into social care.
Led by: MFT
Strengthening system-wide | The aim of the project is to strengthen system wide Population Health capacity and capacity in Greater £91,382
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