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Session outline

“The People Profession impacts every colleague, every leader and every patient outcome.
The People Profession Map is the opportunity to build the workforce capability the NHS needs to
deliver safe, future fit and compassionate care.”

Background, HR journey

The People Profession Map

Programme Insights

Development

National Network



Background

The context

* NHS is one of the worlds biggest employers supporting 1.7 million NHS staff
» £1.2bn spent on People Services employing ¢ 20,000 people.
 The NHS has the 4th largest people function in the world (Peter Cheese CIPD)

To meet NHS challenges ahead, the people profession has an integral role to play

Evolution of HR Management

The Journey of the HR Profession

Personnel Transactional Strategic HR

HR
PAYROLL HR WORK & STRATEGIC &
BOOKING LEAVE ADMINISTRATION COMPLEX WORK
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Drivers shaping our direction

40%
teams focus on
To meet the NHS challenges ahead, the people profession has an integral role to play. ﬁ:dn?éréttj%ﬁkén
Drivers:
1 2 3 4

NHSE strategic focus Recommendations  Gov 10-Year plan CPO workshop
People Profession Map Improvements
Defining the capabilities for the profession Culture review of Health Plan focus on , _

: NHS wide exploring
to thrive ambulance trusts, Long-term
: : work practices,
Messenger review, transformation

challenges, shared
priorities across
people leadership

agenda impacting
office report, Kings workforce planning,
fund Michael West, NHS skills
long term plan

Target Operating (TOM) Model
Transformation agenda of driving future-
ready HR, aligned, system thinking,
strategic contributions, digital, consistent,
improved collaboration, talent

National guardians

Focus on people and staff experience - people development matters
NHSE recognition and investment; capability standards have been set for the HR profession

NHS |
South Western

Ambulance Service
MHS Founda ion Tk

Trust priorities

Trust plans,
strategies,
objectives: Delivering
goals, evolving
service delivery
models and people
priorities



People Profession Map

Overview- This Map is now the national standard for defining excellence in HR and OD across the NHS —
setting out the core knowledge, behaviours, and capabilities that underpin our profession.

Exciting time for the profession

* NHSE built a competency framework using CIPD global standard

Profession Map to support people professionals.

* Details the knowledge, behaviour, skills needed by NHS people

professionals.

* Self assessment tool trialled Feb-July 2025. Benchmark data identified

strengths, areas for development.

Foundation level:

Tactical, day-to-day work,
delivering immediate and
short-term outcomes.

Chartered Member level;
Thinking at a strategic level,

delivering work that has
complexity, and working
with and influencing a
range of stakeholders to
create medium-term value
for the organisation.

Associate level:
Operational work,
influencing colleagues
and customers to deliver
short-term value.

Chartered Fellow level:
Thinking and working at a
strategic level, influencing
stakeholders across the
profession to create
long-term organisation value.

NHS People
Profession Map

Development is in our DMA

Impact levels
Type of work and impact

Through levels, work becomes more strategic,
increased complexity of thinking , scope and influence,
longevity of impact.



People Profession Map

7 Core knowledge areas-----9 Core behaviours-----9 Specialist areas

Core knowledge

EEﬂnlﬂ.nLaﬂi:E—"""""

Culture and behaviour
Business acumen
Evidence-based practice
Technology and people
Change and transformation
Core ED&I

Core Behaviours

hical :

and influence
Valuing people
Working inclusivel

Passion for learning

Insights focused

Situational
decision-making
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@ People practice

1. Understanding people practices
2 Law and regulation

3. workforce planning

4. Skills and capabilities

5. Performance approaches

6. Wellbeing

T. Flexible ways of working

B, Enabling flexible ways of working

9. Reward and recognition

@ Professional courage and influence
64, Courage
65, Communication
66. Stakeholder relationships
&7. Influencing approach

6B, Accountability

@ Valuing people

&9, Purpaseful work

01

02

03

Employes Engagemant & Experience
Engagement approaches

Vaice toaks

work expersnce

Onboarding

Weibeing

Gaining trust

Brand

Impact of policy

communicatian
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Talent management

Talent approachey

Talent identification & tocds

Talent poals

Talent poals with partner organisations
Dewelopment programmes

SuCcession planning

Ghobal Talent

Warkforce planning approaches

L8 Self-managed m@lent — caresr pathways

Learning & Development
Supporting CRD

Tradning needs analkysis

Adult learning & motwational approaches
Faoe ta face design kearning

Digizal learning

Learning facilitation

Learner experience & engagement
Social collaborative learnang
Coaching & menoaring

Comtent curation
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Specialist Areas

rganisation Development & Design

Consulting Cycle & contracting

ODED models, Design diagnostics & prindgles for
culture insight

Dperating models fructeres, prooeais) dedigng
considering business neads

Theory & behavioral soence - to shape interventions
Development interventions to enshle performance

improverment & new ways of warking

Seif awareness as Means to creating safe culure &
Ingights nto iEsues

Group processes B facilitation

Resourcing

# = B % % 8B @ %

Warkforos planning data
Candigate straction & sourcing
ASSRESMERTS

Recruitment spproaches

Uking social media
Inbernational recnaitment
Warker Types

Sector & market

Temgarary staff

EDE&I
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SystEmic bias & inequality

Building leaders EDM capability to manage teams
Accountability re: EDI

EDM begislation

EDM data & reporting (gender pay gap)

Faglent inclusion

Exterral EDI partrearships
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South Western
Ambulance Service

HHE Foundetion Trust

Employee Relation & Policy

. Culture (restorstrvel resolution)
Policies

Emiployment [3w, Lagal systeams
Resolution approaches

Collective amployment law & unions
Consultation, negotistion, partnership
Volce

Relatrarships

n lob evaluation

' Renumseration & rewand packages

People Analytics

Datsbase/dashboards for peogle insights
Information analytics

People dets modelling - friangulation

Data anabysis & interpretation & statistical anakysis
Eesaarch rechnigues (qualtative & gquantitative)
Visualisation techniquescharts graphs Tabies

Employee Health & Wellbeing [HESW)

" HEW basics

- Organisation faciors that impact HEW

- ‘Wellbeing benefits & impact

. ‘Wellbeing data

N Prychodynamic & welbaing awareness approachas
- Persan certered & flexible approsches

- ‘Working with experts

o HEW affering solutions

*  Supporting leaders 1o manage teams



Programme outline

Programme Aim

To embed the People Profession Map across the
ambulance sector, to drive professional consistency
and capability:

On-boarding all Trusts, targeting maximum
completion by end July 2025 (target 70%)

Road-map

* NHSE introduced PPM to the NHS. Framework, tool,
platform were developed in 2023

* Pilot programme launched until 2025

* Dec 24 Ambulance sector identified for national
roll out

* Feb 25 Dedicated programme lead appointed

NHS|

South Western
Ambulance Service

MHS Foundetion Tnnk

Initial set up all Trusts
Context, background, progression of profession

m . Launch to sector- Introduction sessions

Self-assessments
Suppor completion
Weekly drop in sessions
Lead support sessions,
Weekly reports

Self-assessment sign off
+ Remaining self-assessments completed

« Manager sign off phase pushed
« Dedicated support provided for Trusts

Development planning

= Data outcomes provided
» Development plans progressed

= Trusts supported to progress plans
- Metwork launched

- Explain the map, demo the platformy system
- Benefits

National updates

« Monthly update report Exec sponsors
+ Cuhure & Leadership Network (CALMAS) update April
+ HR Directors Group from AACE update May

Data analysis

= [Eany trend analysis session for leads Jul
= Review complete data set. collate trend analysis for sector
= Provide findings to sector and NHSE
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System benefits Individual people benefits

* Stronger leadership and culture
The capability of our profession is fundamental

Standardis
to quality leadership, strengthening: -

o Influence, credibility, strategic insight - integration /
o High-impact guidance/ support : '
o High-performing, engaged workforce improving:

Careerg

Link to risk, safety, quality challengi

Patient outcomes
Quality & safety improvement
Operational performance
Staff retention

Culture

Risk management
Governance

Leadership capability

understa

pojects
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Key Achievements & Strategic Insights

Programme outcomes
100% Trusts engaged and on system

L ]

TRUST'S
ON-BOARDED TOTAL COMPLETION

]

Strong sector collaboration

Clear national recognition

Data analysed identifying trends in sector wide 1 oo % 9 1 %

strengths and capability gaps that inform targeted
development and national workforce planning.

L ]

Completion momentum: % of self-assessments over time

Strategic Opportunities emerging

National network- sustainable support network established across
ambulance community

Alignment of strengths to promote sector excellence

Data insights feeding into NHSE's Target Operating Model
Showcase work and development to attract future talent pipeline

31 July

80
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40
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Key enablers for Success Ambglnis eric

Our success was driven by a sector-led strategy, embedded expertise, and high impact engagement, creating a model for scalable,
sustainable rollout.

Strategic Tactical
¢ strategic Enablers ¥ Tactical Enablers
» Sector-led, resourced approach with embedded * Inspirational launch sessions to ignite purpose, passion
expertise Clear coommunication of benefits

Ownership and accountability from within the system
Unified launch with coordinated rollout

Strong engagement through trusted relationships
Value creation linked to retention and capability

Collaborative peer support and adaptive dialogue
Weekly drop-in sessions, high impact engagement
Flexible messaging that shifted mindsets and behaviours
Transparent progress tracking, ranked ratings

Culture of recognition, feedback, and continuous
improvement

. & = @
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Data presentaton & ;-

Aggregated strengths, learning needs

Review of full data set identified themes at overarching levels
(Sector, Trust, impact level, national Ieuel)
This informs training and development needs.

Sector top development overall areas Sector top individual competencies
Standards

" Competencies
i Competencies

Sector-wide focus

Artificial intelligence

Technology

Business Acumen

Procurement & supplier
management

& People

Change & Transformation

Financial literacy

Environmental sustainability

Patient feedback & needs

insights- reported most as being a development area (individuals, regardiess of impact level) The size of the segment denotes the number of individuals who require development in the area.



Next steps- Development ==0

¢ Building on strong engagement and insights, we now move into a strategic phase aligned with NHS transformation priorities.

* Priorities have been considered across the system (national, sector, Trust)ToM-Digitisation, Technology, Strategic partnering Artificial intelligence

* HRD group have advocated for sector wide support for development plans to develop our profession and engage colleagues
in all HR teams to join the journey.

Development Plan

Programme Which jobs will Al replace?
Machines struggle to replicate human traits

SWASFT National National
Oct 25 - Jan 26 Jan 26 June 26
Wider directorate Sector support Success metrics
introduction session to progress to be collated
delivered development plans: and presented
- Away day East Mids, London, . : . :
Collabeation Enirth Eoab sk Emotional intelligence, empathy, trust, complex problem solving,

Steelpst plin ethical judgement, context understanding, managing ambiguity,
finalisad strategic thinking, adapt to behaviour, consider long-term
consequences, provide human presence, connection and credibility

These next steps position the ambulance sector as a strategic contributor to NHS workforce transformation — with data-driven insights,
collaborative planning, and a strong national network.



Feedback highlights 2= P

July 2025 metrics

’ W luly pulss survey Staff survey
Live anonymous polls/ survey showed:

Improvement from staff survey questions
* Perceived benefits identified by the group

* Positive impact staff survey metrics- improvement in key Q2b | am enthusiastic about my job 96%

. 61%
engagement/ development questions

24c | have opportunities to improve my _ 88%

 Passion for profession- 64% said the PPM helped them feel knowledge and skills 65%
passionate about their role (additional 28% said maybe) , | _
O24e | am able to access the right learning — 68%
and development opportunities when | nesd
to. 51%

Feel the PPM has/will help with career development

Q26a | often think about leaving this l 4%
organisation. 37%
64% 24%
Yes maybe
96%
_
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Development plan e ik

70% Learning through experience

20% Learning through others
10% Formal learning

Start Next Success
. Learning starts with you . Offered learning plan . Result
* Seek opportunities * Development plan opportunities offered to you » Professional growth realised
* Engage in networks * Individual and group learning e Strategic impact delivered
* Share learning with peers » Peer to peer sharing

learning is most powerful when it's owned and “

explored by you, shaped by your curiosity, and

? Learning through experience
shared with peers. Leamning happens on-the-job through real life
problem-solving. .E_g_l_ Job rotations, complex
Seek out opportunities, think what you need, S v
where can you learn, connect with peers to grow. Learning through others _
Powerful growth comes from informal learning. mmﬁfmﬂ "g'g m"““”";ﬁﬁ
Together, we build stronger networks and stronger leaming groups, communities of practice

knowledge Formal learning

Leaming happens through structured training to build knowledge
and skills. E.g. eJeaming modules, classroom fraining, professional
qualifications

70% 20% 10%



National Network e @

Headline: Creating a national 'People Profession Network’

NHS
0 low o A a2
+ Launched September 2025 O A 9 National Ambulance
: QJ] Sector HR Network
» Open to all people professionals across the ambulance sector 0 e .
» Monthly supportive space to connect and collaborate Across the Ambulance Sector
profosson oo e networt @ faclotedepoco o |
Purmse & |mm conmection, eoming, growth ond support
e Strengthening the national community of practice, e

People F‘artmﬂr.'lg. HR sarvices, Recrultrmeant, Waell-being,
 sharing insights, resources, and peer support across levels SRR

Why join?
= Bulld strong pear support
= Shore best proctice
* Collobotate oondss the sechor

+ Graw together oz professioncls
Connection is powerful- colleagues share the journey, are a trusted voice, Wowtojoin?
T . . . - Pleose contoct lsader fior the ME Teoms Invite or
providing advice, support, clarity, encouragement and celebrate victories. Profect Manager Feople Profession Mop chvistins focobsgmostas ue B

“In essence, these connections are your career's secret weapon.”

Linkedin 'the enduring power of colleague connections- Aravind BK , Talent Acquisition Leader at Rakuten India

Chiristing Jacoda £



Insights from Network

Engagement snapshot
* Wide range of experience
* 120 attendees HM PRISON
e Interactive polls to build connection CeniérParcs RS

Guest speakers

National landscape update
leadership coaching offering
Well being approach

Mediation service

Call it out campaign (behaviour)

o

o

o]

(o]

(o]

Feedback hopes for network

What we explored
Strengths and vision for the network ®%  Skills themes Talent themes
» NHS Futures workspace launched * Listening, trust * Coaching
* Guest speakers, learning, development o WASNHES * Engagement
» Focus on connection and collaboration * problem solving " E?"be'ng
* Presenting ¢ Change management
Format » Critical thinking » Strategy

* Executive coaching * scaled recruitment

i . i Collaborate problem solve BEE] i 1
Interactive, success, inform/ develop, collaboration st - e ek S Y

0t 205 40% B0% B0% 100%
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\What do we need

We need you as leaders to elevate the development of our People Profession across the sector.

Commitments:

e Champion the People Profession Map
e Enable collaboration across the sector

Invitation to spin the wheel

Thank you
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