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Our People

HNY System
200k people

HNY NHS
55k people

ICB 
800 people
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Building the strategy



Our Vision

safe and supported listened to and heard
energised and 
inspired

encouraged to use 
initiative and share 
ideas

included, valued and 
part of a team

able to explore 
career development 
opportunities

To create a diverse workforce that values kindness, compassion and respect, 
where innovation is encouraged, collaboration is the norm and individuals are 

supported and developed to reach their potential  

When you work within Humber and North Yorkshire Health and Care 
Partnership, you will feel…



Our People Strategy

MAKING HUMBER AND NORTH YORKSHIRE

A BETTER PLACE TO LIVE AND WORK



NHS People Plan and NHS People Outcomes
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NHS People Outcomes (1)

Health and Wellbeing ICB Responsibilities: 

• Ensure there is accountability for delivering the health and wellbeing 
agenda across the ICS.

• Promote a system culture and values that deliver across all areas of the 
People Promise.

• Strengthen staff engagement, experience and wellbeing to build workforce 
resilience across the system, including by supporting employing 
organisations to deliver health and wellbeing priorities.

Inclusion and Belonging ICB Responsibilities:  

• Create a culture of civility and respect that embraces inclusive recruitment 
and promotion practices and prevents bullying, harassment, violence and 
discrimination.

• Create and support a sense of belonging, inclusion and partnership for all 
people working across the system.

• Embed a systematic approach for hearing and acting upon the lived 
experience of people working across the system and ensuring their 
involvement in the development and delivery of the people function.

Workforce ICB Responsibilities:  

• Develop system plans to address current and future predicted workforce 
supply requirements for the ‘one workforce’ pipeline.

• Develop collaborative and transparent arrangements for domestic and 
international recruitment across the system, including attracting local people 
into health and care careers, through work with schools, colleges, local 
enterprise partnerships and local communities.

• Enable strategic planning, delivery and oversight of Government manifesto 
workforce growth commitments across sectors, particularly in nursing and 
primary care.

Leadership Values and Behaviours ICB Responsibilities:  

• Establish a culture where learning and continuing professional development 
of all clinical and non-clinical staff across the system is actively encouraged, 
and barriers are identified and removed.

• Embed leadership standards in recruitment, performance, conduct and 
development, with appropriate support and development in place for the 
leaders of today and the leaders of the future.

• Create a system leadership approach, working across organisational 
boundaries and sectors, to support collaboration across leaders at all levels.

• Develop healthcare education leaders to work effectively and collaboratively 
across discipline and organisational boundaries.



NHS People Outcomes (2)

Workforce Transformation ICB Responsibilities:  

• Establish a collaborative approach to enable staff to learn and 
work together and flexibly across different parts of the system.

• Enable teams to innovate and transform service and workforce 
models, using quality improvement methodology and 
maximising the use of technology, and supporting the spread 
and adoption of new roles and new ways of working.

• Embed clinical and care professional leadership in service 
transformation programmes.

Social and Economic Development ICB Responsibilities:  

• Collaborate with the ICP and system partners to create 
education, employment, volunteering and apprenticeship 
opportunities and widen participation in health and care for local 
communities, including in areas of greater deprivation, for 
seldom heard groups and for people not in education, 
employment or training.

• Identify and address health inequalities for the workforce 
considering wider determinants (such as housing, education 
and employment) that may have an impact on health.

• Ensuring that the ICS and its partners enable their people to 
take action to address environmental sustainability and the net 
zero carbon goals.

Development and Talent ICB Responsibilities:  

• Develop a consistent system approach to managing talent and 
enabling and supporting people working across the system to 
develop and grow in their roles, to support social mobility and 
the potential for lifelong careers across health and care.

• Plan education capacity based on local workforce and service 
needs, and help shape national education priorities.

• Oversee the local clinical learner supply pipeline across 
providers to maximise recruitment of locally trained clinicians.

• Support the development of primary care networks and training 
hubs in the system to support training, embedding and ongoing 
supervision of staff in primary care.

Transformation People Services ICB Responsibilities:  

• Ensure, as an employing organisation, that it provides high-
quality people services to the people it employs, including core 
HR functions and services.

• Consolidate transactional HR activity at scale where this is more 
effective, and support the people profession to release capacity 
for strategic people capabilities at system level.

• Extend people services to partners and areas of the ICS where 
this infrastructure is lacking.



NHS People Outcomes (3)

Workforce Planning ICB Responsibilities:  

• Develop, and regularly refresh, collaborative 
workforce plans for the ICS’s ‘one workforce’, with 
demand and supply planning based on population 
health needs. This should be triangulated with 
finance and activity plans and incorporate place-
based workforce plans, and the expertise of the 
system-wide intelligence function (for primary care 
this will require close work with primary care training 
hubs).

• Agree a system-wide approach to analysing 
workforce data and to using the intelligence to 
support comprehensive integrated workforce 
planning in the ICS.

• Provide workforce data to regional and national 
workforce teams to support aggregated workforce 
planning, and to inform prioritisation of workforce 
initiatives and investment decisions.

System Design and Development ICB 
Responsibilities:  

• Ensure that the establishment of the ICB and ICP is 
supported by system and organisational 
development (OD) expertise, and is rooted in good 
practice and quality improvement.

• Build capacity and capability (skills, expertise and 
roles, including in OD and system development) to 
deliver the different people functions, particularly for 
areas where this is most required.

• Ensure a coherent approach to OD and design 
across all partner organisations within the ICS, in 
line with best practice, fostering behavioural and 
cultural change to enable all ICS transformation 
activity.



Funding Utilisation Proposal
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Ideas into Action

SWIM Work

Ignition 
Event
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HEE Funding Criteria

• To ensure HEE in the NEY region operates in 

a way that actively enables system 

partnerships to plan and deliver joined-up 

services for local populations and improve 

population health centred on a ‘one 

workforce’ approach 

• To enable HEE in the NEY region fulfil the 

duties and responsibilities set by the 

Secretary of State for HEE in relation to 

workforce planning, quality and supply, 

including medical and dental training.



Proposed Structure:
People Function

People Lead

1.0 x Exec Director

Deputy People 
Lead

1.0 x Band 9

Head of Cultural Transformation: Best 
Place to Work  & System Leadership

1.0 x Band 8c

Head of Cultural Transformation: Grow 
and Train

1.0 x Band 8c

Head of Cultural Transformation: New 
Ways of Working

1.0 x Band 8c

Head of Transformational HR

1.0 x Band 8c

Head of VCSE

1.0 x Band 8c

Business Support 
Lead

1.0 x Band 5

• Social and economical 
development

• Health inequalities

• VCSE Networks

Funding Streams:
ICS core fund
LWAB HEE
Existing Vacant posts
HEE Future Workforce

• Values and behaviours
• Leadership development
• Inclusion and belonging
• Retention
• Reward and recognition
• Health and wellbeing
• Coaching and mentoring

• Apprenticeships
• T levels
• Talent management
• Career development
• Career pathways
• Entry levels and pathways

• Workforce planning
• Workforce transformation
• Digital and technological
• Building alliances
• Developing people 

profession

• Transformational 
Recruitment

• Internal HR
• Policy and procedures
• Values and behaviours



Risks, mitigations and opportunities 

• Failing to recruit: External advertising to new roles, using social media to reach a wider audience and offering remote 
working to minimise location challenges.  A strong team ethos is being developed as the new team is created to ensure 
collaborative values and behaviours to aid a psychologically safe working environment and positive reputation.  

• Lack of stakeholder engagement: Building strong, working relationships with all stakeholders, listening to their needs and 
wants, working collaboratively and developing high levels of trust.

• Funding: Funding obtained to enable the structure to be recruited to and priorities met going forward.  Beginning early 
discussions to explore recurrent funding to reduce dependency on non-recurrent funds.

• Change of political direction: System and national data shows that the areas of priority are long standing areas of concern 
within health and social care.

• Prioritisation: There will not be capacity to tackle all elements of the strategy simultaneously at pace and scale therefore a 
prioritisation exercise will be undertaken and shared to manage expectations and be explicit. A rolling programme of 
reporting will be in place for assurance and progress purposes.


