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Safe Staffing Levels — Workforce Supply

1.19.5 Safe Staffing Levels — Workforce Supply
Please outline how to intend to ensure workforce supply for the roles within your staffing structure
(particularly in light of the requirement for out of hours working)

(Maximum Word Count — no limit but be concise)

Vocare will maximise workforce supply for the roles in our staffing structure
through:

¢ Being a local employer of choice.
¢ Recruitment techniques to attract suitable staff.
¢ Having an effective retention strategy to keep and develop our staff.

e Approaches to mitigate the antisocial working hours.

1.19.5.1-Local employer of choice

To foster being a local employer of choice we adopt a local people serving the local
community ethos in which we advertise and focus on recruitment from a local
perspective.

Our aim is to work with the skilled and unemployed in line with our recruitment
strategy and to provide opportunities for more than entry-level roles. We plan to
extend our apprenticeship offerings to local education providers to grow our talent
in-house which will also form part of our retention strategy.

We will dedicate growth and personal development opportunities via a learning and
development route to the local community to attract and entice a diverse workforce
into our services.

Our will work with our local community to attract candidates into our services, using
community contacts build to aid patient engagement and involvement.

We aim to partner and work with the local armed forces bases and
the Career Transition Partnership (CTP) to attract medics/clinically
trained veterans into our services to support urgent care services.
We will advertise jobs on the CTP RightJob website. Vocare is an

Armed Forces Covenant signatory. ARMED FORCES
COVENANT

We also aim to work with local charities and employability support

services that support getting people back into the workplace who may have taken
career breaks and those who were skilled and trained in prior employment to
identify transferable skillsets applicable to our services.

In line with our people strategy, we will partner with charities | (323 disqbi[ity
and services specialising in supporting members of the BG confident
community with disabilities and those not in employment, EMPLOYER
education or training and how we can support them with employment within our
service and providing opportunities such as apprenticeships to provide on-the-job
training in our entry-level roles.
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1.19.5.2-Attracting suitable staff
We will advertise at local and national level using:
e Local and national job boards.
e Recruitment platforms and websites.
e LinkedIn and social media.

e Our refer a friend scheme.

We will also look at more proactive methods such as head-hunting and
working/partnering with local services, schemes and education providers to extend
our offerings and build relationships to promote our organisation as a local
employer of choice.

We will partner with local charities in the community that focus on supporting
members of the public with getting into employment and training e.g. Wise Ability
and Step On - Vocational Service from the North Staffordshire Combined
Healthcare NHS Trust.

Our advertisements will aim to attract all circumstances of individuals e.g. those
with families requiring flexible working hours and work; those working around
education (college and university) with our offering of evening, overnight and
weekend working, which is primarily the peak demand for the service.

a)-Avoiding discrimination
As an inclusive employer, we will review our workforce attraction methods to
eliminate potential scope for discrimination via our People Committee, including
avoidance of language that may deter certain applicants such as ethnic minorities
in job descriptions and advertisements. We will review our equality and diversity
policies and recruitment policy against legislation and best practice to ensure we
remain compliant and inclusive. Our HR and Recruitment Teams will work closely
with our recruiting managers to ensure that attraction methods are inclusive. As
standard, we equality impact assess to ensure that any potential scope for
discrimination is acted on.

b)-Reasonable adjustments

Any employee requiring any reasonable adjustments will be supported
appropriately depending on their circumstances. Policies, processes and services
to support reasonable adjustments are managed sensitively and compassionately
and include:

¢ One-to-one meetings with line managers to establish support and support
effectiveness on an ongoing basis.

e Use of Occupational Health Services.

e DSE/risk assessments by trained assessors.

e Access to Work scheme use for specific support with adaptations/adjustment.
¢ Flexible working policies if required.

o Flexibility to attend appointments to support health conditions.

e Use of our Mental Health First Aid and Wellbeing Framework
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Examples of how we have support staff with reasonable adjustments includes:

e For an employee working as a Receptionist who had previously declared
learning difficulties, we sourced an external assessor via a reputable
organisation (Axa) to spend time in our Centre and work with the individual.
Axa reviewed and adapt the workplace to ensure the individual was fully
supported and able to undertake their duties. Following this review, we sourced
equipment and made workstation adaptations to enable them to undertake
their role to the best of their ability.

¢ We have also worked closely with a charity that focuses on supporting

blind/visually impaired applicants into the workplace to support an applicant
who is blind.

1.19.5.3-Retaining staff

Vocare works hard to retain and develop its workforce using the initiatives in our

3-strand retention strategy
shown in Figure 1.
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surveys and qualitative actions
to improve staff satisfaction.

We aim for 70% survey uptake
to ensure meaningful initiatives

Nursery [ ® 282 o Creation of @ » @® Mentoring
vouchers i l i Lq‘-'J a people M MA & coaching

committee

ﬁ% A urgent-care focused organisation with senior

o > Development focus with
management based within easy reach of sites

annual appraisals &
strong clinical-
education programmes

Reviews of shift %atterns. (
Rotation of shifts between % @

staff meets European workin% l-!=/ = (F:)grr(taz)rhsofor :,
time directive & prevents sta [ | r clinicians Apprenticeships
feeling numbers of night shifts

are unsustainable

»

| e
o .@!:4;' Career-progression & training
ﬁ O’P lr):c?r%(ijtment mAm® opportunities, e.g. we have

developed a university-accredited
00 00 Emergency Practitioner (EP?
» training programme to train the
petitive next generation of EPs in our
remuneration (we Flexible [— services. We plan to expand the
continually review hard-  working | = programme to enable more
E%mkz?ltftset)obretmam policies | @ universities to participate.
tiive) i Ha healthy
recognising that reward PPy, he:
is more than just pay productive
workforce @ @ ¢ Succession
@ARAWMm planning
. Buildin
Stress-ggll} regillielnge (F3|U 8:1 »
sessions Save as vovid- Talent
assessments you eamn jabs .\ 2 spotting
(SAYE) Y f
Employee-assistance scheme m
progrfamme_ (Icogn_seI/I(Ijn { kb
Inancial aavice/de er oX MHFA England
counselling etc.) g P . Managers completing
Savings & discounts from  accredited mental heath
Cycle-to-work multiple retailers '”Clud'”? training plus development of
&car supermarkets & physical  sporter, in-house version for
schemes mental wellbeing & non-clinicians to better
medical perks supgort staff & minimise
absence with faster
Health assessments offered return to work
before becoming a night
worker
. Pets-_a$-_therat1 p?_/f
ogs visiting sta Figure 1: Vocare’s staff
retention strategy
GENERIC RESPONSES (ITT 837) September 2021 Page 3 of 4

Project 792: Provision of Staffordshire &
Stoke on Trent GP Out of Hours Services



\V/ SECTION 1.19: WORKFORCE

vocare 119.5

Safe Staffing Levels — Workforce Supply

1.19.5.4-Addressing the recruitment challenges of OOH working

To support, encourage and keep people working within the GP-OOH service, we
offer as much flexible and varied working as possible to support family friendly
aspects.

This approach is also be used as an element of attraction, including targeted
recruitment campaigns to attract applicants by appealing to various family-led
circumstances that align to our OOH obligations (such as specific
evening/weekend/overnight recruitment campaigns). We have current long-
standing employees working over the OOH period to specifically work around
family circumstances successfully.

We will also work with education providers to support employment opportunities
alongside academic study to enable students to work in and around term-time and
while attending education, which will also fulfil the criteria for OOH working.

Vocare is a compassionate employer and we offer staff a balanced shift pattern to
accommodate work/life balance. We aim to be as flexible as possible as well as
adhering to the working time directive and ensuring staff staffing levels. We also
offer health assessments for night workers.

When recruiting we are mindful of workforce challenges and work across the
network to ensure that we can support the wider system pressures when required.
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