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Background

« ENHL’s Organisational
Development Strategy

(ENZO) was agreed by the I(E)frﬁgjr??s?’{[ir:r?;lthni'voelopment Strategy ﬁ
Board in June 2021
» The strategy aims to enable A

the best performance
environment to compliment
the business strategy

* This formed the basis for
initial thoughts around
people development
working from our existing
Performance and
Development Review

Toolkit . .




Background

 The ideas of EN2.0 were
then further amplified in the
Good to Great Business
Strategy

* A core strategic objective is
to “Mature Corporate
Capacity and Succession”

 This is further embedded in
the Corporate Sewlce Strength ¢ Stability ¢ Quality ¢ Working Together

Action Plan “Coaching an Sidi
integral component of
employee development

plans”
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Background

* The role that coaching plays
in the delivery of the business
strategy has been socialised
with the ENHL Board and
People Group

* There is tacit agreement to
allocate resources to the
delivery of a coaching model
and this is to be built into the
2024 / 2025 Budget

 The EMT had a discussion
dedicated to the matter in
October 2023 and the matter
was further discussed at the
Strategic Planning Session
with the support of an external
presentation from DHU

——————————



Background

* In addition to coaching
there is a recognised need
to build the leadership
capacity of the EN team

« Workforce and Succession
planning require the
development of wider
management and
leadership skills

 Practical training on skills
like report writing,
presentation skills, problem
solving, managing change
etc are required.

——————————
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Proposed Coaching Model
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Proposed Coaching Model

Learning Activity

Description

Coaching
Foundation

A practical, two-day management coaching course that
introduces the core skills of coaching, designed for those
who want to get started in coaching and leaders and
managers who want to take a coaching approach at work.

Coaching
Managers

A two-day coaching course that equips managers with the
skills to effectively manage people and performance with
coaching at the heart of their approach.

Coaching Leaders

A day course that builds upon the managers coaching
module and compliments this with the skills and attributes
of leaders with an effective approach to coaching and how
this can be complimentary to leadership styles.

Coaching
Champions

An accredited, year-long programme taught over modules
for those starting out on a career in coaching as well as
experienced coaches wishing to deepen their practice and
to become coaching champions within ENHL.




Proposed Coaching Model

Learning Activity

Description

New Performance
and Development
Review Model

Development and implementation of a new Performance
and Development Review which embeds the established
practice of agreeing annual achievements aligned to the
business strategy but, furthers this with a tool that
compliments the commitment to coaching.

External 360
Review & Metric

Externally facilitated 360 Review and Metric which will
provide the basis for the personal development aspects of
the new PDR model.

External and
Internal Mentoring

Linked to the new Performance and Development Review
tool, where it is agreed that those that would benefit from
internal or external mentoring will be mentored by an
internal or external mentor. It is expected that EMT
members will be externally mentored, all other staff are
likely to be internally mentored by a non-line manager.
Training to compliment the mentor and mentee will be
provided as part of the coaching foundation.
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Partner Selection

* Following discussions at the EMT, a sourcing exercise took
place to identify suitably experienced and qualified
organisations to provide proposals in response to the
proposed coaching model

* From a longer prospective list, five organisations were
engaged and four provided substantive responses to the
proposed coaching model

* Through a process of further constructive dialogue, the
responses were refined and shaped culminating in the
preferred proposal from Fields of Learning

 Fields of Learning demonstrated through their proposals a
thorough understanding of ENHL's coaching needs and
provided intelligent and insightful proposals to meet and,
exceed, our proposed coaching model

——————————
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Fields of Learning
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¢ Over 20 yearS N Healthcare /L
Leadership development, - Barts Health
. NHS Trust
Coaching and Culture kg S
Change U NOVARTIS
» Close alignment to our CAZO0 A B
values N aces
( Grand Union N\ forPeople

Housing Group

« Strong, granular,
methodical proposals

 Highly qualified team

« Highly accredited CMI,
EMCC, ICF, APECS s

* Impressive client base

Group.
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Enhanced Coaching Model

Y

== Ciroun =—* > | earning Activity

Team
leadership
capacity

Coaching - Led
Leadearship
1day

Performance
dited)

=

Managers

£o
@
=
9]
3]
L]
:ID
@

oaching - Mastery
(Accr

Internal & External

MNon
managers

{

Coaching- Led
Environment—2 days

Online Coaching Portal

New Performanceand Development Review Model

«— TOOls —»

External 560 Review and Psychomelric

Mentoring




Enhanced Coaching Model - Behavioural

Outcomes
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Programme Who
Coaching - Led Whole
Environment Organisation
2 days
Coaching - Led Leaders &
Performance Managers
4 days
Coaching - Led
Leadership Leaders
lday
Coaching —.Mastery Coaching
(Accredited) Champions
External training

ml

Purpose |

4 N

To develop an empowered,
engaged, aligned and committed
organisation where staff feel
psychologically safe, are ready to
stretch themselves and are
motivated about the value they
contribute to ENHL

J
~

.

To develop managers who are both
compassionate and performance
focused and who can lead and
manage teams and develop staff
with high levels of trust, emotional

intelligence and personal efficacy _/,

/0 )

To develop a senior leadership
culture that is cohesive and enables
a common vision and commitment

and leadership that is values led,
confident, inspiring and authentic. J

N

A small group of highly competent,
skilled and accredited coaches that
can continue to support people
internally to enable and maintain a

ﬁ'

high-performance culture

g J

 —

Behavioural outcomes

Embrace a coaching mindset of curiosity, non-judgement,
positive intent and healthy relationships

Improve skills in listening, questioning, rapport building

Develop increased awareness of own strengths and conflict
triggers and emotional regulation

Able to understand others' perspective and behavioural patterns

B

—4

Create environments for growth and psychological safety

Able to give and receive feedback and have healthy challenging
conversations without creating or feeling personal conflict
Create empowered and motivated teams

Understand how to operate with freedormn within a framework
creating an environment where people don't need to be told
what to do and can find their own answers

Role model authentic values-driven compassionate leadership
Bring to life the ENHL vision and aligned values to inspire others
Confidently lead themselves and others through change
Champion ENHL coaching and performance as a style in
meetings, communications, engagement with customers etc.

4
~

N i
4 ™
= Provide internal confidential coaching support to personnel at all

levels across the organisation
« Promote coaching as a behavioural and leadership approach
= Provide supervision support to internal mentors
o 7




Coaching

Programme
Delivery




Overall Programme Structure

2024
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Exploration, Design, Introduction and

Preparation Phase

Mar Apr May

Feedback on
Exploration Phase Rerdings
== FocusGroups [ 1:1 ‘
" interviews

Dasign Sign O

1-day AH

Contract I
Agreed ‘

Design Start
Delivery Start

Kick Off: Intent is to include all staff.
2-hour virtual session — led by FolL with CE intro
All Hands if possible or run twice to enable full availability

Focus Groups and Interviews: Intent is to include all staff.
3 x 1.5hr Focus Groups of 8 people - F2F all in 1 day

10 x 40min 1:1 interviews - virtual

Feedback report and feedback debrief to CE/EMT

SDI Debrief: Intent is to include all staff.
1-day experiential workshop on SDI inc Compare and Teams
All Hands if possible.

A launch event for the programme — run as an all hands update with CE
introduction to create understanding and expectation of the programme and an
introduction from Fol. Typically c2-hr virtual meeting, outlining purpose of
programme, expected outcomes, staff input and engagement...etc Also explains
detail of exploration phase and preparations for SDI and 360 assessments.

A listening exercise across the organisation. Focus groups to be held in personif
possible and with agreed cohort mix. Interviews with a selected cross section of
personnel can be virtual. Extraction of unattributed themes shared in FB report.
Basis to build the training needs analysis (TNA) for the design phase.

An experiential ‘relationship intelligence’ event for the
whole organisation. Avoids using valuable programme
time and starts the work straight away by providing
some commeon language and immediate self-awareness
and team relationship understanding. High energy,
memorable, impact event.




Strength Deployment Inventory
(SDI2.0)

CONFLICT

Your Conflict Sequence (CS) arrowhead iz based on vour scores, I shows the order that vou experience a desire
b § o accommodale, assert, or analyze during three stages of conflict, e
3

- [BRG] [Blue or Red or Green] OF CONFLICT

. ) 2 BRG
. You want to determine the most appropriate response to each situation and st

< choose an accommodating, assertive, or analytical approach. Your approach (BRG]
differs according to the situation, rather than following a fixed sequence. (BRG]

&
' RED: Performance

Assertive-Directing: You are motivated by task accomplishment and achieving results. You
have a strong desire to set goals, take decisive action, and claim earned rewards.

GON FL I GT Assertive: confidently self-assured and forceful,

Directing: giving authoritative instruction or guidance.

MOTIVES

RED [BRG]




Strength Deployment Inventory

(SDI2.0)

Strengths Portrait

PERSUASIVE

You urge, influence, and
convinc:

e others.

WORK PERSPECTIVE

The Strengths Portrait is a picture of
you, It shows the way you pricritize and
use your strengths when you work with

others.
SELF-CONFIDENT HELPFUL
You belleve in your own You give assistance to
powers and sirengths. others who are in need.
COMPETITIVE QUICK-TO-ACT SOCIABLE
You strive to win against You get things started You engage easily in
others. without delay. group conversations and
activities.
SUPPORTIVE AMBITIOUS METHODICAL FORCEFUL ANALYTICAL
You give encouragement You are detenmined to You are orderly in action, You act with conviction, You dissact and digest
and help to others. succeed and to get ahead. thought, and expression. power, and drive. whatever is going on.
CARING ADAPTABLE PRINCIPLED CAUTIOUS FAIR FLEXIBLE
You concem yoursalf with You ad|ust readily to new You follow certain rules of You are careful to make You act justly, equitably, You act in whatever
the well-being of others. or medified conditions. right conduct. sure of what is going on. and impartially. manner ks appropriate at
the momant.
OPEN-TO-CHANGE LOYAL TRUSTING RISK-TAKING MODEST
You consider diffarent ‘You remain faithful to the You place your faith in You take chances on You play down what you
perspectives, ideas, and commitments you make to others. losses in pursult of high are capable of doing.
opinions. others.

gains.

Most Likely To Use at Work PERSEVERING TOLERANT OPTION-ORIENTED
You maintain the same You respact diffarances, You look for and suggest
coursa of action despite aven when you don't different ways of doing
obstacles. agres, things.
DEVOTED INCLUSIVE
You are dedicated to You biing pespla togethar THE FOUR TYPES OF STRENGTHS
some people, activities, or in order to reach
purposes. CONsensus. Strengths with a Strengths with a red
blue bar are about bar are about
people performance
RESERVED
You practice self-restraint Strengths with a Strengths with a
innw:rr:]rqmgﬂs grean bar are about grey bar are about
Least Likely To Use at Work e process perspective

Yyeorestrengths' ecemen 2oty pse, e

Strangth Deployment Inventory 2,0 results provided by PSP, Inc. February 15, 2004 9




rength Deployment Inventory

DI2.0)

Overdone Strengths Portrait

Being so helpful to others that
you do things for them that they

do not want or need.

Smothering

Being self-confident to the point

Being so persuasive that you

of being convinced you know disregard others' views and

Arrogant

best.

dispute their concemns.
Abrasive

Being so trusting that you
rep(ﬁiyheieveiﬂpemeu'

Being so supportive that you

give'upv!u.rrminlﬂreshﬂnd

Being so sociable that you
dizrupt or distract others.

WORK PERSPECTIVE

The Owverdone Strengths Portralt shows

how others might perceive you when
you overdo your strengths.

wishes for others.
Gullible Self-Sacrificing Intrusive
Being so guick-to-act that you Being so competitive that you Being 50 analytical that you get Being so methodical that you Being so principled that you
overicok information that could confront people in a combative lostin concepis or details that are constrained and do not don't yield, even on minor
be useful. or argumentative way. dont matter. change your ways. issues.
Rash Aggressive Obsassed Rigid Unbending
Being so adaptable that you l=t Being so carning for others' well- Beﬁ\gsofumeﬂ.lmatyuuassert Being so maodest that you don't Being so persevering that you justify Being so devoted that you do
the situation dictate what you being that you give or do your will over others. take credit for your efforts or your course of action despite others’ what others want without
da. anything they ask. pramote your ability. views or preferences. question or resistance.
Compliant Submissive Domineering Self-Effacing Stubbaorn Subservient
Being so tolerant that you come Being risk-taking to the point of Being so that Being so ambitious with your Being so open-to-change that
across as having no opinion or ignoring the potential you do not have a clear aim or goals that you don't have your priofities and principles are
preference. CONSequences. direction. compassion for others. not clear.
Indifferent Reckless Indecisive Ruthless Inconsistent
" ; Being so loyal that you overiook Being so fair and impartial that Being so flexible that other
Most Likely To Overdo at Work or ignore problems with plans or you don't consider the effect on people cannot be sure about
Blind Cold Unpredictable
Being so cautious that you start Being so inclusive that it
off with doubt, mistrust, and decreases the value of each
skepticism. person's parficipation.
Suspicious Indiscriminate

Least Likely To Overdo at Work

Yycorestrengths’ ooz ese. e

Being so reserved in expressing
yourself that you do not engage

‘with people or issues.

Distant

Strength Deployment Imvantory 2.0 results provided by PSP, Inc. February 15, 2024 11




Delivery Phase

Jun Jul Aug Sep
Balwey
Fhan
| @ L
T cofarts of 14 people Slvgis cehorl 12 paople Singlecafiort: EMT Singlecatort: NED & DT
-y, 4 P 3 I
Tohortd Cahwort 2 2 ; 1t 1
2y Ldwys 4 3
days days
v v v v v

v
Lasekng L by [ 1
| e Dbvery | Lewdiship
|
L d

ryStart [ Delivery Completion _

Coaching Led Environment:
2-day programme for all staffin 2 cohorts
4 days total delivery.

2 days delivered x 2 with max 18 in each group. To include a mix of management grades across each
cohort. (To review if any concern with this during diagnaosis)

2 days either consecutive or split across 1- 2 weeks (Can run consecutive cohorts across a 2-day period for
travel ecanomy)

Coaching Led Performance:
4-day programme for all managers/leaders
Split into 2 x 2-day modules. Includes 360deg assessments

For 12 people: 8 EMT members and additional 3-4 managers. 2 x 2day modules. Managers receive 360
reports mid module. Ideally 4-6 weeks between each Performance module to allow reflection, learning
and practice.

Coaching Led Leadership:
1-day programme for all EMT members
Off site = 1-day module.

For EMT members only — 1 day. This could be expanded to include all managers x 12

NED & EMT Team Coaching:
1-day programme for all NED & EMT members
Off site — 1-day module.

A team coaching day to share the programme experience with NEDs and run as a leadership team
coaching event. This could be adapted to be NEDs only

1:1 Coaching:
Individual Coaching for all Managers and Leaders
4-hours coaching (over 3 sessions) per person, incl 360 deg

We believe there is value in providing all management (x12) individual coaching (similar to our NATO
model). 3 x sessions before, between and after ‘performance’ modules. Benefits: personal development
focus on leadership shadow, shift to empowerment & coaching and gaining experience of being coached
to coach others. Also allows 360 review support in session 2.




Follow Up Phase

e -
v v
= E:'-lﬂ

Drelivery Completon

| Conthing Mastery {smcls My 2025)

Masterclass Programme: Content to be defined during TNA to allow a selection of topics / support to

1-day or % day F2F or virtual sessions focused on specific topics: specific post programme development needs for individual growth and CPD.
* Communication / presentation skills (F2F only) This phase could support longer term partnering with input such as refresher

* Mentoring skills training for the programme / new SDI days for onboarding
* |mposter Syndrome

Immediate feedback Report Data captured through programme delivery and post session feedback via survey

Post programme delivery report on attendance, impact and monkey (SM) guestionnaire. Report and CE briefing
relevance.

Deferred feedback Report - via Survey Monkey Data captured through follow up SM and input / alignment with your internal
9 months post programme report on programme impact on Employee Engagement data or other metrics and report and CEO briefing. Will
engagement/culture/empowerment help define future partnering support.

Coadhiig Mastery Programine: 12-qavs F2F over 9-mc?nth5 plus .2 X wrtu:a! suPeNaS!on -
9-month accredited coach programme for 2/3 people sessions. Fully accredited coaching qualification. Requires
Leading to full coaching qualification significant additional work in coaching hours, CPD, written
submissions and learning reviews.
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Next Steps

 ENHL's budgetary allowances have been provided for with
the proposed coaching model delivery straddling 23 / 24,
24 | 25 and 25 / 26 financial years

* The proposed coaching model will be shared with the
People Group for information and comment and the ENHL
Board for information in March

* The initial stage of the Exploration, Design, Introduction
and Preparation Phase of the programme is to commence
In March and complete in the month

* Programme updates will be brought to the People Group
and ENHL Board throughout its delivery with a detailed
evaluation of outcomes upon its completion

——————————



