
Workforce redesign

Principle 1 ▪ Take a whole systems view of organisational change

Principle 2 ▪ Recognise the different ways people, organisations and partnerships 
respond to change

Principle 3
▪ Nurture champions, innovators and leaders; encourage and support 

organisational learning

Principle 4 ▪ Engage people in the process; acknowledge value and utilise their 
experience

Principle 5 ▪ The different ways that people learn should influence how change is 
introduced and the workforce supported

Principle 6
▪ Encourage and utilise people’s thinking about values, behaviours and 

practice to shape innovation

Principle 7
▪ Actively engage with your community to understand its cultures and 

strengths; work with the community to develop inclusive and creative 
workforce planning strategies

Presenter
Presentation Notes
Principle 1. The way that people relate to each other in organisations and across partnerships affects what needs to change and how people are affected. Workers, people in need of care and support, their families and friends are all part of the system and cannot be treated in isolation from it. A planning and workforce development process that is participatory, inclusive and evolving has more chance of success. The culture and the character of an organisation or partnership is determined by the people who work for it and who take responsibility for problems and solutions. Supporting people in different parts of the system through the whole process of change is integral to any strartegy and vision.Principle 2. Change can be threatening to individuals, making them feel ‘de-skilled’ and vulnerable. People are resistant to change that goes against the current work culture. Resources to support change, including time, need to be in place if transformation is to be successful and sustainable. People learn and change at different rates, so change programmes need to be flexible to accommodate this. Regular and two way communication that keeps people involved and updated will help to reduce negativity and anxiety. Principle 3. People learn and change at different rates, so change programmes need to be flexible to accommodate this. Regular and two way communication that keeps people involved and updated will help to reduce negativity and anxiety. Opportunities to support individuals in developing the confidence, skills and expertise they need to work in redesigned services need to be incorporated into all plans. Principle 4 Identifying and sharing the experiences, ideas and concerns of people within the organisation, gives a strong and positive message about the way in which individuals are valued. Sharing learning and experience across organisations, partnerships and communities provides a strong foundation for service transformation and supports the creation of effective networks and relationships. Encouraging the use of life experience in the workplace, and seeking out the learning from people’s work enriches and improves the quality of care and support. What works in practice is best learned from those people directly involved in it. Systems and processes that encourage the sharing of learning across organisations and partnerships are the infrastructure that makes this possible. Principle 5The different ways that people learn should influence how change is introduced and the workforce supported. Adults are keen to learn where they see a practical application and can use their learning to help them solve problems. Learning is reinforced when it is used in everyday practice. People learn in different ways, and at different paces. Previous learning and educational experiences have an impact on confidence and attitude towards present learning; this can be positive or negative. The way in which learning takes place can be as important as the content. Learning occurs in many different settings, including daily activities, observing others, and supervision. Good learning environments blend these with opportunities for training and qualifications. 	Principle 6 Encourage and utilise the understanding of values, behaviours and practice to shape innovation 	Working with people’s attitudes, beliefs and understanding has a greater impact on cultural change and service transformation than focusing on behavioural changes. Individuals with a personal commitment to the organisation’s values and goals make a positive contribution to transformation and on-going improvement. Listening to people, encouraging questioning, valuing experiences and supporting new ideas makes people more confident and proactive in contributing to service transformation. “Doing the same better” limits any vision of high quality care and support. Focusing on the preferences and identified needs and wishes of people receiving care and support encourages imaginative and innovative ways of working with people.Principle 7.Social care and support takes place within local communities, and is itself part of that community. Local communities are made up of people with diverse skills and talents. Lifestyles vary according to culture and other circumstances. Involving the whole community in discussions and decision making about transformation ensures local need is identified and encourages people in the local area to contribute to its delivery. Approaches to recruitment, volunteering and employment should reflect the local picture, encouraging talented people from all backgrounds into social care and support roles. People living in the local community needing care and support should have their needs met in ways that fit with their individual lifestyle and preferences. The more diverse the workforce, the better this will be achieved. 
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