owmorale, poor staff
culture - oo common a
problem in many trusts. Untillast
year,all these terms could have
applied to Leeds Mental Health
Teaching trust. Buta radical
solution has begun to makea

difference.
‘The brainchild of human
resources director Jane Burtoft,a
framework for personal
mspnmlhlhlywa\lmmdundand

managersand taf with goidance
responsbily for i

Vi Burtoh nherited a dificl
situation when she took over as
HR manager in January 2002
Over 30 diciplinary cases werein
progress, pointing toa blame

Windof change

Jody Raynsford describes a radical framework
that individuals to take

for their own actions in the workplace

culture using the disciplinary as
! The sheer

needed to change? Otherwise,

pull together the guidance
document, which was hard

trust, with
riplesi

hobstacks, y

allocation of work, thereby
tackling the cause.
T

towards theframework.
Oneof the reasons why buy-in

a

in your head,

staff buy-

pap 3
she continues.

“In some cases, managers were
already usinga similar approach,

emphasis

“Theyisay tostaff that

We

being negatively affected and
morale was low. ‘Cominginto the

if we just forgotthem.
For Ms Burtof, the objectives
were straightforward ~

organisation I felt there wasa
her than

roleas deputy HRdirectorat
Hull and East Yorkshire Hospitals

‘The firststep was to bring
togethera group of individuals in
e trust

disci

andin relation to previous

i
and the chaplains. The group
talked with the exccutive team
and discussed ways of trying to

lif f the things

Adrug policy ops

d ‘l

o
directorshe wasable oputihese

quite wellin that we didn't

‘When you
itis casier to “:
The p policies,
g o
radical, a
Uy hat
positive, howwere we goingto I was thinking.
what : "

They llay you
need tobe open, and ifyou're
‘open and honest we can help you
do hings differently. Instead of
going through the formal
procswecanlookatow o

framework are about

helpyou

something positive!

ersonal responsibility and
ownership of their own issues.

10 deal withissues head-on,as Ms
Burtoft notes:I've personally

but senior there
‘move forward document,‘apersoncoming  been agreatamountof
feclsan  forward hisor  enthusiasm I

error has been made or their : ~Ifeel

h v
‘manager andagree the remedial  or outcome’ successof the framework are
ptions : 1

p geit! discipl

e
support —or evena piece of
research. Thisis closely

‘monitored by HR.

theend of summer 2002 and Ms

impressive 75 per cent, with the

‘managers,rather than HR.

centlo 27 per cent.

She explains: It was up

improvementin staff

di . Rather than go They Yetshe
gha
the endof occurred: asbeena
the
nature oftheiractions nottome. urgzmsannn,whu: the words

ussion, it was revealed

adisagreement about the amount

people’s work! .
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