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Collective Leadership could be the simple — but not easy — solution to help navigate the complexities of
modern healthcare delivery. It is based upon the understanding everyone takes shared responsibility
for the overall success of the organisation rather than only focusing on their own. Tayside has
embraced the value of collective leadership development for all staff — “leadership of all, by all and for
all” (West et al 2014)

Tayside is undertaking a two year journey to develop key, sustainable, multi-professional collective
leadership networks and development programmes for NMAHP staff at career levels 5,6, 7and 8 and
are now introducing opportunities for staff at career levels 2,3 and 4.

This work is values the correlations between the advancements in collective leadership behaviours
(including devolved leadership responsibilities within teams, collaborative working and learning and a
clear, shared, common vision) with improvements in patient outcomes and quality of compassionate
care, service developments and outcomes, patient safety, team working, effectiveness and positive
organisational cultures.
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Outcomes of programme evaluation.
Participants reported the following benefits of
participation maintained at 1,3 and 6 months

post completion:

Role Clarity Understanding my role
Appreciating the importance of my role

Understanding where my role fits in the wider
organisation

Role Confidence to be a leader

Confidence  Confidence to be courageous in my leadership
Confidence to influence

Practical and Having the tools to do the job

Informative  gpecific examples of relevant learning

“It takes leadership at all
levels for this to work”

“Looking back on then and

Support and Feeling valued

relationships  ysing values based reflective practice
Building relationships and networks
Improving staff experience

Ildentifying and Implementing improvements
Helping others feel part of the wider

Applying
learning to
practice

organisation

NMAHP CLEaR Network

(Clinical, Leadership, Education and Research)

The third phase of the project aimed to offer development and support to career levels 5 & 6. An
existing NMAHP development programme was replaced with the quarterly NMAHP CLEaR network.
This network offers education, development and networking, focusing on one pillar of practice at each
meeting. The network has over 60 active members who each fulfil a commitment to cascade at least
one element of each programme to their team / practice. The word clouds are from early evaluation:

Benefits of the network for me

Personal development Iin role
Leadership skills
Networking e o cate

To feel supported Evidence good practice How | fit into priorities
Leadership skills Networking

Better knowledge of NHST

To efficiently develop teanlreadership skills

Enhance my role To feel supported |
Know about Tayside research and projects

Enabling Patient journey

research and projects
Better awareness of resources

Benefits of the network for my team

Service developments
Be aware of Tayside policies

Understanding different roles

Enhance service delivery

build working relationships .B}uldmg confidence _ _
Raising our profile Improved Business meetings

Increase knowledge and skills

Cascading knowledge

I'll be effective and in charge
Health inequalities Networking with others

siemosine PEI'SON centred care

~ Monthly learning board
Shared drive
Teamwork developments

Evidence based practice

Knowing what resources are available

Be aware of national policies

where | am now, | have
definitely developed as a
person in my leadership role”

Next Steps & Conclusion

Currently work is progressing to develop a network and
development programme for NMAHP Health Care
Support workers.

The provisional programme has network events and a
four session development programme based around
the four pillars of practice. An initial network session
offered an interactive simulated experience with a
patient, focused on the HCSW Code of Conduct. The full
programme will aim to commence summer 2019.

By the end of this two year journey, NHS Tayside will
have evidence of evaluated, sustainable models of
Collective Leadership Development for NMAHPs at all
levels of practice. This work runs alongside other
specific leadership, clinical and practice development
training on offer as a long term ongoing model of local
support and networking for positive and inclusive
leadership cultures .
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