
A Clinical Workforce Programme Proposal to 
Support Delivery of the 50K Nurse Manifesto –

Aligning local aspirations with national priorities 
through regional collaboration.



Background
NHS system planning guidance sets out the role systems are required to play, 
provides 2021/22 priorities and gives operational planning guidance

Priority 1:

‘Supporting the health and wellbeing of staff and taking action on recruitment 
and retention’

Systems required to refresh their People Plans to demonstrate
➢ greater progress on equality, diversity and inclusion;
➢ progress on compassionate and inclusive cultures

➢ and increasing workforce supply through innovation and new ways of working

+  The Government Manifesto
➢50,000 more nurses; £5,000–8,000 maintenance grant for nursing students
➢6,000 more GPs; 6,000 more primary care professionals



1.
Develop and 

deliver a local 
workforce supply 
plan with a focus 

on both 
recruitment and 

retention, 
demonstrating 

effective 
collaboration 

between 
employers to 

increase overall 
supply, widen

labour 
participation in the 

health and care 
system, and 

support economic 
recovery

2.
Ensure system 
plans draw on 

national 
interventions to 

introduce 
medical support 
workers (MSWs), 
and make use of 

associated 
national funding, 
increase health 

care support 
workers 

(HCSWs) and 
international 

recruitment of 
nursing staff

3.
Support the 

recovery of the 
education and 

training pipeline 
by putting in 

place the right 
amount of 

clinical 
placement 

capacity to allow 
students to 
qualify and 

register as close 
to their initial 

expected date as 
possible

4. 
Ensure that workforce 

plans cover all sectors –
mental health, 

community health, 
primary care and 

hospital services. The 
plans should support the 

major expansion and 
development of 

integrated teams in the 
community, with 

primary care networks 
(PCNs) serving as the 

foundation, assisted to 
make full use of their 

Additional Roles 
Reimbursement Scheme 

funding, including 
through the options of 

rotational or joint 
employment

5.
Develop and 

implement robust 
postgraduate 
(medical and 

dental) training 
recovery plans that 

integrate local 
training needs into 

service delivery 
planning

2021/22 priorities and operational 
planning guidance



50K SNEE commitments
SNEE:

Gain Mar-21 Mar-22 Mar-23 Mar- 24

Retention gain 26 39 55 74 

UG starters 159 285 429 608 

PG 10 26 42 59 

Attrition gain 1 2 4 9 

IR 122 275 459 673 

NA to RN - - 6 19 

APs to RN - - 14 29 

RTP 3 9 15 20 

Apprentices - 2 9 16 
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Cumulative Impact by Source of Supply, FTE in post

Retention gain

UG starters

PG

Attrition gain

IR

NA to RN

APs to RN

RTP

Apprentices

Baseline - loss through hours
change and movement to other
professions

UG – Undergraduate
PG Post graduate 
IR International recruitment
NA-RN Nurse associate to Reg Nurse
AP-RN Associate practitioner to Reg nurse
RTP Return to Practice
*(TNAS Numbers excluded)



The 50k Nursing Workforce Scoping workshop - 17 May 2021

• Brought together a range of individuals from organisations across the system to identify their priorities
and importantly how the system will take forward the actions to deliver the 50k Nurse Manifesto.

• NHS, Local Authority, Social Care, Hospices were represented

• The output of the workshop demonstrated a high level of insight into the need to focus on 3 key areas:

1. Retention of existing staff who have worked both pre the pandemic and throughout the
pandemic

2. Recruitment of new staff to support an existing workforce
3. Pre-registration students in their learning environment

• Placements and placement expansion was identified as a key focus area with further work required
across all sectors that identifies a sustained and manageable way forward

• The system demonstrated a willingness to combine historic troubleshooting with new innovative ways
to develop a sustainable long term workforce.

• Each of the suggested programmes of work have been aligned to existing National or Regional
programmes

Workshop Notes Presentation Agenda  



 NATIONAL REGIONAL  LOCAL 

Retention 
of Existing 
staff 

Generation 
Programme 
90-day 
Pathfinder  

RePAIR 
programme (HEE 
Supported) 

Development of rigorous programmes to support undergraduate students in all learning 
environments. Work to make them always feel welcome and valued  

Equality, 
Diversity and 
Inclusion 
workstream 

Pastoral Care 
International 
Recruitment 
(Safe spaces) 

Look to create Safe and sensitive Spaces for International recruits to articulate and expose 
discrimination, bullying, intimidation and racism 

 Career Café 
Conversations 

Create a Career Café to have a person-centred conversation, 
Giving ‘headspace’ to individuals sense of value and purpose 

Flexible working 
Workstream 

 Return to practice – implement the return to practice model through innovative incentives and 
opportunities 

Review of 
Pension 
Schemes 
Workstream 

 Legacy Nurse Programme – capture the life experience of a career in nursing and create models of 
working to ‘hand over the learning’ through CLiP 

  Trial rotational roles across the system so an individual can experience Primary Secondary and 
Tertiary care settings in mental health,  

Professional 
Nurse Advocate  

Health and 
Wellbeing 
Resources 

Access and disseminate H&W resources – 
Invite nurses to take up PNA roles 

  Support existing staff to manage the numbers of students and the expectations of students 

  Physical and emotional support to middle management in covid restoration through recognition of 
flexible approaches to working patterns 

  Evaluating Exit Interview process – evaluating outcomes of intelligence – actioning & opportunities 

 



Recruitment Increase 
medical support 
workers (MSW) 

  

Increase health 
care support 
workers 
(HCSW) 

(HEE Supported) Work with HEE to decrease the number of vacancies in provider settings to 0. Employ relevant party 
to support the human resources processes for swift and efficient recruitment 

Increase 
(Trainee Nurse 
associates? 
(TNAs) 

(HEE Supported) Work with HEE to promote and develop simplified processes to encourage TNAs into new clinical 
areas including Trusts, primary Care and community settings.  

Increase 
international 
recruitment (IR) 

(NHSE/I 
Supported) 

Recognise the value of diversity in the population through ‘cultural intelligence training’/ current 
research 
Work to develop a system collaborative to international recruitment expanding from nurses to 
midwives to AHPs  

Refugee 
Programme 

(NHSE/I 
Supported) 

Offer out to provider organisations to participate in rewarding National IR programmes. Eg refugees 
from Lebanon / Palestine  

   Apprenticeships 

  The Value of Diversity –  
Embedding Cultural intelligence 

Pipeline Education and 
Training nurse 
(pre-
registration) 

Health Education 
Institutes (HEIs) 

Strengthening the profile of the practice facilitator/ clinical skills educator 

  Preceptorship – consider new ways of supporting those in the first year of registration. Recognise 
the potential of the Legacy nurse 

  Scope out the appetite for 6th form Academies 

  Raising the profile of the NHS 

  Publicising career opportunities into Specialist roles – look to specialisms in neurology, cancer. 

Develop and 
implement 
robust 
postgraduate 
(medical and 
dental) training 
recovery plans 

  

 



Does it 
support 

economic 
recovery?

Does it 
increase 
overall 

supply?

Does it widen 
labour 

participation in 
health and care?

Does it cover 
Mental 
Health?

Does it 
cover 

Primary 
Care?

D

Does it 
cover 

Community 
services?

Does it 

cover 

Acute 

services?

Does it progress 

innovation and 

progressive ways of 

working?

Does it support 

major and 

development 

expansion of 

integrated teams 

in the 

community?

Does it empower 

PCN using the 

Additional Roles 

Reimbursement 

Scheme?

Does it 

progress our 

Equality 

Diversity and 

Inclusion 

plan?

Does it inspire 

compassionate 

cultures?

Project Plan for 50K Nurse Manifesto - Implementation and Considerations

1. System Framework – governance and alignment to People Plan, Operational Plan. 
2. Identify Existing Workstreams – avoid duplication and build on good practice
3. Stakeholders - confirm partners already involved in retention, recruitment and student 

placements - invite additional as required
4. Enablers - gap analysis; align the enablers e.g. digital innovation, estates
5. Funding – National, Regional, System
6. Communications – identify processes for clear communications and engagement  
7. Research & Evaluations – the who, where and how





East of England Regional 

Governance

East of England Regional 

People Board

CM

EoE NHSE/I/ HEE Nursing & Midwifery 

Board

CM+TD

X6 System People Boards

X6 Systems DoN’s Meetings

HEE East of England 

SMT

NHSE/I Nursing 

Directorate SMT

Regional Nursing and Midwifery Board – SNEE representative – Giles Thorpe  



Recommendations

• Acknowledge the outputs from the 50K Nurse Workshop and
collaborative approach to engage and integrate the actions
required

• Approve the 3 workstreams to support the retention of staff,
the recruitment of staff and the work required to support
students in learning environments (more detailed work to be
completed) including a focus on placement capacity and
expansion (linked to other areas e.g. AHP)

• The £100k resource provided to the system to support the
delivery for the 50K Nurse programme will fund a
Programme Manager (and additional admin resources) to
ensure the system has a robust Delivery Plan

• A Delivery Plan will be brought back to a future People Board


