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| Chat Function

Share questions, comments, and ideas

Click on the message bubble icon to
access the chat

What do you think?

LMK if you have any feedback

Send to Everyone
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Check out

Past QI
Power Hour
Sessions

Humans Leading Humans: What does it really
Human Centered take to create a
Leadership is Making a culture of continuous
Difference improvement?

Speaker: Wendy Campbell & Speaker: Dr. Amar Shah

Katey Knott from Trillium Health
Partners

saskhealthquality.ca/training-webinars/qi-power-hour-webinars



o QI Power Hour is shared from
across Saskatchewan...

° Across Canada...

And around the world



JOIN US NEXT TIME FOR...

Advancing the Patient Medical Home
Model in Rural Saskatchewan:

Insights from a pilot project in Swift
Current

FRIDAY, MAY 23 9 a.m. to 10 a.m. CST

With Dr. Coralie Darcis & Dr. Emmett Harrison



Join our QI Power Hour mailing list

Receive notices about upcoming sessions and registration details
straight to your inbox.
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Dr. Amar Shah

Dr. Amar Shah is Consultant forensic psychiatrist & Chief
Quality Officer at East London NHS Foundation Trust where
he has embedded a large-scale quality improvement
infrastructure and quality management system. He is also
the first National Clinical Director for Improvement at NHS
England where he leads the application of improvement
across England’s health and care system, and the national
improvement lead for mental health at the Royal College of

Psychiatrists.

Amongst several other titles, Dr. Shah is a talented national
and international keynote speaker at healthcare
conferences and has published over 50 peer-reviewed

articles in the field of quality management.
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Self-fulfillment

needs

Psychological
needs



Frederick Herzberg's

Two Factor Theory

‘Job Sa_ﬁ_sfactim|

|

| Hygiene Factors _ Motivation Factors
Working conditions — Achievement
Coworker relations — Recognition
Policies and rules — Responsibility
Supervisor quality — Work itself
Base wage & salary — Advancement

Status — Personal growth




Demand: Water
pouring in, work
referred in

Capacity: Plug hole size,
resource available

Backlog: Level of water in the

bath, the size of the queue Activity/Flow: Water

pouring out, work being
done



'COMPASSIONATE
LEADERSHIP

AND PRESENCE IN
HEALTH AND SOCIAL CARE
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Autonomy

The need to have control
over one's work life, and to
be able to act consistently
with one’s values

Belonging

The need to be connected
to, cared for by, and caring of

colleagues, and to feel valued,
respected and supported

Contribution

The need to experience
effectiveness in work and
deliver valued outcomes

Authority, empowerment and influence
Influence over decisions about how care is structured
and delivered, ways of working and organisational culture

Justice and fairness
Equity, psychological safety, positive diversity and
universal inclusion

Work conditions and working schedules
Resources, time and a sense of the right and necessity to
properly rest, and to work safely, flexibly and effectively

Teamworking
Effectively functioning teams with role clarity and shared
objectives, one of which is team member wellbeing

Culture and leadership

Murturing cultures and compassionate leadership enabling
high-quality, continually improving and compassionate
care and staff support

Workload
Work demand levels that enable the sustainable
leadership and delivery of safe, compassionate care

Management and supervision
The support, professional reflection, mentorship and
supervision to enable staff to thrive in their work

Education, learning and development
Flexible, high-quality development opportunities that
promote continuing growth and development for all



Critical Components for Ensuring a Joyful, Engaged Workforce
Interlocking responsibilities at all levels

Physical &

Real Time  pgychological
Measurement Safety

Wellness & Meaning &
Resilience Purpose

Happy
Healthy

Daily Productive Autonomy

Improvement People & Control

Recognition
& Rewards

Camaraderie
& Teamwork

Participative
Management




Doctor burnout

A survey this year of more than 12,000 physicians nationwide by Medscape, a website that provides
continuing education for physicians and health professionals, identified what's causing physician bumout
Here's a look at what physicians answering the annual survey told Medscape most causes bumout:

Too many bureaucratic tasks | 55%

Spending too many hours at work 37%
Lack of respect from administrators, 37%
employers, colleagues or staff
Insufficient compensation or reimbursement _ 32%
Lack of control or autonomy 2806
Increasing computerization of the practice 28%
Lack of respect from patients | 1704

Stress from social distancing or
societal issues related to COVID-19 _ 1.8% L i i y

0 20 40 60 80 100
The Medscape survey also asked physicians to rate the severity of their burnout on their lives:

Little or no impact
Moderate impact

Strong/severe impact




HousekeepNurse Assist
1

Respiratory Therapist '\ Pharmacist
\

Physical Therapist \

N

Occupational Therapist

_ Advanced Practice Provider

Speech Therapist \\\ //, Physician
/
Administrative ] I - Other
10.0 105 11.0
\
Medical Assistant - ~ Laboratory Staff

Receptionist/Scheduler ~

Resident or Fellow / \\ iT Support
Prasad et al. (2021) Prevalence and correlates of / / \ \
stress and byrnout among U.S. healthc'are Social Worker ] ‘ Food Service
workers during the COVID-19 pandemic: A _
national cross-sectional survey study. eClinical Lab/X-Ray TechFinance

Medicine, Vol 35 (1 May 2021)

~ Researcher (without clinical role)



1.68

MNorth America Region
10.27

Latin America and
the Caribbean Region
10.51

- TINS. 13.68

Middle East and
North Africa Region
4,68

Europe and
Central Asia Region
10.06

Southeast Asia and
Pacific Region
13.68

Sub-Sahara Africa Region
3.94







Everything else

Sphere of Influence

Sphere of Control




Autonomy

Autonomy is our ability to
make decisions and have a
say in the direction of our

lives.

#UGUmbrella



Shared
Purpose



Co-production

Co-design

Engagement

Consultation

Educating

Coercion

Doing with
in an equal and
reciprocial partnership

Doing for
engaging and
involving people

Doing to

trying to fix people
who are passive
recipients of service
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East London
NHS Foundation Trust
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Collective, inclusive
leadership

Effective team
working

Staff able to contribute towards improvements at work

Staff Motivation to Work
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e Camaraderie & Teamwork °

Standards of Practice &
Behaviour

Prototyping... 2016-17

Communication

Wellness & Resilience

Recognition & Reward

Teamwork

Co-designed the
aim & theory of
change

Physical & Psychological
Safety

To improve staff
satisfaction and well-being
so that staff are better
able to meet the needs of °
their service users. Embrace New Ways of
Working

Trust

5 teams from
different contexts

Build Capability for

Improvement

1 linked measure

Meaning Day-to-day Systems &

Functions

Participative forms of
Leadership

Flexibility & Choice

Tested different Tested different
potential data collection
measures systems

Meaning & Purpose

° Engagement °

= Qi PROJECT e

= QI Team Joy in Work Project .
Hawve v had a
agood dav at
work todav™?

QUESTIONS POLLS

Provided support
from improvement

advisor & sponsor
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A et al. Using quality
improvement to deliver a
systematic organisational
approach to enjoying work in
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Using gquality improvement to deliver a systematic
organisational approach to enjoying work
in healthcare
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Abstract

Staff wellbeing i= increasingly linked to good outcomes for service users in healthcans.
Therefore, it iz important for organisations to find ways to focus on wellbeing and staff
exnperience at work. This article shares leaming from & years of using the Institute for
Healthcare Improvement’s joy in work framework, coupled with quality improvement
methods to enhance staff experience and wellbeing. This demonstrates how teams were
brought together in a collaborative leaming system to apply quelity improvemant to
enhance joy in work. Key steps are shared for other onganisations wanting to undertaks
this work, including the application of improvement methods to empower teams locally to
develop, design and test change ideas, and measure their impact. The design of systems
and structures required to meaningfully bring teams together and the type of leadership
that enhances this work are also considered. Key leamning points for other onganisations.
include the need for improvernent principles to iterate the organisational approach, make
measurement simple, encourage & bias to action and make the waork fun.

Key words: Healthcars; Leamning organisation; Cuality improvement; Staff wellbeing

Submitted: 24 May 2022, accepted following double-blind peer review: 1 August 2022

Introduction

Healthcare workers have higher rates of sickness, absence and burnout compared to other
industries { Shanafelt et al, 2012). This can affect staff retention and turnover, which comes
at financial cost, with increasing evidence highlighting the association between poor staff
wellbeing and negative patient outcomes (Hall et al, 2016).

The Boorman (2009) review into NHS staff wellbeing called for a systematic approach
to tackling this issue, including system-level and local interventions where staff have
autonomy to develop and make changes. Quality improvement has been increasingly
used in healthcare to facilitate this, providing a means of devolving autonomy to those
closest to the issues at hand, to develop and test solutions for complex problems (Drew
and Pandit, 2020).

The Institute for Healtheare Improvement's (THI) joy in work framework provides an
approach to tackling the complex issue of staff expenience using quality improvement
methods (Perlo et al, 201 7). Drawing parallels with the earlier Boorman (2009) review, the
jov in work framework proposes interventions at individual, team and system leadership
levels (Perlo et al, 20017). The framework consists of nine components related to joy in
work, and a series of steps, starting with asking the guestion “What matters to you?',
identifying the impediments to joy in work, adopting a systems approach and applying quality
improvement to support teams to test and measure ideas in a systematic way (Figure 1.

East London NHS Foundation Trust (ELFT), which provides community health, mental
health, primary care and specialist services to approximately 1.8 million people across
Bedfordshire, Luton and East London, has been applying quality improvement across all
areas of its operations since 2014, with support from the [HI. This has included large-scale
quality improvement programmes on topics such as reducing violent incidents on inpaticnt
mental health wards and improving access to services { Taylor-Watt ot al, 2017; Shah ct al,
2018). The inicntional shift towards a quality improvement approach to solving problems,
involving collaboration between staff and service uscrs at the point of carc, has led to an

202
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Identification of Understanding

quality issue the problem

Commitment from team
and leadership to
participate

Teams volunteer to join the
learning system

Developing a
strategy and
change ideas

Testing

Implementation
& sustaining the
gains



Developing a Implementation
strategy and Testing & sustaining the
change ideas gains

Identification of Understanding

quality issue the problem

T

Appreciative inquiry to identify the strengths in
the team.
“What makes a good day?
“What are the pebbles in your shoe?”

Baseline data collection to understand variation



JW DO WEKNOW

?




Pick something meaningful
Measure it regularly

Share the data to spark

conversation and curiosity

E‘% é Take action — develop ideas,

MNarrative

CHAMGE and test




") Strongly disagree

") Disagree

") Agree

| Strongly agree

app.sli.do

QUESTIONS

li.do

Tuesday 14th November

Did you enjoy your day today? (Tuesday 14th

November)

®) Mostly Yes

Mostly No

QI Team Joy in Work Project

Describe your reasoning in 5 words or less

Great time with data team

Bookmarks

< ® @
m Home

MOSTLY
YES

&

T ————

POLLS

e Ql PROJECT e

Have v had a
good day at
work todav?

CCENS Good Day measure Data

Tokens to be emptied each moming at 8am and recorded in the table for the
day before

Day/date | Goed day | Bad day
Friday 25/1/2019
Monday
28/1/2019
Tuesday
29/1/2019
Wednesday
30/1/2019

Thursday
31/1/2019
Friday
1/2/2019

Day/date
Monday
4/2/2019
Tuesday
5/2/2019

Wednesday
6/2/2019
Thursday
7/2/2019




Good day measure (All teams) - Run Chart

No. of teams contributing to data point

3
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Identification of

guality issue

Developing a
strategy and Testing
change ideas

Understanding Implementation

the problem

& sustaining the
gains

Team develops its own driver diagram,
and generates its own change ideas

Joins the learning system to enable
sharing and connection with other teams
doing this work



Recruiting

The essentials Managing the demand

Basic stuff to work effectively — equipment, support,
infrastructure, environment

Removing the Ask what would help, and respond

pebbles in my

dhae Reducing unnecessary meetings and work

/ Away days

Time together in person — for work, and to create camaraderie

Supporting

team health
and wellbeing

Reconnecting

— Revisiting our purpose as a team; our purpose as individuals;
how we’re perceived

/NN

Psychological safety to continually come up and test ideas to
Contributing to make life better for all

making things
better Quality improvement — tackling the big, complex issues that

need new ideas



Developing a Implementation

Identification of Understanding
guality issue the problem

& sustaining the
gains

strategy and Testing

change ideas

T

Using the Model for Improvement and
PDSA cycles to test ideas.

Collecting data to see if they make a
difference.

Making the work (data and changes)
visible to all



Raise awareness again of
survey in daily team huddles

(06/07/2018) Run Chart: Zumba Attendance
[weskhy)

Testing new Improve Well
App for data collection

Raise awareness of survey in ) - :;'_ - A o ‘“‘.
daily team huddles (5™ / N‘:‘r Kanban I:::ard """;'th . R e g T
February, 2017) — ended after Mdﬂ:a;tanzpbaarszﬂai t;;t;‘;i‘:; 7
1 week by project lead
e PR e / biweekly data /

Sharing out data collection /

. - / Implementation risk
and analysis responsibility _ ) ) .
with trainees Psychologist Using Kanban Board to illustrate identified when key

(3/01/2017) change ideas/tasks completed, / initiator is away
/ planned, in progress. /
__ / Team agreed to
Central Data Display Board / Dual word cloud for each response / implement Zumba as
updated weekly (05/12/2017) type following comments from team / stan dqrd weekly
H around confusing use of wordcloud. / fixture
(5™ December, 2017) / Planned: review 9%
Using online data collection / j
/ fﬂlluf.rin concerns raised b / Single word cloud displayed for / it Mngh ::th h
' - E p S oY all responses (1%t December / attendees throug
/ eam {a rufu n f ano n}‘ym ity 201?] / feedback _fﬂrm ftask,}
27/10/2017 J
“'f Collect Qualitative data / Friday Zumba
— e ' around good day/bad day / classes (19™
September 2017 contributing factors / January)
(October 2017) '

PDSA 1: Develo 2] Promote communication 3) Build camaraderie
' - and ownership of project

reliable data ’ and teamwork (2

. data/Increase response s (2" .

collection system ) Driver)
Driver)




Identification of

guality issue

Understanding
the problem

Developing a
strategy and
change ideas

Implementation
Testing & sustaining the
gains

New ideas that have been shown
to work embedded into routine
practice

Implementation steps using PDSA

Create visual management
system and control system
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To enhance staff wellbeing and create joy in work

ROYAL COLLEGE OF

PSYCHIATRISTS
( Recognition and feeling valued
( Focus on wellbeing
Maodel for Improvement
[ Autonomy ]
What are we trying to
accomplish? R [ Opportunity for growth and development
Howe will we know that a
change is an improvement? ( Physical safety )
What change can we make that O( ) Trust .
will result in improverment? To enbaEEE / [ Environmental safety ]
we Ing @ Safety
and create \ ( Space for individuality and creativity ]
joy in work :
Joy 0 Relationships, teamwork [ Shared activities ]
and camaraderie
[ Flexibility and choice ]
[ Shared goals, meaning and purpose ]
[ Communication ]
' [ Adapting to different models of working ]
- ( Day-to-day functions and systems
NATIONAL RCPSYCH
COLLABORATING
CENTRE FOR

Enjoying work

MENTAL HEALTH W #EnjoyingWork



Outcome measures

Collected weekly
» Joy in work
» Burnout

» Recommending team as a place to
WOrk

Staff were also asked to complete two
validated surveys at the start and end of
the programme to measure staff burnout
(Mini Z survey) and staff engagement

' (Gallup’s Q12 survey)

NATIONAL
COLLABORATING
CENTRE FOR
MENTAL HEALTH

Enjoyment at work

In the past week at work, how often have you enjoyed being at work? Please select one
of the following*

O Notatall

© Hardly at all

O A few times

O Fairly often

() Frequently

Feelings of burnout

Using your own definition of "burnout”, please select one of the options below*

O 1 enjoy my work. | have no symptoms of burnout

O 1am under stress, and don't always have as much energy as | did, but | don't feel burned out

(O 1 am definitely burning out and have one or more symptoms of burnout, such as physical and
emotional exhaustion

O The symptoms of burnout that | am experiencing won't go away. | think about work frustrations a
lot

O | feel completely burned out. | am at the point where | may need to seek help

Recommending as a place to work

How likely are you to recommend your team as a place to work? Please select one of

the following*
O 0 (not at all likely)

1
2
3
4
O 5
26
S 7
8
9
1

_ 10 (extremely likely)

W #EnjoyingWork

RCPSYCH
Enjoying work
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NATIONAL

How we worked with teams

Appreciative inquiry session to : :
explore what matters to the Nominal group technique
staff and the team, and what to generate and select

contributes to good days at change Ideas to test
work

Fortnightly project team
meetings to support
teams with their PDSAs
and data collection

Bi-monthly learning sets,
bringing teams together
to share learning

COLLABORATING

CENTRE FOR

MENTAL

HEALTH W #EnjoyingWork Ql

ROYAL COLLEGE OF
PSYCHIATRISTS

RCPSYCH
Enjoying work



Change ideas

Approximately 145 ideas tested
Common themes:

IF Sharing appreciation e.g. positive
. feedback box; thank you boards

9 Time and space for reflection e.g.
introducing reflective practice

Protected time to focus on wellbeing r—o
' e.g. weekly wellbeing hour o-H
NATIONAL
COLLABORATING
CENTRE FOR o
MENTAL HEALTH YW #EnjoyingWork

PSYCH

Making wellbeing business as usual e.g.
discuss concerns in team meetings

Increasing connections within the team
e.g. coffee roulettes; in person away days

Changing ways of working e.g.
improving handover; communication

tools
« \ I RCPSYCH
\ | /,‘ .

Enjoying work
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Teams’' stories

Cygne

o AN
—_ ATV

Psychology South
Erica de Lange, Charlotte Keeling, Caroline Fleming &
Sharon Collins

RCPSVCH
Enjoying w

flecting on our project

Graph 1. Frequently enjoy work

Graph 2. No symptoms of bumout

Graph 3. Extremely likely to recommend

During the Enjoying Work Collaborstive we tested six change
ideas generated by the team at our nominal group techrique.
Change idea 1: Face to face mestings for betier relationships,
connectuity and understanding of roles

Change idea 3: Improve Well App response rate improved by
weekly discussions and calendar reminders

Change idea 4 Informal chat forum improved relationships.
and offered peer support

Change idea 5: Afiending conferences to present, a team won
an award for best poster at conference

Change idea 6: Visiting at sites improved connectiviy, sharing
best practice and improved relationships.

Our reflections on taking part in the project

We have the best ideas when we get together and this has
been noticed by the senior team. The team performance has
significantly increased and this fs nofed in governance snd
hesds of department mestings. This has increased our clinical
sffectiveness in the hospital sites. Other teams have noticed
the changes and have mimored by reating similar changes.

The level of comfort to take part in a project or start something
naw, knowing the tam will support the project, awareness of
the presence of the team support is valusd. As & regional
team there was & real commitment to developing Qi idsas
across different sites in the broader London & South region.

The focus on well-being has enhanced our tsam cohesion. We

We have seen significant changes in all three measures of
data as seen in the free graphs sbove. Measure one
changed from & mean of 20% to 46.58% (26.58% increass)
frequently enjoy being at work, measure two from 13.33% to
38.17% (24.84% increase) no symptoms snd measure three
from 34.67% to 57.58% (22.91% increase) extremely likely to
recommend the team as @ place to work. The team feels
acknowiedged and happy and they are sble lo maintain =
balanced workife spprosch as professionals. The tesm
members were able to express their need for support and falt
safe 1o be open regarding their feelings. We saw an
increased awareness of wellbeing and the culture is more
open and supportive. Increased connectivity in the team and
enthusiasm to ather, this is rewarding for the team.

‘Some of our challenges included changing the time of our bi-
weekly meeting upon the reguest of feam members in the
region wha could not attend, although this did not necessarily
improve  atiendance numbers, d did improwe regular
attendance of core team members. New starters o the team
needed fo receive induction into the QI project and
orientation to the Improve Well App. These ware provided on
a one to one basis. The large geographical area of the
regional team wes a challenge and zoom was used o
overcome this.

Our advice to other teams would be: Smalil changes can
make & BIG diferance. Talk about QI, make if part of your

can ask questions, this and quality

this creates a presence and a culture shifl. Go
for it! It is fun.

The change ideas have been implemented within the London & South regional Psychology team and have generalised into the
site taams. Example of Friday team meetings where the site team comes together for informal lunch. Conferances are planned
for attendance during the coming year extending the change for the future, regional teams are meeting together and visiting at
sites, the informal chat forum i implemented regionally and continues i support team members and io build relaticaships O
projects are being launched at local sites and reviewed on & quartery basis. Monthly discussions are tsking place in team
mestings regarding QI and wellbeing and there is a good sense of looking after ourseives and each other.

There is training available on QI and QI coaches to support future projects. Gygnet has launched a QI hub on the Cygnet

nebﬁi there is a Ol newsletter and a QI conferance to look forward to. Thank ﬁu to our coach and the EWC.

Phte- b

AP [Lonion, 2071

Corporate Communications
Health Education England Caroline Higgs, Belle Yeung, Charlotte Evans, Matthew Gray

G] ! EFF‘S\.’C.H

Enjoying Work Collaborative

y could use
ings. Not ev

T which
fer between m

r— at any paint i
allowing a litle b

primary channel for
iked approach.
a mixture of work and wellbeing

ail a5 ow
m and we now em)

communicating.
Fast 15 catch ups:
focused sessions.
Shorter meeting
fort breaks
- Themed dress days: Wt

Future idea got a fist of futw
s for those in need of 2 bit of TLC

wered this did n.:'t wclk far everyone in lhe &
internal communications team has adopted a

led, and pretty much adopted, 20 or 50 minute mestings |
y bu:

ng our fast

mins) to allow for

ings to

support baro

the great things bout this
team focusing on our needs,
supporting the rest of the orga

project has been us 2
er than how
nisation.

a We've learnt that we all wark a bit differently within our

We've talked mor= togeth
ideas, wefve spoken cani

nd individually, we've shared
idly about our issues, w
e are in 3 really g

balancing how busy we

<t challenges was

small changes to help us all enjoy work that fittle bi

Looking to the future

We've embedded some of our idezs into haw we work now, found athers were nice to try but didn't really work for
ryone, and have a list of further ideas to work through.

We all fes
great sta
mare. Thank y

ny time, can say “hey, how about we try doing this” and just give ft2 go. s been a
hat we all hope will continue to be us making the effort to make small o help us enjoy work a bit
for letting us be invalved.

I RCPSYCH

Coventry and
Warwickshire Partnership |
S Tramt

Ward name

IPU 11-17 North Warwickshire recovery email.

Cleo Maynard and Helen Owen

Share your story

Which change ideas did you test and what did you learn from them?

— Step challenge
The team have been more mindful to take more regular breaks from their
desk. We recognise trying to change pecple’s mindsets have been difficult
due to workload pressures. The majority of people have said they saw the

purpose of the step challenge. Some people can see how it works for others,

but it just didn't work for them. There were different reasons for pecple
joining, for some it was for the challenge and the prize and for others it was
mindfulness of taking breaks, it wasn't just about getting the steps in.

We learnt the importance of wellbeing and how it can contribute in enabling
the team to be more productive. It helped to create and tighten the
camaraderie within the team. Which was highly important with the stress of
the last 2 years during the pandemic.

— Improving assessment rota so staff can effectively take annual leave
Staff were reporting that they find it stressful to take annual leave because
the responsibility of getting their mental health assessments covered was
placed on them.
We were met with barriers for this change due to how rlgld the process was

and management not allowing canci { for

We required input from our senior sponsor who supported us to prepare an
hawve meetings with our general managers.

We prepared by gathering all the views of the staff who complete
assessments and came up with solutions to resolve the issue.

“
| Enjoying work

0
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Health Education England

Quality Team — HEE Wessex ‘f J! Ficsing ot

Caroline Lee, Juliet Borwell kie Marks and Sarah Lang
Enjoying Work Collaborative
Monday Huddle

Reflecting on our project
Fab Five Minutes!

Little Wins

What's on
your
mind?

Anything
else...

This project has encouraged us to reconnect with what brings
us joy, meaning and purpose in our work, and not focus
entirely on productivity.

Reflection — we have found it challenging to put reflection
in place. Supervising a student on placement prompted
some reflection, but we zlso explored individual refiection,
wihich can't be timetsbled. Monday huddies prompt
reflection, we slso naturally think sbout the week at the
end of the week Regular touchpaints together are
important. If one person wams to discuss something, we
can 2sk each other, when it's needed. We scheduled time
together after updstes on HEE Transition, and will continue:
to do this; it will become more useful as more information
becomes available.

t's been useful, often too busy to think sbout the team’s
wellbsing, there's no lull in the year anymore. Welcomed
the chance to think about how we work, rather than focus
onthe contant. Interesting to compare the differences with
other organisations. Gther HEE teams have been interested
in the Huddle quadrants, and the team Thursday lunches.

“We are human beings, not human doings” —we don't do
o, we be joyful. This project has encouraged Us to
reconnect with what brings us joy, mezning and purpose in
our wark, and not focus entirely on productivity.

Team meeting huddle — quadrant for meeting has been
helpful, focus and wisusl prompt without an agenda.
Discussing Little Wins has been positive, helps us notice the
smzll positives that might not have been noticed
previously.

Fab five minutes — setting meetings automatically for 25
mins instezd of half an hour, and using the 5 minutes in
between productively. Activities included DIY, talking to the
dog, doing the washing, standing up, dancing, looking out
of the window (goad for our eyes)... MS Teams reminding
us when theres 5 mins remaining really helps, and now it
sets all meetings scheduled to ancmne breaks.

The incressed awsreness of jobs well done and improved
recognition viz the little wins quadrant from our Monday
huddle and during Thursday team lunches has helped

create a positive and mare contented work environment.

"Being happy in ife isn't having what you went, its
wanting what you have,

It’s been challenging to make time for the project when
the team are stretched and short of 2 persan.

The structure of the academic year, haliday times, family
‘commitments, challenges of working from hame as
‘working mothers (which has pesitives too) — the
productivity can't be sacrificed, but focusing om our joy in
wiork has sometimes had to be sacrificed

The biggest challenge has been keeping momentum—
perseverance is key.

Looking to the future

We want to continue the Manday Huddle, and might revisit the quadrants in future as part of continuss improvement.

‘We want to continue the Fab Five minutes, and IT is set up to continue this. In the Summer we can ge outside for & minutes!




Key learning...

Importance of the
whole team being part
of the work

It is possible to apply
the systematic method
of Ql to joy in work

Measurement is a
challenge
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It is possible to apply
the systematic method
of Ql to joy in work

Role of leaders is even
more critical (and
exposed)

Key learning...

Measurement is a
challenge

The change ideas are
highly localised, but the
process is scalable

Importance of the
whole team being part
of the work




Dunstable CAMHS
Enjoyment at Work 2020

The
results

Bulb Planting
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It is possible to apply
the systematic method
of Ql to joy in work

Role of leaders is even
more critical (and
exposed)

Key learning...

Measurement is a
challenge

The change ideas are
highly localised, but the
process is scalable

Importance of the
whole team being part
of the work

Doing this type of work
entirely virtually is less
joyful
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