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	Main Report

	Background and current situation:

	
The Executive Director of People and Culture provides regular workforce metrics updates to the Committee and going forward will periodically provide an overview report against the seven themes within the People & Culture Plan.  Attached at Appendix 1 is the Workforce Key Performance metrics dashboard for November 2022.  

A brief UHB overview summary is provided as follows:
 
 
· Turnover rate trend is upwards since Dec-21; the rates have risen in the past 12 months from 12.44% to 13.66% in Nov-22 UHB wide.   This is a net 1.22% increase, which equates roughly to an additional 161 WTE leavers.  The top 5 reasons recorded for leaving are; ‘Voluntary Resignation - Other/Not Known’, ‘Retirement Age’, ‘Voluntary Resignation – Relocation’, ‘Voluntary Resignation - Promotion’ and ‘Voluntary Resignation – Work Life Balance’

· Sickness Absence rates remain high; the monthly sickness rate for November is 6.73%.  There is a slight upward trend since Apr-22 and whilst the rates are lower than for the same period last year the current rates are significantly higher than for previous years.  The cumulative rate has been fairly constant for the past 5 months at approximately 6.90%.  This figure is derived from absence since April.

The top 5 reasons for absence for the past 12 months are; ‘Anxiety/stress/depression/other psychiatric illnesses’, ‘Chest & respiratory problems’, ‘Cold, Cough, Flu – Influenza’, ‘Other musculoskeletal problems’ and ‘Gastrointestinal Problems’.

The number of staff on long term sick leave suffering where the absence reason has been identified as ‘Anxiety/stress/depression/other psychiatric illnesses’ has reduced.  On 31/03/22 there was 284 and as at 30/11/22 there were 226 (a reduction of 58 – 20.42%).  There are 79 staff on long term absence where Covid-19 has been identified as a Related Reason.
[bookmark: _Hlk121835300]
· We have significantly reduced the amount of formal Disciplinary Investigations by embedding and promoting Just Culture and Disruptive HR principles and are currently reporting at just 12 cases (non-medical staff).  The People Services Team are developing a new on demand training course for investigating officers to try and further reduce the length of time of investigations take. 

· The Statutory and Mandatory training compliance rate has risen slightly, to 75.36% for November, 9.64% below the overall target.

· Compliance with Fire training has risen during November, to 66.28%.  

· [bookmark: _Hlk121835717]By the end of November 2022 40.73% of consultant job plans have been signed off.  This is the first time that the rate of sign-off has fallen, probably due to job plans signed off over 12 months ago requiring review.
· The trend of the rate of compliance with Values Based Appraisal has risen over the last five months; the compliance at November 2022 was 47.58%.  Clinical Boards have been challenged to improve the compliance with VBA to 60% by the end of March 23, then achieve the target of 85% by the end of June 2023.  Capital, Estates & Facilities and Clinical Diagnostics & Therapeutics have achieved the 60% transitory target.

· [bookmark: _Hlk121835741]Variable pay trend, while rising, has remained in the 10-11% range over the last 12 months; the percentage for November is 10.86% UHB-wide. 
· Total pay bill peaked as expected in March 22 due to year end accruals; the April to August pay bills were broadly similar to February.  There was an £18m increase in the pay bill in September by comparison to August, due to the implementation of the pay award and arrears.  The monthly pay bill since September is showing an increase.



Benchmarking – Health Boards in Wales
At the request of the Committee benchmarking has been undertaken with Health Boards across Wales, unfortunately the data available is only up to August 2022, but is still a useful comparison.  The benchmarking demonstrates how challenging the workforce position is nationally.
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Over the winter months the People and Culture Team are focusing on the ‘Main Effort’ and the team are aligned to the following UHB priorities and the People and Culture Plan:

· Wellbeing (including cost of living support)
· Recruitment 
· Retention
· Workforce Planning 

In addition to these areas, the People Services Team will be supporting managers with operational matters, e.g. Employee Relations, Managing Attendance, Change Management, Terms & Conditions, etc.

The remainder of this report focuses on progress against the above.





Wellbeing

· A series of People and Culture Roadshows were held across the UHB during ‘Talk Money Week’ (7-11th Nov). These focused on sharing information, signposting and advising around financial wellbeing, pensions, debt management and the cost of living.   The Roadshows were supported by staff side, Cardiff Credit Unions, chaplaincy, and the staff benefits team as well as the various People and Culture teams.  Over 300 connections and discussions held with staff and there were 64 responses to a short staff survey.    Discussions are now underway on how to use this information to inform and shape further support. 
· Following the success of the initial roadshows it has subsequently been decided to continue to hold them on a fortnightly basis.  The groups available to talk to staff has been widened to also include the Health Charity; Stop Loan Sharks Wales and the Money and Pensions Service (MaPS).

· A number of training sessions/presentations around financial wellbeing and managing attendance have been held recently:   
· The Money and Pensions Service (MaPS) held an on-line ‘Pensions’ presentation with over 60 attendees, and more are being planned for the future;
· Stop Loan Sharks Wales offered staff on-line presentation on how to recognise illegal borrowing and the impact on 7th Dec, future sessions will be arranged for the new year;
· The Money and Pensions Service (MaPS) provided the first round of training with line managers via ECOD to provide them with the skills and confidence to support and signpost employees, approx. 40 attended;
· The People Services team have trained 194 Managers on Managing Attendance at Work since January 2022;  
· 42 Managers attended a Toolkit Talk Training session on Ill Health Retirement.

· Continuation and enhancement of Employee Wellbeing Service online and on-site support. This includes delivery workshops throughout Nov/Dec including Q&A Sessions for Managers; Long Covid Peer Support; Staying Well; Self Care; Stress Risk Assessments; Mindfulness; and Stress Management.   For the first time we have had the input of the staff dietitian into these sessions.  
· Bespoke targeted Wellbeing sessions are also taking place where requested or where wellbeing concerns have been identified.  This has involved weekly support within EU; fortnightly support in Pharmacy; drop in sessions in a number of other areas.  
· ‘Twilight’ wellbeing sessions have been offered in December and January (9pm-midnight) following specific requests at UHW and UHL.
· Implementation of the Work and Wellbeing Passport in collaboration with the Equality, Diversity and Inclusion Team. 
· A central database of temporary roles in various departments has been developed and are being offered to staff who require a temporary suitable alternative role due to ill-health.
· Regular ‘HR’ clinics have been set up in each Clinical Board to support managers with managing attendance and supporting the wellbeing of their staff.  
· The People Services Team are working closely with the Long COVID Rehabilitation Service. 
· The Cost of Living task and finish group has been working closely with the Communications Team and dedicated ‘Financial Wellbeing and Cost of Living pages have been set up on Sharepoint to keep staff informed.  
· A number of reports/documents are currently under development including a Financial Wellbeing pathway, the Health Intervention Team Impact Report and Recommendations, and an Employee Health and Wellbeing Strategy and Framework proposal.
· A business case has been submitted for maintaining current establishment within Employee Wellbeing Services.






Recruitment 

· Skill mix required for additional winter capacity has been advertised and interviews and appointments are ongoing. These are monitored and updated weekly at Workforce Hub meeting. Recruitment is progressing well however the inability to appoint Band 5 nurses poses the greatest risk.
· An additional 120 substantive HCSWs have been appointed since August as part of the ongoing Nursing Hub’s Mass recruitment campaign.  In addition, almost 400 HCSWs have been recruited to the Staff Bank since May 2022.
· Occupational Health are continuing to process all Pre-employment Health Declarations as a priority and are processing 600-700 forms per month.
· The Prince’s Trust placement scheme has taken place in November with 11 individuals undertaking shadowing opportunities on the wards, and ending with an employability day to support individuals to apply for HCSW positions.
· First taster session was undertaken in Pharmacy for 15 participants on 8th November to raise awareness of the profession and to advise on the career pathway. Excellent feedback was received.
· A further 8 Widening Access events were held in October/November to promote NHS careers. This takes the total to 51 since February 2022. 
· We are collaborating with Cardiff Commitment to promote the UHB to the next generation of UHB Staff by attending School Business Forums and taking part in the Open Your Eyes Week by delivering a virtual presentation to 103 school classes (3000 pupils) at same time. 
· 74 Student Nurses have selected Cardiff and Vale UHB to work when they graduate in the Spring. This is a large increase from the usual 40 nurses that start with us at this time of year.
· 422 internationally trained nurses have now achieved NMC registration through the UHB’s OSCE programme. Approval is due to be given to proceeding with International Recruitment for a further 147 overseas nurses. These are estimated to arrive between April and October 2023.
· A ‘Return to Registration’ programme is under development to support nurses to regain NMC registration via the NMC Test of Competence rather than a HEI return to practice programme. 
· A ‘Novice to Nurse’ programme is being developed to formalise the grow our own approach we are using to developing HCSW to Registered Nurse. Plans to recruit individuals who are novices to the NHS to the programme are also under discussion. 
· 21 HCSW started the flexible pre-registration nursing programme in September, our highest cohort to date. 
· A one day, follow up workshop was held with a group of student representatives who raised concerns about student experience in the UHB at the start of 2022. The representatives reported a significant improvement since the implementation of the Placement Learning Improvement Plan in March. 
· Open evening being held in January to investigate recruitment pool for Assistant Practitioner posts and the ‘Return to Registration’ programme.  
· Trac modernisation has been implemented successfully which will reduce the appointment to start times.

Retention

· Review of the current Retention Plan is currently taking place along with targeted intervention in areas with the highest turnover rate using a retention toolkit to help us move to a more sustainable position.

· Focused work is currently taking place within EU/AU to maximise impact.   Interventions include:
· Development of a specific exit questionnaire for EU/AU based on the finding of the HIW report and assessment of the responses;
· An OD programme of work, supported by Clinical Psychology.   This includes enabling reflection, encouraging future focus, developing relationships, improving wellbeing, communication skills, and a toolkit to support staff;
· Continuation of the wellbeing programme for EU staff with specific focus on supporting managers to have effective wellbeing conversations, develop tools for check-ins and check-outs; and also includes weekly on-site wellbeing support;
· Drop in sessions for staff held in partnership with TU representatives; 
· Increased senior leadership visibility including Executive visits;
· Presentation of the findings to the Senior Team and support for the Clinical Board to create an action plan.  

· A Culture and Leadership Programme focusing on cultural assessment to identify good practice and areas for improvement is being trialled in ALAS prior to roll out as part of the wider retention toolkit.
· A co-production steering group is currently producing draft CAV Anti-Racist plan. 
· A draft report of findings and recommendations following analysis of engagement feedback has been developed to support actions within nursing and midwifery. Sessions are being planned with Directors of Nursing to discuss findings and a communication plan.  A meeting is also scheduled with the LNC (Local Negotiating Meeting) to discuss the Medical Workforce Wellbeing Survey results.
· People Services have reviewed the training provision it offers for managers, e.g. developing effective change management skills holding difficult conversations, conflict resolution.  The aim is to support managers to build their confidence and capability in these areas.  
· The number of fixed term contracts in the UHB has been identified (1,346 staff) with the intention of making these posts permanent and retaining the individuals where appropriate. Communications have been drafted and sent out to managers to support them with this and asking them to ensure ESR is updated and accurate. 
· Enhancement of the Leadership and Management Development on offer and continuation of programmes and development sessions. We are supporting aspiring, new and senior managers and leaders to develop compassionate leadership principles to support retention, wellbeing, innovation, performance and patient experience. (Acceler8, Cohort 2; Collabor8 Cohort 1; 2 x Management Development Programmes; Coaching for Performance – Clinical Directors).
· Equity and inclusion now form part of Collabor8 and Management Development Programmes to support the organisation in building an inclusive culture.
· Delivery of VBA training.
· Development of bespoke OD interventions to support effective team performance and create healthy high performing teams. Includes work with: Public Health; AWMGS; PCIC; ALAS; People Services; People Assurance and Experience; and Health and Safety.
· Continuation of support for our staff networks, including Accessibility, One Voice Staff Network, and the LGBTQ+ Staff Network.   This supports wellbeing and retention through creating safe spaces for our staff as well as build a sense of belonging for minority communities within our workforce.
· Over the coming months, the UHB will work to continue to improve its compliance with the Welsh Language Standards and the ‘More than just words’ strategy which will support the UHB to be more inclusive place for Welsh speakers and our patients.  This will include playing a key role in NHS Wales Eisteddfod planning to support the UHB to build a culture inclusive of the Welsh language and encourage Welsh speakers in the workforce to use their preferred language.
· Development of shortened VBA paperwork to support effective conversations, along with simplified instructions to upload to ESR. VBA targets have been discussed as part of the Executive Performance Reviews and targets for March and June 23 agreed.

Workforce Planning

· Engaging with the Clinical Boards to develop a baseline summary of nursing workforce data with a view to understanding the current nursing position and the challenges and opportunities for change.    Initial focus is within Medicine and C&W prior to the work being rolled out in all other areas.  
· Review of nursing data across a number of criteria over the last 5 years (staff in post, vacancies, turnover, age profile, average retirement age, sickness, maternity and bank and agency spend) to identify any themes and trends.
· A campaign to improve our workforce data around Equality and Welsh language skills is underway to enable us to we understand the diversity of representation at all levels and our organisational Welsh language skills.
· Using the data to engage stakeholders to ensure buy in for workforce plans to be developed locally and change to happen to create a new mind set and culture. 




	Executive Director Opinion and Key Issues to bring to the attention of the Board/Committee:

	
The purpose of the People Dashboard is to visually demonstrate key performance areas and trends against selected key workforce metrics.

Operational performance and detail is discussed and reviewed at the SLB, Executive/Clinical Board Performance Reviews and Clinical Board meeting structures.   Further assurance is also provided to the Board through the Integrated Performance Report. 



	Recommendation:

	
The Strategy and Delivery Committee is requested to:

· Note and discuss the contents of the report



	Link to Strategic Objectives of Shaping our Future Wellbeing:
Please tick as relevant

	1. Reduce health inequalities

	x
	6. Have a planned care system where demand and capacity are in balance
	

	2. Deliver outcomes that matter to people
	x
	7. Be a great place to work and learn 

	x

	3. All take responsibility for improving our health and wellbeing

	x
	8. Work better together with partners to deliver care and support across care sectors, making best use of our people and technology
	x

	4. Offer services that deliver the population health our citizens are entitled to expect
	x
	9.    Reduce harm, waste and variation sustainably making best use of the resources available to us
	

	5. Have an unplanned (emergency) care system that provides the right care, in the right place, first time
	
	10.  Excel at teaching, research, innovation and improvement and provide an environment where innovation thrives
	x

	Five Ways of Working (Sustainable Development Principles) considered  
Please tick as relevant

	Prevention
	
	Long term
	
	Integration
	
	Collaboration
	
	Involvement
	

	Impact Assessment:
Please state yes or no for each category.  If yes please provide further details.

	Risk: Yes/No    No

	


	Safety: Yes/No   No

	


	Financial: Yes/No    No

	


	Workforce: Yes/No Yes 

	Workforce risks and mitigating actions taken are described throughout this report 


	Legal: Yes/No     No

	


	Reputational: Yes/No     No

	


	Socio Economic: Yes/No       No

	


	Equality and Health: Yes/No    No 

	


	Decarbonisation: Yes/No

	


	Approval/Scrutiny Route:

	Committee/Group/Exec
	Date:

	Strategy & Delivery
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WTE SIP

12-Month 

Cumulative 

Sickness Turnover

Statutory & 

Mandatory 

Training Appraisal

Aneurin Bevan UHB 12213.18 6.94% 11.36% 81.96% 64.34%

Betsi Cadwaladr UHB 16821.04 6.70% 10.90% 85.67% 69.58%

Cardiff & Vale UHB 14015.00 7.15% 14.37% 74.14% 37.73%

Cwm Taf Morgannwg UHB 10874.46 7.85% 13.30% 74.66% 58.43%

Hywel Dda UHB 9640.09 6.55% 10.22% 83.67% 66.98%

Swansea Bay UHB 11669.71 8.35% 11.30% 80.98% 59.43%

Aug-22
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KEEPING PEOPLE WELL
CARING FOR PEOPLE











