How will we measure our success – People and Culture Plan 

	Key Area of focus 
	Actions we will take 
	Quarter 1 
	Quarter 2 
	Quarter 3 
	Quarter 4 
 

	Attract & Recruit 
	· Continue the streamlining of processes and efficiencies within the Staff Bank and increase the number and range of temporary staff to reduce agency spend. 
· Further increase the recruitment of staff from more diverse groups to reflect the local population (Prince’s Trust, Project search, Mosques etc.). 
· Continue to promote Cardiff and Vale UHB as the employer of choice by holding Careers events and close liaison with schools, universities, DWP and many other organisations. 
· Being responsive to changes in the service capacity to ensure the appropriate staff can be recruited and deployed to cope with changes in demand. 
· Reduce number of permanent vacancies. 
· Improve length of time it takes to recruit people into the HB.  
· Improve our ability to deploy our people in an appropriate way. 
	· Reduce time to shortlist to 7.5 days. 
· Cease HCSW agency usage by April 23 & improve supply on the Staff Bank to 85% & focus on substantive recruitment. 
· Implement Safecare onto all Acute wards by 04/23. 
 
 
	· Reduce vacancies to 9% 
· Reduce time to shortlist to 7 days 
· Maintain zero HCSW agency position 
· Implement Healthroster for Nursing workforce by 09/23. 
· Implement HealthRoster for Pharmacy by 09/23. 
	· Maintain time to shortlist at 7 days. 
· Maintain zero HCSW agency position. 
· Implement HealthRoster for Facilities by 12/23. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	· Reduce vacancies to 8% 
· Maintain time to shortlist at 7 days. 
· Maintain zero HCSW agency position 
· Expand apprenticeship academy to incorporate new apprenticeship roles. 
· Commence implementation of HealthRoster for AHPs. 
· Commence implementation of e-rostering for M&D workforce. 
 
 

	Retaining our People 
 
 
 
 
	· Reduce turnover to a more sustainable position. 
· Promote and embed retention initiatives via a retention toolkit for managers. 
· Implement Wagestream for staff on e-rostering systems. 
· Development of bespoke OD interventions to support effective team performance and create high performing teams. 
 
	· Reduce the turnover in staff groups that are over 10% to a more sustainable position of 8-9%. 
· Continue to enhance the use of cultural surveys, stay and exit interviews, analysis the feedback & taking appropriate actions via development of an action plan. 
· Implement and promote Wagestream for staff on e-rostering systems. 
· Development of shortened VBA paperwork to support effective conversations. 
· Career clinics commenced to scope opportunities for staff wanting to transfer across the organisation. 
 
	· Reduce turnover to 12% 
· Develop more attractive flexible working options to support staff. 
· Implement and embed HEIW Retention Plan. 
· Implement and embed HEIW Self-assessment tool. 
· Implement HEIW health and care joint induction. 
· Deliver and promote a new Speaking up Safely Framework. 
	· Implement and embed WG preceptorship. 
 
 
 
 
 
 
 
 
 
 
	· Reduce turnover to 11% 
· Implement and embed HEIW AHP Retention Plan. 

	Wellbeing 
 
 
 
 
	· Agree and implement the Health and Wellbeing Strategy and Framework. 
· Improve wellbeing and reduce sickness absence to a more sustainable level, i.e. from 7% to 6%. 
· Reduce number of staff on long term sickness absence. 
· Implementation and evaluation of interventions, including peer support, workshops and leadership development 
· Provide an effective and consistent means of supporting staff through difficult situations, e.g. investigations; Coroner’s Court 
 
 
	· Improved monitoring, evaluation and reporting of wellbeing services leading to improved staff experience 
· Developed staff members able to facilitate effective feedback and learning opportunities for all staff in an evidenced way. 
· Develop a culture of effective peer support through structured 1-2-1 wellbeing conversations and improved manager capability. Embedded holistic approach to address Health Inequity, Safety and Quality giving equal weight to patients, communities and staff.   
 
	· Integration of the new All Wales Occupational Health database. 
·  Improved access to multi-Disciplinary learning opportunities facilitated by Schwartz Rounds. 
· Consistent approach to avoidable employee harm, supported by process review and access to support. 
 
	· Successful evaluation of collaborative Occupational Health working. 
· Instil a cycle of improvement through evaluation and review of wellbeing intervention. 
· Consistent and collaborative approach to supporting staff wellbeing around traumatic events. 
	· Improved staff wellbeing, including reduced absence. 
· Reduction in the number of staff on long term sick leave suffering with stress, anxiety, depression by 10%. 
· Evidenced improvements in wellbeing recognised by review of activity via Corporate Health Standards. 
 
 
 

	Equity, Inclusion & Welsh Language 
	· Achieve the priorities identified in the Strategic Equality Plan (SEP). 
· Strive to meet the Socio-Economic Duty. 
· Develop Anti-Racist Action Plan. 
· Achievement and sustainability of Welsh Language standards. 
· Review of the EHIA process 
· Development of networks and Employee Resource Groups 
· Continued focus on achievement and sustainability of the Welsh language Standards 
· Improving quality of demographic data and reporting. 
 
 
	· Develop and implement Anti-Racist Action Plan. 
· Embed the HEIW Welsh Language ‘awareness’ course into mandatory training. 
· Improve rate of provision of all EDI data to 40%. 
· Improved recruitment practices to include effective Welsh Language assessment and translation of documents. 
· Introduction of Health Inequity, Safety and Quality Framework. 
· Increased awareness of Welsh language skills of staff to enable effective workforce planning. 
 
	· Develop and implement the workforce actions in the LGBTQ+ Action Plan. 
· 60% of recruitment adverts & Job Descriptions translated into Welsh. 
· Improve rate of provision of all EDI data to 55%. 
· Stonewall WEI submission. 
· Review development of Employee Resource Groups. 
· Develop programme of work so support areas with implementation of Welsh Language Standards. 
· Enhanced confidence in development and use of Welsh language skills in the workplace through training and networks. 
	· 70% of recruitment adverts & Job Descriptions translated into Welsh. 
· Improve rate of provision of all EDI data to 70%. 
· Progress Anti-Racist Action Plan. 
· Collaboration to review effectiveness of EHIA paperwork and process. 
· Achievement of further Welsh language standard requirements through introduction of enhanced patient management systems. 
 
 
	· Improve rate of provision of all EDI data to 85%. 
· 80% of recruitment adverts & Job Descriptions translated into Welsh. 
· Review of Anti-Racist Action Plan and LGBTQ+ Action Plan. 
 
 

	Education, Culture and OD 
	· Improve engagement. 
· Use feedback and data to underpin workforce culture transformation actions. 
· Development of UHB Leadership Principles and review of development pathways to further support enhanced leadership capacity and capability 
· Embedding and further development of the coaching network to support a culture of coaching 
· Continued development of leadership alumni and peer networks 
· Focus on effective values-based appraisals, values-based recruitment and developing healthy working relationships 
· Developing an organisational approach to Talent Management and Succession Planning 
· Continued support for HCSW to develop into RNs through the UHB’s Novice to Nurse development pathway, AHP assistants developing towards registered OT/Physio roles.  
· Provide education to support the implementation of Assistant Practitioners in nursing. 
· Review and refine the UHB Nursing and Midwifery Preceptorship programmes and continuation of the Student Placement Experience Improvement plan  
· Launch UHB ‘Return to Registration’ pathway, enabling nurses and midwives to return to practice via the OSCE route.  
· Continue to enhance and develop digital learning pathways, including e-portfolios. 
 
 
 
	· Improve VBA compliance to 85% by 07/23. 
· All staff participate in an annual review that is high quality and effective. 
·  Improved staff skills and awareness through improved statutory and mandatory training to 85% by 07/23. 
· Development of a coaching culture through continued coach development.  
· Improved Executive Team awareness around protected characteristics through introduction of mentoring relationships and listening and learning opportunities. 
· Consistent approach to cultural assessment to provide comparable cross-UHB data. 
· Effective OD Commissioning Model enabling value added outcomes. 
 
 
	· Enhanced development opportunities through enhanced coaching network capacity. 
· Improved clarity and understanding of leadership behaviours, skills and knowledge through UHB Leadership Principles and development pathways. More outcomes in the sections rather than narrative. 
· Improved staffing profile and patient care due to new models of working and development pathways. 
 
 
 
 
 
	· Established and reviewed succession plans and talent pipelines for senior leaders. 
· Increased UHB awareness of staff engagement and experience through effective analysis and communication of NHS Wales Staff Survey. 
· Provision of excellent leadership and management development enabled through regular review and benchmarking. 
 
 
	· Embedded culture of review and improvement in education, culture and OD practices and programmes. 
· Improved staff experiences through learning and actions aligned to Anti-Racist Action Plan. 
· Organisational understanding of Staff Survey results and role in response. 
· Improved student placement experience and increased student placement applications. 
 
 

	Shaping our Future Workforce 
 
(theme 1,7) 
	· Change workforce models to meet the needs of our patients and population. 
· Introduce new and extended roles, review skill mix, etc. 
· Increase organisational capacity and capabilities in workforce planning, train approx. 100 managers/leaders in 23/24. 
 
· Robust workforce plans will support build a sustainable workforce by: 
-  Improving retention & engagement 
-  reducing reliance on agency 
-  talent management 
-  changing shape of workforce 
-  improved quality & performance indicators. 
 
People Analytics 
· Ensure our workforce data is accurate, meaningful and accessible to assist with strategic decision making by 23/24. Moving from workforce reporting to people analytics. 
 
	· Recruit & train approx. 30 Assistant Practitioners, ward areas. 
· Continue to embed Physician Associates & secure a funding stream for the role. 
· Train 25 managers/leaders in workforce planning.   
· Agree priority areas for WP. 
· Design training plan for ESR users. 
· Work alongside e-Rostering team, ensure nursing staff records are attached to the correct wards in ESR. 
· Enhance data reporting by using Analytics software. 
	· Recruit & train an additional approx. 30 Assistant Practitioner, ward areas. 
· Train an additional 25 managers/leaders in workforce planning. 
· Provide training for managers and users in the correct use of ESR. 
· Extend People Analytics team capacity in reporting, in order to support resourcing, EDI, wellbeing and people planning initiatives.  
	· Recruit & train an additional approx. 30 Assistant Practitioner, ward areas. 
· Train an additional 25 managers/leaders in workforce planning.   
· Provide targeted training for managers in use and interpretation of staffing analytics reports as provided via SharePoint. 
	· Recruit & train an additional approx. 30 Assistant Practitioner, ward areas. 
· Train an additional 25 managers/leaders in workforce planning.   
· Introduce Anaesthetic Associates into workforce modelling. 
 
 



