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Annual Report of the Local Partnership Forum
2025-26


1.0 INTRODUCTION
In accordance with best practice and good governance, this Annual Report sets out how the Local Partnership Forum (LPF) has met its Terms of Reference during the financial year 2025-26.

2.0 MEMBERSHIP
LPF is co-chaired by the Chair of Staff Representatives and the Executive Director of People and Culture.    Membership comprises Staff Representatives from accredited Trade Unions recognised as part of the Partnership and Recognition Agreement, the Executive Team and Chief Executive, and senior members of the People and Culture team.       The Independent Member for Trade Unions has a standing invitation to attend, as does the Chair of the Board.   


3.0 MEETINGS AND ATTENDANCE
The Local Partnership Forum met six times during the period 1 April 2025 to 31 March 2026. This is in line with its Terms of Reference.  
Attendance is fluid compared to Board and Committees as it is often dependant on the release of staff representatives from their substantive roles and while there are regular attendees from the staff side there is a degree of variation from meeting to meeting.   Quoracy is determined by the number of management and staff representatives present, not specific individuals, as set out in the Terms of Reference.
Members of the Forum who are unable to attend a meeting may send a suitable deputy who will contribute to the meeting being quorate.  
Current Executive / Management attendance is as follows (n.b.* denotes that a deputy attended in their place):
	[bookmark: _Hlk98414723] 
	 12/04
	18/06
	06/08
	08/10
	17/12
	10/02

	Director of People and Culture (co-Chair)
	 Y
	Y
	Y
	    Y  
	Y
	Y

	Chief Executive 
	*
	*
	Y
	Y
	Y
	 *

	ED of Finance
	 X
	*
	*
	Y
	*
	* 

	Executive Nurse Director
	
	 
	  Y
	
	Y
	  

	Medical Director 
	 
	 
	 
	 
	
	

	ED of Strategy and Planning 
	
	  
	 
	Y
	  
	

	ED of Therapies and Health Science 
	  Y
	  Y
	
	Y
	Y
	Y

	Chief Operating Officer  
	 Y  
	*
	
	 
	
	Y

	ED of Public Health 
	*
	*
	Y
	Y
	X
	Y

	Director of Corporate Governance 
	 X
	X
	Y 
	Y
	X
	   Y   

	Director of Communications and Engagement 
	  X
	  X
	Y 
	* 
	X
	 X

	Deputy Director of People and Culture 
	Y  
	 Y  
	Y
	
	Y   
	Y  

	AD of OD, Wellbeing and Culture 
	Y
	Y  
	Y  
	 
	 
	 

	AD of People Resourcing 
	
	
	
	Y
	   Y
	  

	Associate Director of People and Culture 
	Y
	Y
	
	
	
	Y

	Head of People Assurance and Experience 
	  Y
	Y
	Y  
	Y
	Y
	Y



Note:
* a deputy attended on their behalf 
The Executive Director of Finance has also been the Interim Executive Director of Strategy and Planning for 2025/6


4.0 TERMS OF REFERENCE
The Terms of Reference are incorporated into the Partnership and Recognition Agreement which is currently under review in partnership with Trade Unions and will be updated in the context of the Social Partnership Duty.  The Terms of Reference are under review, as part of the Partnership and Recognition Agreement, and will be updated in the context of the Social Partnership Duty.

5.0 WORK UNDERTAKEN
LPF is the formal mechanism for the Health Board and Trade Union/Professional Organisation Representatives to work together to improve health services.   Its purpose, as set out in the Terms of Reference, fall into four overarching themes: communicate, consider, consult and negotiate, and appraise.  
Key topics considered during the period April 2025 – March 2026 are set out below.

5.1	12 April 2025
The Forum received the high-level results of the 2024 Staff Survey, which showed an increase in participation to 26.8%, although the engagement index had reduced slightly. Key areas of concern included burnout, health and safety climate, morale and confidence in raising concerns. It was noted that the largest reduction related to staff feeling involved in changes affecting their work. The importance of local analysis, feedback loops and partnership working to address the findings was emphasised.

An update was also received on the People and Culture Plan priorities, with a focus on improving wellbeing and attendance, strengthening management and leadership development, and building workforce planning capability. A significant discussion took place regarding the redesign of Managing Attendance training. Trade Union representatives expressed concern about the perceived reduction in emphasis on compassionate leadership within the training..

The Forum noted the Local Partnership Forum Annual Report, Workforce Partnership Group Annual Report and the LPF Workplan for 2025–2026.
An update was also received on the implementation of the non-pay elements of the collective agreement, noting that the report had been reformatted in line with Welsh Government requirements.

5.2	18 June 2025

The Forum received the Director of Public Health Annual Report, which focused on children and early years, particularly vaccination, food and movement, oral health and breastfeeding. Concerns were noted regarding lower than target vaccination rates and the need to improve support for breastfeeding mothers, including suitable facilities for staff returning to work.

The Forum also received an update on the Culture and Leadership Programme, including its use in several areas across the organisation to assess and improve culture. Progress had been made in developing tools, learning from early implementation and refining the approach. Trade Union representatives stressed the importance of staff being able to see tangible outcomes from the work and of ensuring that staff felt heard through a clear “you said, we did” approach. It was agreed that a broader discussion on progress would be helpful at Workforce Partnership Group.

A further update was provided on the People and Culture Plan priority relating to wellbeing and staff availability, with a focus on reducing sickness absence. Progress included the relaunch of training, the use of sickness panels, improved monitoring and a reduction in long-term sickness. Trade Union representatives shared feedback that some staff felt the current approach was overly directive and risked undermining managerial discretion. The need to balance consistency, compassion and management accountability was discussed.

The Forum noted the Clinical Board Local Partnership Forum Annual Report.

5.3	6 August 2025

The Forum received the Nurse Staffing Levels Report, which outlined progress under the Nurse Staffing Act and the work taking place to monitor and maintain safe staffing levels. Improvements in SafeCare compliance and staffing establishment were noted, together with the role of the Nursing Workforce Hub in reviewing risks and supporting real-time redeployment. Discussion included the importance of frontline professional judgement, supervisory ward sister status, and ongoing concerns regarding mental health nurse staffing levels.

An update was also provided on the Band 2 / Band 3 Healthcare Support Worker work, including the implementation of the All Wales job descriptions. It was noted that this work was intended to address long-standing inconsistencies where Band 2 staff have taken on additional duties without corresponding recognition. Progress had been made in planning, validation and partnership working, with retrospective corrective payments and recognition payments expected as part of the framework.

The Forum also received an update on cultural reviews in a number of services. It was noted that work in HSDU had moved into business as usual, that work in ALAS was progressing following interim arrangements, and that the Theatres Together programme was underway following the theatre review. An update was also provided on the forthcoming cardiology service review.

5.4	8 October 2025

The Forum received an update on development of the 2026/27 Annual Plan, which was being prepared as a one-year plan in line with Welsh Government requirements. It was noted that six organisational priorities had been identified and that the plan would align with the organisation’s strategy while also responding to targeted intervention requirements. Significant attention was given to the challenging financial position and the need for Clinical Boards to plan within clear financial parameters. The importance of accountability, measuring outcomes and engaging local partnership structures in plan development was highlighted.

An update was also received on the organisational redesign work being undertaken with the support of an external company, Tricordant. It was noted that the discovery phase had begun and that the work would explore options for future organisational reform over the coming months. Trade Union representatives sought clarity on staff side engagement, the rationale for using external consultancy support, and how the redesign would align with the wider clinical and strategic direction of the Health Board.

The Forum received an update on the Strategic Equality Plan, including progress made in workforce training, staff networks, inclusion work, Welsh language data capture and outreach. It was recognised that further work was needed to strengthen data, patient experience evidence and equality impact assessment quality.

The Forum also received updates on staff flu vaccination survey findings and on staff survey results and outcomes from 2024, with particular emphasis on improving dashboard access, embedding survey cycles locally and strengthening communication of outcomes and actions.

5.5	17 December 2025

The Forum received an update on the Trade Union Safe Space events, which provide staff with a confidential route to raise concerns. It was noted that the initiative had been developed in response to staff requests for neutral, confidential spaces and that clear rules of engagement had been established. Because the meeting was not quorate, the Forum was unable to formally approve the proposal and agreed that it should be brought back to a future meeting for recommendation.

A further update was provided by Tricordant on the organisational redesign, including the completion of the discovery phase and the identification of key themes for improvement, such as decision-making, leadership, commissioning, integration, corporate support and digital transformation. It was noted that co-design workshops would continue, and Trade Union representatives emphasised the importance of meaningful staff and trade union involvement throughout the process. Discussion also covered the need for more inclusion of Estates and Facilities perspectives and the importance of inclusive language around leadership models.
The Forum received an update on workforce growth, including analysis of changes in higher-banded administrative and clerical roles and the factors contributing to these changes, such as regradings, service transfers and externally funded posts. There was considerable discussion about staff perceptions of workforce growth, mixed messaging regarding vacancy control, and the need for clearer communication and a more coherent workforce plan.

An update was also received on the Clinical Services Plan, which would support development of the future model of care and align with workforce, estates, digital and organisational redesign planning. It was noted that over 1,000 voices had contributed so far and that engagement would continue through workshops and other mechanisms.

5.6 	10 February 2026

The Forum received a detailed update on estate infrastructure risks, response and future planning. It was noted that backlog maintenance had increased significantly following updated surveys and that the estate continues to rely heavily on reactive maintenance. Current and future schemes were outlined, together with the development of a phased redevelopment approach focused on areas of highest risk. Concerns were raised regarding the scale of the infrastructure risk and the need to identify and prioritise the most critical areas requiring action.

The Forum received an update on the developing Clinical Services Plan, described as a ten-year strategic plan to 2035. It was noted that extensive engagement had already taken place with staff, partners and the public, and that the Plan proposed a more integrated model of care focused on population need. The discussion highlighted the importance of linking the strategic direction to staff experience, implementation and delivery on the ground, with Trade Union representatives emphasising the need for clearer timescales and meaningful staff involvement in change.

The Forum also received a presentation from 36 Degrees on the remodelling of Mental Health services. The review identified challenges relating to silo working, fragmented pathways, communication, workforce pressures and increasing demand, alongside strong staff commitment to improvement. Key themes for development included safety, governance, culture, leadership, data and the clinical operating model. The importance of alignment with wider organisational redesign, co-production with staff and service users, and practical implementation rather than repeated strategy development was emphasised.

The Forum returned to the issue of Trade Union Staff Safe Spaces, and following discussion formally endorsed the continuation and development of the approach as a complementary route for staff voice alongside existing organisational speaking up arrangements.

The paper on Improving Attendance at Work was noted but deferred to a future meeting due to time constraints.

6.0	STANDARD AGENDA ITEMS

6.1 Chief Executive’s Report
At each meeting the Chief Executive, or a deputy, provided a verbal update to the Local Partnership Forum on key issues affecting the organisation. During the period covered by this report, the main themes included:
· the ongoing financial challenge, including delivery of savings plans, vacancy controls, workforce scrutiny and the wider sustainability position; 
· the impact of targeted intervention / escalation arrangements and the organisation’s response to Welsh Government expectations; 
· the development of organisational redesign and the need to reshape services and structures to support a more sustainable model focused on community, primary care and mental health; 
· continuing pressures relating to estate and infrastructure, including serious infrastructure risks and the need for major capital investment; 
· progress in relation to staff survey engagement, winter planning, vaccination uptake, service reviews and cultural improvement work; 
· recognition of positive developments and achievements, including service improvements, digital progress, sustainability initiatives and staff recognition; 

6.2 Integrated Performance Report
The Forum received the Integrated Performance Report at each meeting. This continued to provide a summary of organisational performance across the key domains of:
· Population Health 
· Quality and Safety 
· People 
· Operational Performance 
· Finance 
During the year, the main recurring issues highlighted through these reports included:
· the challenging financial position and delivery of savings requirements; 
· operational pressures across urgent and emergency care, planned care, cancer performance and diagnostics; 
· continued focus on workforce indicators, particularly sickness absence, turnover, job planning, agency reduction, appraisal completion and workforce stability; 
· public health priorities, particularly staff vaccination uptake, respiratory illness guidance and smoking enforcement; 
· quality and safety issues, including nationally reported incidents, infection prevention and control, nurse staffing, and the importance of maintaining core standards; 
· growing awareness of the links between performance, workforce wellbeing, culture and the organisation’s longer-term transformation agenda. 
The Integrated Performance Report remains an important standing item, enabling the Forum to maintain oversight of organisational performance and workforce-related implications throughout the year.




6.3	Reports from Sub Groups 

The Local Partnership Forum has 2 sub-groups - the Workforce Partnership Group and the Employment Policies Sub Group.    

The Workforce Partnership Group (WPG) is co-chaired by the Chair of Staff Representatives and the Executive Director of People and Culture, who also chair LPF. The WPG generally meets 6 times a year and the items discussed tend to be more operational or detailed than those brought to the LPF. The LPF regularly refers matters to the WPG for follow up and further consideration. The Workforce Partnership Group reports to LPF annually, though matters can be escalated as required.

During 2025/26, the Workforce Partnership Group considered a range of workforce, organisational and cultural issues in more operational detail. Regular updates were received on key organisational developments, including wider organisational priorities, financial pressures, workforce implications of Clinical Board developments, organisational redesign and scrutiny processes.

The Group considered a number of priority workforce themes, including improving wellbeing and availability to work, actions to reduce sickness absence, continuous professional development, and updates on workforce issues arising within Mental Health services. Discussion also included the implications of All Wales guidance on professional accountability and progress in relation to staff terms and conditions issues such as Band 2 / 3 Healthcare Support Worker arrangements, EVSP, and VERS.

The WPG also gave attention to a number of important cultural and staff experience matters. These included the Culture and Leadership Programme, culture measurements and intentions, Working in Confidence / Speaking Up Safely, staff networks, and the Putting People First portfolio. Policy and operational issues considered included the anti-sexual harassment policy and plans for the enforcement of no smoking on hospital premises

At a more local level, each Clinical Board also has monthly or bi-monthly Local Partnership Forums which enable the Clinical Board leadership team to engage with trade union representatives on local matters.     The Clinical Board Partnership Forums also report annually to the UHB LPF.  

The Employment Policies Sub Group (EPSG) is responsible for the development, review and approval of employment policies and procedures, ensuring they are aligned with legislation, All Wales frameworks and organisational priorities. The Group is co-chaired by the Head of People Assurance and Experience and a Staff Side representative.

EPSG operates as a key partnership forum, with Trade Union representatives actively involved in the development and review of policies. Minutes of EPSG meetings are routinely reported to the Local Partnership Forum to provide assurance and oversight.

During 2025/26, the Group continued to support the governance of employment policies, including the review and approval of a number of procedures. These included:
· Values Based Appraisal Procedure, updated to strengthen clarity of roles, succession planning and alignment with the Wales Job Evaluation Policy 
· Recognition of Prior Learning Procedure, updated in line with accreditation requirements 
· Neonatal Care Leave and Pay Procedure, developed in response to new legislation introduced in April 2025 
· Parental Leave Procedure, reviewed in line with legislative requirements 

The Group also received updates on All Wales policy developments, including the adoption of the All Wales Flexible Working Policy and the introduction of the All Wales Anti-Sexual Harassment Policy, replacing the previous interim arrangements. Updates were also noted on forthcoming national policies, including the new Disciplinary Policy and Improving Performance Policy.
In addition to formal EPSG meetings, a task and finish group was established to support the implementation of job description reviews as part of the Values Based Appraisal (VBA) process. This work aligned with the All Wales Job Evaluation Policy and resulted in the development of supporting guidance for managers, including information on maintaining accurate job descriptions and considerations when reviewing roles.

The Group also maintained oversight of the policy workplan, including identifying procedures due for review and ensuring alignment with wider organisational and national developments.


6.0 REPORTING RESPONSIBILITIES
The Local Partnership Forum has reported to the Board after each meeting by presenting a summary report of the key discussion items.   Copies of the approved minutes are also provided.  
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