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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 May 2022.  

A brief UHB overview summary is provided as follows:
 
Whole Time Equivalent Headcount and Pay bill

· Variable pay trend has remained in the 10-11% range over the last 12 months, but the percentage for May is lower than for the same period in 2021, at 10.29% UHB-wide. 

· Total pay bill peaked as expected in March due to year end accruals; the April and May pay bills were broadly similar to February.

· Turnover rates have increased month-on-month over the last year, and is now 13.65% UHB wide. An empirical analysis of the leavers indicates that approximately 1% of the turnover is due to the end of fixed-term contracts issued to staff to work in new teams created to respond to the COVID-19 pandemic (such as the Mass Immunisations team).  There has been a 2.48% increase in turnover during the last 12 months, which equated roughly to an additional 388 WTE leavers.  The top 5 reasons recorded for leaving are; ‘Voluntary Resignation - Other/Not Known’, ‘Retirement Age’, ‘Voluntary Resignation – Relocation’, ‘Voluntary Resignation - Work Life Balance’ and ‘End of Fixed Term Contract’.

· Sickness Absence rates remain high at 6.50% in May and are 0.60% higher than they were 12 months ago.  The rate is however the lowest it’s been since July 2021 which is promising.  The cumulative rate continues to rise at 7.14%, this figure is derived from absence over the last 12 months.

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 ‘Other known causes - not elsewhere classified’

The number of staff on long term sick leave suffering with ‘Anxiety/stress/depression/other psychiatric illnesses’ has reduced.  On 31/03/22 there was 284 and as at 31/05/22 there was 252 (a reduction of 32 – 11.27%).  The number of staff on long term absence suffering with long Covid has reduced to 32.

· Employee Relations caseload is the lowest it has been in over 5 years; the reduction is attributable to the change in the People Services Team operating model and continuing to embed the ‘Restorative & Just Culture’ principles. An update has been provided later in the report.

· Statutory and Mandatory training compliance rate continues at just over 13% below the overall target. It is likely that operational pressures continue to adversely affect compliance.

· Compliance with Fire training is continuing to improve, although the rate of improvement has slowed.  In May the compliance with Fire training was 64.91%.

· By the end of May 2022, 83% of consultant job plans were under construction in the e-system, including 28% that have been signed-off.

· The rate of compliance with Values Based Appraisal remains very low; the compliance at May 2022 was 32.45%.  It is likely that operational pressures continue to adversely affect compliance.   

Below is an update on some of the work that has been undertaken/achieved since the last report.  The update is longer than normal but we feel it is important to showcase the progress that is being made:

People Resourcing 

· 200 people participated at CAVUHB Careers Fair at Hilton Hotel, Cardiff on 04/05/22. 130 applications were received in total and 99 candidates successfully appointed. Due to success of the event another two are planned for later in the year. 
· 130 Facilities applications received since February 2022. 60 of which have been appointed and have started in post.
· Temporary Staffing Department (TSD) have recommenced advertising HCSW vacancies. 132 applications were received in their most recent recruitment.  98 applications have been short listed and invited for interview. 
· An action plan has now been developed in response to the TSD Audit and is in the process of being implemented to respond to the recommendations.
· Retention Plan has been finalised and will now be implemented across the UHB.
· Developing virtual work experience programs in conjunction with University of South Wales to promote the UHB to students.
· Attended DWP Job Centre event in Barry & Penarth 12/05/22 – with great interest.  Resulting in 4 applicants being appointed and numerous leads progressing.
· Nomination for ‘Macro Employer of the Year’ submitted for the Apprenticeship Awards Cymru. Finalists will be announced in October 2022.
· Online promotion of apprenticeships for new recruits took place during ‘Learn at Work Week’ 16th – 20th May 2022.
· Career Profiles meetings have been started, to develop a network with managers and to understand careers on offer within the NHS. 

Engagement:

· Preparations for the Staff Recognition Awards, including arranging Choir/ Master of Ceremonies, confirming attendance, nominators videos are ongoing.
· Winning temp – information governance approval finalised, training and awareness sessions planned for mid/ end June with launch end June 2022.
· Schwartz Round - meetings with interested areas held to share roles and responsibilities.
· Increased requests received for Team Development; Cultural Survey Work, etc.
· Support continues with the MES follow-up engagement
· OD Support conversations starting linked to the strategic programmes.

Health & Wellbeing

· Wellbeing survey distributed to Medical teams, the closing date is 31st July 2022.
· 30 Staff room refurbishments progressing with Estates colleagues.
· Inner Wellness webinars for all staff arranged for July, August and September.
· Wellbeing retreats starting 1st July 2022 initially targeted at Medical Workforce.
· People Services Team have been providing specialist advice and support to managers and staff on matters relating to managing attendance.  They have been collaborating with the People Health and Wellbeing Service to ensure our staff are supported in the most appropriate way.  Update below.

Leadership and Management Development

· Acceler8 Cohort 1; Module 4 completed at 4PI with support from Executive Director of Planning and Performance. Positive feedback received from participants.
· Collabor8 programme is now in development, including engagement with interested individuals who did not get onto Acceler8. Programme will be launched in September 2022.
· VBA training continuing, focused and targeted support being offered to areas/ managers requiring VBA to ensure pay progression is completed effectively.
· Coaching supervisors identified, training provision in development.

Workforce Systems and People Analytics

· The new e-rostering system (HealthRoster) has now been implemented in 50 ward areas.  Both the new system and roster principles are being well received.
· Job Planning compliance is 83%, focus now is on sign off and ensuring that job plans are reviewed on an annual basis.
· Nurse establishments have been agreed and are being updated in ESR to ensure that our workforce data is accurate.
· We are engaging with the NWSSP Recruitment and Payroll modernisation programme, with a view to streamlining processes for our managers and staff.
· The Workforce Data SharePoint site has been further developed to ensure data is accessible.

Education

· Working group under development to support the progression of the Academy of Support Services.  Key stakeholders currently being identified and include staff side representation.  First meeting set for first week of July. 
· 289 overseas nurses have now achieved registration. 
· Advanced practice funding allocation finalised for clinical education.  Increased access to HEI based community funding achieved. 
· Flexible part-time undergraduate programmes are now available for Physiotherapy and Occupational therapy and HEIW funding has been provided to support one member of C&V staff to complete each programme.  Programmes commence in Sept 2022 and staff have been identified to complete. 
· Work has commenced regarding development of UHB framework to support HCSW career development and associated career development pathways. 
· UHB professional development nurse/midwife forum relaunched.  
· First cohort of the RCN cadets’ scheme will commence on 25th July 2022.  21 in cohort with 20 being from BAME backgrounds from a local high school.  All will be offered the opportunity to interview for a nursing HCSW bank post. 


People Services Team (formerly HR Operations team)

A detailed update has been provided demonstrating the positive impact working in the new model is having on performance/outcomes and how the team are building both the capability and confidence of our managers.  The update focuses on the specialist Employee Relations, Managing Attendance and Change Management Teams.

Employee Relations
The graph below shows the reduction in formal disciplinary cases.  Although the graph shows 23 in April, it has reduced further to 21, which is below the target set.



· Virtual training has taken place with Legal and Risk for Disciplining Officers to understand their role and responsibilities. This will be followed up with the development of a toolkit clarifying their responsibilities. 
· Additional training has been arranged for Investigating Officers.
· Respect and Resolution Training has been revised in partnership with Trade Union colleagues and dates are available via ESR. 
· Guidance has been developed focusing on ‘How to conduct an initial assessment’. This includes the importance of completing the IA quickly and what support is available for staff.
· The team have reviewed the information and support available to all staff who are affected by a formal process and are are working collaboratively with Trade Union colleagues, Occupational Health and the Employee Wellbeing team to ensure staff feel supported. 
· Developing a framework/terms of reference for the de-brief process following any formal ER case, to ensure that lesson learnt are identified and acted upon.  









Managing Attendance

· Training on Managing Attendance at Work has been completed for 137 managers, through a mixture of face-to-face and virtual sessions.  Another 186 sessions are planned, a total of 323 managers will be trained by the end of 2023. 
· Collaborating with the Equality, Diversity and Inclusion Team to develop a Work and Wellbeing passport, which will focus on making reasonable adjustments for disabled people at work and meeting their individual needs. 
· Planning regular training for managers on the Ill Health Retirement process.  Sessions concentrate on supporting staff through the process, completion of documentation and an detailed overview of the process.  
· Working closely with the Health Improvement Team (HIT) on Mental Health guidelines, long Covid principles, etc.   
· Working in partnership with TU colleagues to ensure staff that are suffering from long COVID are managed in a compassionate way and that the changes in pay arrangements from 30th June 2022 do not influence how staff are supported.

Change Management

· The team are in the process of updating the existing the Change Management Toolkit to ensure that managers and leaders have a resource that they can refer to before they start any organisational change, it will also support them during the process.
· Training is being developed for managers focusing on the importance of engagement, understanding different change models, understanding the reasons people react differently to change and how best to support staff, etc.



	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 HSMB, 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
	

	
	

	
	





Employee Relations Cases
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KEEPING PEOPLE WELL
CARING FOR PEOPLE











