[image: ]  [image: ]  [image: ]

	Meeting Date
	10th October  2023
	Agenda Item
	2.3

	Report Title
	Recruitment and Retention update 

	Report Author
	Guy Holt, Associate Head of HR  

	Report Sponsor
	Debbie Eyitayo Director of Workforce and OD

	Presented by
	Guy Holt, Associate Head of HR  

	Freedom of Information 
	Open 

	Purpose of the Report
	[bookmark: _Hlk146880225]To update the Workforce and Digital Committee of recent recruitment related activity and success of both the Central Resourcing and Medical HR teams.  In addition to update the Committee    on the work being undertaken on the development of a Retention Plan and of the progress of the Health Board Recruitment Branding and Attraction project.  .

	Key Issues



	To provide the Workforce and Digital Committee     assurance that the Health Board continues to take proactive and innovative actions to address workforce vacancies and to promote SBUHB as a place to work and receive health care.  

	Specific Action Required 
(please  one only)
	Information
	Discussion
	Assurance
	Approval

	
	x
	
	 
	

	Recommendations

















	
That the  Workforce and Digital Committee notes:
· The updates since the last meeting
[bookmark: _GoBack]



 
RECRUITMENT AND RETENTION UPDATE

1.  INTRODUCTION

The purpose of this paper is to update the Workforce, OD and Digital Committee     of the recent recruitment and retention activity since the last update. This work is associated with the recruitment and retention strategy aligned to the Health Board’s Annual plan.  
.  
2. BACKGROUND

This paper aims to provide a brief update around activity since the last meeting to provide assurance that there are number of successes in both recruiting and retaining staff.  

3. KEY ACTIONS

3.1  Central Resourcing team

Since its inception at the end of 2021, the team have focused on supporting areas of high-volume recruitment needs where vacancies lead to bank, agency and overtime costs. 
 
The table below gives an overview of cumulative recruitment activities from March 23.

	Activity 
	Total as of 21st Mar 23
	Total as of 15th May 23
	Total as of
 4th July 23
	Total as of
 6th Sept 23

	B2 HCSW’s recruited and/or supported through PEC’s
	283
	330
	408
	461

	Band 5 UK domicile nurses recruited 
	81 (39 external)
	83 (41 external)
	103 (45 external)
	122 (55 external)

	Band 5 Nurses from overseas recruited by corporate team via Agency
	316 (includes 110 recruited from in country India recruitment event)
	323
(includes 110 recruitment from in country India recruitment event)
	332 (includes 110 recruitment from in country India recruitment event)
	376 (includes 110 recruitment from in country India recruitment event)

	Assets created to support recruitment activity e.g. info packs, case studies, social media content
	103
	121
	132
	158

	Students (Nurses and AHP’s) being/supported through PEC’s
	373
	373
	Circa 506 (still awaiting final details of next cohort)
	516


Current KPI’s
Below is a sample of current KPI’s comparing SBUHB averages vs the CRT. All data is based on HCSW KPI’s since the implementation of our “new” rolling vacancy (Feb 2023) and is compared against the HBs July 2023 figures (August figures unavailable at present).  

	Average time taken from advertising start date to checks OK

	

	HB
	CRT

	64.4 working days
	48.37 working days

	
	
	
	
	
	

	Average time taken from vacancy creation to unconditional offer

	

	HB
	CRT

	78.7 working days
	50.52 working days


                        
	
There was a slight increase the KPIs for both the HB and the CRT team compared to the last reporting period. This was due to Trac being inaccessible for a week’s period, along with a further week of Trac communications being interrupted. 

Key activity and achievements
A “new” rolling HCSW vacancy has been live since mid-February, this covers all HCSW vacancies across Morriston and NPTS service groups. This approach will minimise the amount of duplicate applications across the service. This is now an ‘always-on’ advert. 
Band 5 Nurse recruitment also continues through the means of a centralised ‘always-on’ advert, with applicants being processed as quickly as possible after being received. 
Our ‘how to guide’ is still in progress, and changes we have suggested to NWSSP around the content provided around recruitment to those attending the ‘Managers Pathway’ training for SBU to help enhance the recruitment progress for both managers and applicants have now been implemented. 
The CRT have attended several jobs fairs throughout the summer, with a further two planned for September, and one in October.  
A proposal for the increase of work load in the Central Resourcing Team, to include managing all HCSWs and B5 nurse vacancies across the health board was submitted earlier this year, and has now been approved. Interviews took place w/c 28th August, and we have successfully filled all of our vacancies. Offer letters will be sent out w/c 4th September, with provisional start dates for the beginning of October. Once all staff have started and have completed training, we will open our reach up to PCC and MH/LD to start facilitating their HCSW and B5 nurse recruitment. 
A social media attraction plan has been developed and implemented since the start of April 23, committing to posting 3 days a week, with a mix of vacancies to apply to, alongside some application/interview hints and tips. This approach has seen our ‘reach’ increase by over 265,500 across Facebook and Twitter.
We are currently undertaking a review of the internal appointment process in order to identify a more streamlined approach and improve appointment timeline. This has been delayed slightly, due to changes to the occupational health process after the introduction of their new OPAS-G2 system.
Supporting recently recruited newly qualified AHPs through their pre-employment checks, who are due to start in August/September. 
The Resourcing Team continues to support with recruitment to some senior posts and currently includes the Director of Workforce and OD, including advertising, social media posts, setting up interviews, stakeholder discussions and board presentation assessments etc. 


3.2  Medical Recruitment Update

During the period 9th July 2023 to 31st August 2023, 61 new medical appointments were secured to the Health Board.  The number of adverts will exceed this number as some posts received no applicants and so are re-advertised, sometimes on several occasions or Doctors withdraw from post following being appointed.  The team have worked closely with service groups to recruit Clinical Fellow and LAS’s for HEIW released vacancies for August and September. 

The team continue to report to the Chief Executive and Service Group Medical Directors to accelerate the recruitment process to ensure as many candidates are secured.   Part of this work has involved setting dates for shortlisting at the outset when the vacancy is first processed and including interview dates in the adverts.  The team ask for additional information from the Service Areas around locums sitting in vacant posts and this information is included in the weekly report.  

Some key achievements include:
· 393 Increase in Linked in followers 
· Appointed to the following Consultant Posts 
· Care of the Elderly x 2
· Forensic Psychiatry x 2
· Trauma & Orthopaedics x 2
· Emergency Medicine x 2
· Paediatric Emergency Medicine 
· Anaesthetics
· Dentistry
· Locum Paediatric Ophthalmologist via Kaizen Agency

· Appointed a Specialist Grade in Palliative Medicine
· Appointed the following Specialty Doctors
· Emergency Medicine (CESR)
· General Medicine, Neath Port Talbot

· Appointed TAVI Senior Clinical Fellow
· Appointed 3 Senior Clinical Fellows in Anaesthetics
· Appointed Clinical Tutor in General Medicine
· Appointed Senior Clinical Research Fellow Renal Medicine
· Appointed 2 x Junior Clinical Fellows in Emergency Medicine
· Appointed a PHEM Senior Clinical Fellow Emergency Medicine
· Appointed Senior Clinical Fellow in Gynae Oncology
· Appointed Band A Dentist
· Appointed DCT in Restorative
· Over 60 applicants for CESR Specialty Doctor roles in Anaesthetics
· Interviews held for the Physician Associate Matching Scheme for cohort 2023. 6 posts are being recruited to across Neurology, Haematology, Spinal, Learning Disabilities and Older Peoples Mental Health. Successful applicants will aim to commence at the end of November 2023.  23-canddiates were interviewed; Medical Workforce received positive feedback from the consultants in attendance with regards to the organisation and facilitating of the interviews.
· A locum consultant who is left the HB last week emailed to express their gratitude for all the help and support they received from joining until their last day, that their time was really enjoyable and beneficial and how they will miss everyone in the department.
· Feedback from a Royal College Rep who sat on a recent consultant AAC panel –  it was one of the best organised and executed AAC panel that they have been invited to attend.

3.3  Branding and Attraction Project
In August a “hero” film was filmed as part of our branding and attraction work featuring some of our staff in work.  This film is currently being edited and a voice over being put over the film to reflect what it is like to work in our Health Board.  This film will be used as part of the digital marketing campaign which is due to go live shortly and will also be added to our already launched recruitment website.
The planned launch of our digital campaign which has been agreed and planned as part of this project was delayed slightly following some “late” feedback from colleagues within Communications regarding some of the content etc.  It was felt we needed to consider this and amend as appropriate before launching the campaign. The changes required have now been agreed and at time of writing we are just waiting on translation to be completed at which point the digital campaign will commence.
The launch and embedding of our new brand forms part of our GMO’s for 23/24.
3.4 Recruitment and Retention Group 

As previously reported four task and finish groups were established looking at each of the following areas:-

· Mentorship/buddy scheme for new starters. 
· Stay interview framework 
· Improving flexibility for staff
· Feed into management experience and development the critical importance they play in good staff experience and engagement.

The first three groups above have reported back with some quick wins identified.  Work is now ongoing to commence implementation of some of the quick wins and how best to take some of the longer term actions forward.  The final area above will now be picked up as part of the Big Conversation action plan as this area has also been identified as part of that work as an opportunity for improvement

These retention areas also form part of our GMO’s for 23/24 and progress will be reported through the established update process for this years GMO’s

In addition to this work and as part of the NHS Wales Strategic nursing workforce plan, a number of retention resources were due to be launched throughout the summer.  
We have recently had confirmation that these resources will be formally launched across Wales on 25th September as previously reported whilst these resources have specifically been developed for the nursing workforce it is envisaged that these resources can be adapted and used across other staff groups in order to help improve retention as necessary and we have already identified some areas of opportunity to do this as part of the retention work particularly in the areas of improving mentorship/preceptorship.

4. GOVERNANCE AND RISK ISSUES

There are risks associated with the lack of supply of the relevant workforce including continuity and quality of care. Risks are emerging for overseas candidates in that Visa applications are slow due to the Ukraine war. 
  
5. FINANCIAL IMPLICATIONS
 
There are financial risks associated with the lack of supply of the relevant workforce and the costs of cover. Overseas recruitment is expensive. 
 
6. RECOMMENDATION

Members note; 
· The recent activity and updates in our recruitment and retention agenda.






	Governance and Assurance


	Link to Enabling Objectives
(please choose)
	Supporting better health and wellbeing by actively promoting and empowering people to live well in resilient communities

	
	Partnerships for Improving Health and Wellbeing
	☐
	
	Co-Production and Health Literacy
	☐
	
	Digitally Enabled Health and Wellbeing
	☐
	
	Deliver better care through excellent health and care services achieving the outcomes that matter most to people 

	
	Best Value Outcomes and High Quality Care
	☐
	
	Partnerships for Care
	☐
	
	Excellent Staff
	☒
	
	Digitally Enabled Care
	☐
	
	Outstanding Research, Innovation, Education and Learning
	☐
	Health and Care Standards

	(please choose)
	Staying Healthy
	☐
	
	Safe Care
	☐
	
	Effective  Care
	☐
	
	Dignified Care
	☐
	
	Timely Care
	☐
	
	Individual Care
	☐
	
	Staff and Resources
	☒
	Quality, Safety and Patient Experience

	A sustainable workforce is key for the quality of patient care. 

	Financial Implications

	There are financial risks associated with the lack of supply of the relevant workforce and the costs of cover.  Overseas recruitment is expensive.

	Legal Implications (including equality and diversity assessment)

	Not applicable  


	Staffing Implications

	To reduce current vacancy levels and secure a robust and sustainable workforce model

	Long Term Implications (including the impact of the Well-being of Future Generations (Wales) Act 2015)

	There are no long term implications in relation to the impact of the Well-being of Future Generations Act.

	Report History
	Tenth report in this format


	Appendices
	None.
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