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	Purpose of the Report
	To update the Workforce, OD 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, OD 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.  
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Workforce, OD and Digital Committee is asked to:

· NOTE the updates since the last meeting







 
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 Central Resourcing Team (CRT) 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 15th May 23
	Total as of
 4th July 23
	Total as of
 6th Sept 23
	Total as of 31st Oct 23

	B2 HCSW’s recruited and/or supported through PEC’s
	330
	408
	461
	488

	Band 5 UK domicile nurses recruited 
	83 (41 external)
	103 (45 external)
	122 (55 external)
	130 (63 external)

	Band 5 Nurses from overseas recruited by corporate team via Agency
	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)
	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
	121
	132
	158
	182

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


Current KPI’s
Below is a sample of current KPI’s comparing All Wales averages, SBUHB averages vs the CRT averages. All data is based on HCSW KPI’s since the implementation of our “new” rolling vacancy approach (Feb 2023) and is compared against the HBs October 2023 figures (and measures are in working days). 
				
	Average time taken from vacancy creation to conditional offer letter issued

	

	Target
	All Wales
	HB
	CRT

	44
	45.8
	42.3
	30.1

	
	
	
	
	
	
	

	Average time taken from advertising start date to checks OK

	

	Target
	All Wales
	HB
	CRT

	49
	76.8
	68.8
	51.88*

	
	
	
	
	
	
	

	Average time taken from conditional offer letter to checks OK

	

	Target 
	All Wales
	HB
	CRT

	25
	43.3
	35
	21.7

	
	
	
	
	
	
	

	Average time taken from vacancy creation to ready for start date (unconditional offer)

	

	Target
	All Wales
	HB
	CRT

	71
	79.6
	71.8
	53.88

	
	
	
	
	
	
	

	Average time taken from conditional offer to ready for start date

	

	Target
	All Wales
	HB
	CRT

	27
	34.8
	29.2
	23.58



        
As you can see from the figures, the CRT are making improvements in all areas measured, bettering both the All Wales and the SBUHB averages. 

We are also below target for all bar one measure (advertising start date to checks OK), which is the one we will focus more efforts on moving forward, however it’s worth noting that the figure quoted is including outliers. *If we remove the outliers, the CRT average would be 35.23 bringing us well below the target measure.
	
Key activity and achievements
Due to vastly reduced vacancy numbers for HCSW and Band 5 nurse vacancies being reported by Morriston service group and Neath Port Talbot/Singleton service group, we have temporarily stopped our ‘always on’ adverts, and are now working on providing more specialised adverts for the remaining focus areas. 
We are currently supporting band 2, band 3 and band 5 recruitment for emergency department, all of which have been out for advert and are currently in shortlisting stages, with interview dates pending.
We have also recently been out to advert for band 2 and band 5s for the new vascular ward at Morriston. These are also currently the in shortlisting stage, with interview dates pending. 
The team are also supporting the pre-employment checks of a number of new starters for Maternity, including preceptorships. 
A presentation was conducted to Gower College students who are currently studying Health and Social Care. This is with the aim to strengthen links between the college and the HB, along with providing our potential future workforce with some information about our current opportunities, including volunteering and bank. There are ongoing discussions with the college about arranging an ‘application workshop’ in the new year, for those students who will be looking to apply for permanent jobs with the HB. 
Recently we have been supporting the wider HB by trying to ‘chase’ outstanding actions on vacancies / pre-employment checks with applicants, in an effort to reduce the overall HB time to hire. 
The CRT have welcomed 2 full time permanent new starters and one new starter currently on a redeployment trial. Training has started and plans are underway to 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 280,000 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.
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. 
The team will also be supporting the advertising, appointment and pre-employment checks for the band 8a Retention Lead, which is being funded by HEIW to support the rollout and implementation of the Nurse Retention Plan they have developed. 


3.2  Medical Recruitment Update

During the period 1st September 2023 to 31st October 2023, 34 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 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 of the highlights include
· Amazing feedback received from newly arrived Dr in Cardiology regarding the recruitment process and support received from the team (which has been published on Health Board Social Media) “The entire experience was nothing short of exceptional. It all started with impeccable communication and unwavering support. The recruitment team has shown exceptional support; promptly addressing my inquiries throughout the recruitment process, managing occupational health requirements to assisting with ID checks, contract details and displaying remarkable flexibility regarding working hours. They demonstrated a commitment to ensuring a seamless on boarding experience. They also provided me with career progression insights and flexibility with rotations. To my colleagues and peers considering their next career move, I would enthusiastically recommend becoming part of this dynamic and supportive health board.” 
· Advertised 10 JCF in General Medicine with over 300 applicants received in 24 hours
· Appointed LAS ST3 Cardiac thoracic for 12 months  
· Appointed Junior Clinical Research Fellow in Emergency Medicine
· Appointed Junior Clinical Fellow in Emergency Medicine 
· 3 x JCF commenced in General Medicine 
· JCF commenced in Emergency Medicine
· 2 x JCF commenced in T & O
· Appointed a further 2 x CESR Specialty Doctor in Emergency Medicine
· Appointed a Specialty Doctor in Crisis Resolution Home Treatment Team
· Appointed a Specialty Doctor in Rehabilitation and Recovery
· Appointed Specialist Grade in Oncology 
· 3 Specialty Doctor CESR posts in Anaesthetics appointed
· JCF and SCF starting in Gynae oncology 
· New Senior Dental Officer started
· 2 Senior Clinical Teaching Fellows in Paediatrics
· Supported the recruitment of a Band 9 to Consultant Health Protection (Non- Medical)
· Appointed SCF Lower Limb Reconstructive Microsurgery Fellow in B & P 
· New specialty doctor starting in Medicine this week
· 1 x Consultant commenced in Oral and Maxillofacial Surgery
· 2 x Consultants commenced in Trauma and Orthopaedics 
· 1 x Consultant commenced in Urology 
· 1 x Consultant commenced in Neonatology
· 1 x Consultant commenced in in Radiology 
· Appointed a consultant in Clinical Oncology 
· 1 x Consultant commenced in Cardiac-thoracic Surgery
· 1 x Locum Consultant commenced in Burns Anaesthesia
· 1 x Locum consultant commenced in Hepato-Pancreatico-Biliary Surgery
· 1 x Locum consultant commenced in Forensic Psychiatry
· 1 x Locum consultant commenced in Restorative Dentistry/Endodontology
· Appointed 1 consultant and 1 locum consultant in Anaesthetics
· Appointed 2 consultants in Cardiology  
· 1 x Locum consultant commenced in Lower GI Surgery
·  Increase 435 in Linked in followers


3.3  Branding and Attraction Project
The planned launch of our digital campaign which has been agreed and planned as part of this project has now taken place.  Colleagues may have seen sponsored adverts featuring our new branding popping up on their Facebook and LinkedIn social media feeds. A link to an example of one of these sponsored posts is provided below. These will be further complemented in the coming weeks with sponsored posts featuring our “hero” film featuring some of our staff.  Links to these are provided for members to preview.
Sponsored social media post:
https://m.facebook.com/story.php?story_fbid=pfbid04hJZhM8jgWrnE9fNg2ZejwmBqLn8kd8ge7K2FqaLJwhiEqzwDafRpwWKsxagpU76l&id=100077676713816
Please see previews of our “hero” film here;
Welsh (w subs): https://vimeo.com/874009344/9670d8ca2c?share=copy
English (w subs): https://vimeo.com/874008903/a84512ae8b?share=copy
This sponsored campaign will help to promote our brand far and wide and assist in embedding our brand, and promoting us as an employer of choice.
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 group has developed a guide to assigning a buddy to new starters and the benefits of such an approach which is linked to information contained already in the Health Board Induction Policy.   This is to be circulated to managers via a bulletin and Workforce Business Partners will be promoting this approach through various Service Group forums.

The second group has agreed a “Thinking of Leaving?” process which has recently been shared with Partnership Forum sub group and the plan is for this to launch by the end of November.

In terms of the third group, a Flexible Working Steering Group has now been established with representation from Union Representatives, Service Groups and Corporate functions.
	The group will be: 
· capturing best practice examples of flexibility from across the health board from role redesign at recruitment to retire and return application
· identifying areas that have experienced difficulty in accommodating flexible working requests and exploring why and lessons that can be learnt
· promoting the response of ‘why not ?’ to any applications of flexibility requested short term or long term
· Identifying enablers and benefits to support further Flexible Working
· Developing a self rostering pilot

In addition the All Wales Flexible Working Policy is being updated following legal changes the current Swansea Bay University Health Board Flexible Working policy is being used has the template and data will be utilised from the flexibility responses from the staff survey to guide our future approach.
As previously reported 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

Much of this work is also linked to the all Wales Retention Programme which as previously reported recently launched a Retention Plan for Nursing.   As part of the aims of this programme of work HEIW will be providing each NHS organisation with funding for a local Retention Lead who’s role will be in the first instance to support the implementation of the Nurse Retention Plan but will have a wider remit across the whole workforce as the programme develops.  As a Health Board we are currently out to advert for this post and envisage making a suitable appointment by the end of 2023.

4. GOVERNANCE AND RISK ISSUES

[bookmark: _GoBack]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 due to delays with visa applications.  
  
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

Workforce, OD and Digital Committee is asked to:

· NOTE the updates since the last meeting.


	Governance and Assurance


	Link to corporate objectives
(please )
	Promoting and enabling healthier communities
	Delivering excellent patient outcomes, experience and access
	Demonstrating value and sustainability
	Securing a fully engaged skilled workforce
	Embedding effective governance and partnerships

	
	
	
	
	x
	

	Link to Health and Care Standards
(please ) 
	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)

	Not applicable 


	Report History
	Fifteenth         report in this format 

	Appendices
	None 
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