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	Meeting Date
	21 April 2026
	Agenda Item
	3.1

	Report Title
	Regular report from the Director of Workforce & OD

	Report Author
	Tina Ricketts, Executive Director of Workforce & OD

	Report Sponsor
	Tina Ricketts, Executive Director of Workforce & OD

	Presented by
	Tina Ricketts, Executive Director of Workforce & OD

	Freedom of Information 
	Open

	Purpose of the Report
	This is a regular report to notify the Committee of key national and local issues that may impact on our workforce. The report covers the period 1st January to 31st March 2026.


	Key Issues



	The report contains the following updates:

National issues:
· NHS Wales Pay – Medical & Dental
· Changes to study leave allowance for Resident Doctors
· Health Visitor banding

Local issues:
· PAAR – correlation between sickness absence and additional hours 
· Welsh language and employment practises (recruitment, interviews and training)   
· Line management responsibility regarding reasonable adjustments


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

	
	☒	☐	☐	☐
	Recommendations

	The Committee is asked to receive the report which is provided for information.






WORKFORCE HORIZON SCANNING

1. INTRODUCTION
This is a regular report to alert the Committee to matters and issues that may impact on our workforce. We work within a complex and changing environment with many factors that may impact on our workforce. It is therefore important that the Committee are notified of these updates to help anticipate impact and risk.

The aim of this report is to horizon scan on a national, regional and local basis.

2. NATIONAL ISSUES

2.1 NHS Wales Pay – Medical & Dental
The Cabinet Secretary has confirmed acceptance of the recommendations regarding basic pay uplifts for the medical workforce for 2026/27. 

A 3.5% consolidated uplift will be applied from 1 April 2026 for the following groups:
· Consultants
· Specialty, specialist, and associate specialist (SAS) doctors and dentists
· Resident doctors and dentists
· Locally employed doctors

A 3.75% consolidated uplift will be applied from 1 April to pay for salaried dentists working in Community Dental Services and the Public Dental Service. 

The Government accepts in principle the DDRB recommendations of a 3.5% pay uplift in relation to contractor GPs (3.5%) and a 3.75% uplift to the pay element of dental contracts. However, the application of the recommended pay uplifts for contracted GPs and dentists and how those are considered alongside overall contract changes, will be a decision for the next Government.

The pay award will be paid in June salaries (backdated to 1st April).

2.2 Changes to study leave allowance for Resident Doctors
As part of the resident doctor and dentist contract reform agreed in December 2025, changes to study leave have been introduced in partnership with Health Education and Improvement Wales. Residents, regardless of whether they move to the new contract on 1st August 2026, will see an increase in their annual study leave budget. Those residents with a current allowance of £600 will see an increased allowance of £1,000 with effect from 1st April 2026. Work is underway at national level to update the All-Wales Study Leave Policy to reflect these changes and the Government will continue to work in partnership to develop a mechanism which ensures the annual study budget allocation is uplifted annually to an agreed measure of inflation.

2.2 Health Visitor Banding
The Royal College of Nursing have contacted several Health Boards to raise that all Health Visitors should be a band 7 in line with the national role profile. Currently there is no national role profile for a band 6. SBUHB employ a mixture of bands 6 & 7 as outlined below:

	Banding
	Number of Health Visitors

	Review Body Band 6
	121

	Review Body Band 7
	17

	Grand Total
	137



Band 7 Health Visitors have a specialist area of practice and have broader responsibilities around allocation of work to support staff, clinical supervision of health visitors, students, nurses and nursery nurses. There is a role for both band 6 and 7’s in the Health Board. 

A working group has been established at national level.  The working group will develop a complete suite of standardised job descriptions for Health Visiting roles, spanning Band 4 through to Band 8a. This work will take time, as each job description will need to: 
· Be drafted nationally
· Undergo formal stakeholder consultation
· Be agreed through recognised governance routes
· Be submitted for Job Matching once finalised

We will continue to monitor this situation and will update the Committee on any future developments.

3. LOCAL ISSUES/MATTERS

3.1 PAAR – correlation between sickness absence and additional hours 
A referral from the Remuneration and Terms of Service Committee has asked whether there is a correlation between sickness absence and staff working additional hours particularly related to PAAR (which is the additional activity linked to planned care).

The Health Board has a responsibility under the Working Time Directive to monitor the hours that staff work as their main employer. Regular reports are run to identify those that work over 48 hours a week on a regular basis with referrals made to the line manager where appropriate.

Our Standards of Business Conduct set out that staff must inform their line manager of any secondary paid work or self-employment, including agency, bank or private work and ensure that any such work does not conflict with their normal contractual employment obligations to the health board. This does not apply to voluntary work. Staff are required to complete a form to declare their secondary employment for discussion and approval with their line manager. It is the line managers responsibility to monitor the situation to ensure the secondary employment is not impacting on their main contract with the Health Board. 

The Health Board has a policy that prevents staff from undertaking bank shifts for a period of 2 weeks if they have been absent from work due to sickness absence (this was recently increased from 1 week) to support their recovery and health and wellbeing. Return to work and sickness absence review meetings will identify whether working additional hours has been a contributory factor to the absence of the member of staff and if so this restriction will be put in place.

3.2 Welsh language and employment practises (recruitment, interviews and training)   
The Welsh Language Commissioner requires all Public Bodies to meet a set of standards relating to the Welsh language. Guideline 8(i) ‘measures to ensure that workplaces which have contact with the public in Wales seek access to sufficient and appropriately skilled Welsh speakers to enable those workplaces to deliver a full service through the medium of Welsh’.

The Workforce & OD Directorate is responsible for ensuring the recruitment and selection process is compliant with Welsh Language Standards and that education, learning and training activities are also available in Welsh. 

The Health Board is compliant with its recruitment process as all job descriptions, adverts and recruitment documentation are available in both Welsh and English. The Health Board does not have any Welsh speaking only roles and all employees are required to be proficient in English. Interviews are therefore normally conducted in English to test this skill.

Statutory and mandatory training e-learning packages are available in both Welsh and English. 

A more detailed Welsh language compliance report is scheduled for the next Committee meeting.

3.3 Line management responsibility regarding reasonable adjustments
The Equality Act Wales 2010 requires an employer to make reasonable adjustments to any elements of a job which places a disabled person at a substantial disadvantage compared to non-disabled people. Employers are only required to make adjustments that are reasonable. Factors such as the cost and practicability of making an adjustment and the resources available to the employer may be relevant in deciding what is reasonable. 

The general definition of disability for the purposes of the Act is a physical or mental impairment which has a substantial and long-term adverse effect on a person’s ability to carry out normal day-to day activities. The Act defines long-term in this context as having lasted or being likely to last for at least 12 months or the rest of the person’s life. Substantial is defined as more than minor or trivial. 

The duty to make reasonable adjustments arises in three situations: 
• where a provision, criterion or practice applied by or on behalf of the employer may disadvantage the employee
• where a physical feature of premises occupied by an employer may disadvantage the employee
• where the lack of an auxiliary aid, places a disabled person at a substantial disadvantage compared with people who are not disabled

An employer must take such steps as it is reasonable to take in all the circumstances to avoid that disadvantage.

Reasonable adjustments should also be offered at the recruitment stage and is standard in our candidate information.

The Health Board has been subject to several employment tribunal claims where the member of staff has claimed that reasonable adjustments have not been made or there has been a delay in their implementation. 

It is the line managers responsibility, with the advice of occupational health, to ensure reasonable adjustments are made. The All Wales Managing Attendance at Work Policy contains a reasonable/ tailored adjustments agreement. The purpose of this agreement is to:

· Help an employee maintain wellness, remain in work, reduce the need for sickness absence and may aid an earlier return to work after a period of absence;
· ensure that both the employee and the employer have an accurate record of what has been agreed;
· minimise the need to renegotiate reasonable / tailored adjustments every time the employee changes job, is relocated or is assigned a new manager within the organisation;
· provide the employee and their manager with the basis for discussions about reasonable / tailored adjustments at future meetings

Managing attendance skills workshops are available to all line managers and includes awareness raising of their responsibilities under the above agreement.

4. RECOMMENDATION
The Committee is asked to receive the report which is provided for information.













	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

	None identified

	Financial Implications

	As identified in the report

	Legal Implications (including equality and diversity assessment)

	As identified in the report.

	Staffing Implications

	As set out in the report.

	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 Wellbeing of Future Generations Act unless identified specifically.

	Report History
	None

	Appendices
	None
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