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	Purpose of the Report
	[bookmark: _Hlk171519251]The principal purpose of this report is to inform Workforce, OD and Digital Committee of the findings from the Thinking of leaving pilot and request endorsement of the recommendations, based on the findings.


	Key Issues



	The thinking of leaving initiative was soft launched as a six-month pilot to offer staff in Swansea Bay UHB, who may be thinking of leaving, the opportunity to seek a satisfactory resolution to their concerns prior to them taking any action e.g. submitting their resignation letter.  

During the pilot, a small sample of data was gathered giving us intelligence as to why staff are thinking of leaving. The themes identified are representative of those coming from the staff survey. The anonymity of the data collected means that we cannot identify whether the initiative has had a positive impact i.e. whether their concern has been resolved and are no longer thinking of leaving or whether they have left. 

[bookmark: _Hlk171950676]It is therefore recommended, that we utilise existing mechanisms already available to collect workforce intelligence and that we shift the focus of our limited resource in Workforce & OD from an administrative process, to activity that adds value in the space of leadership, culture and behaviour change, in line with the aims set out in our People Strategy.  This will involve working with service groups and leaders to improve staff experience, having better conversations and investing time in having meaningful PADR’s, which in turn will help build better relationships and support career progression.  

It is also recommended that we review our Workforce & OD GMO’s and priorities to ensure they reflect the current climate and challenges that we face within SBU HB now.

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

	
	☐	☐	☐	☒
	Recommendations

	Members are asked to:
· Note the findings of the pilot
· Endorse the recommendations   







THINKING OF LEAVING PILOT REVIEW

1. INTRODUCTION

The principal purpose of this report is to inform Workforce, OD and Digital Committee of the findings from the Thinking of leaving pilot and request endorsement of the recommendations, based on the findings.

2. BACKGROUND

There is significant research, which confirms that a positive staff experience in Health Care links to positive outcomes and experience for our patients. In line with this, Swansea Bay University Health Board (SBUHB) want to ensure all their staff have a great experience at work and are an employer of choice.  It is the reason this also forms part of People Aim 1 – Engaged, Motivated and Healthy within our People Strategy. 

The Thinking of leaving initiative was soft launched on 23 November 2023, as a six-month pilot, to offer staff an opportunity to inform the Health Board via an online form if they are thinking of leaving (either moving roles internally or leaving the organisation entirely). The initiative aims to provide an opportunity to seek a satisfactory resolution with the staff member, prior to the staff member taking any action e.g. submitting their resignation letter.  

The form asks questions regarding their reason/s for wanting to leave and signposts staff to available support services. The form also offers an opportunity for a follow up meeting to discuss the reasons they are thinking of leaving, further.

2.1  FINDINGS OF THE PILOT

Between launch on 23 November 2023 and 10 June 2024, 62 response forms were received. The Health Board’s values not being visible or role modelled was the top selected reason for staff wanting to leave (21%) followed by limited career or development opportunities (20%). Further qualitative feedback indicates that conflict, lack of leadership, management issues and pay are also reasons for staff wanting to leave. These themes are representative of those identified from the staff survey (which will now run on an annual basis), the Guardian Service and Our Big Conversation.

Widening Access, Equality & Careers Development was the most selected support service to find more information about (16%), followed by staff wellbeing (13%), HR services, and Trade Union support (both 12%). 

A total of 22 staff requested a follow up meeting with a support service e.g. HR team, Career Development team or Culture, OD and Staff Experience team. All staff requesting a meeting were contacted and 16 actually attended a meeting. HR was the most selected support service (57%). 7 feedback forms were received. Respondents rated the usefulness of the meeting in terms of resolving their reasons for leaving as 2.86, on a scale of 1 – 5. When asked whether they would recommend the service, 4 answered maybe, 2 answered yes, 1 answered no. The anonymity of the data collected means that we cannot identify whether the initiative has had a positive impact i.e. their concern has been resolved and no longer thinking of leaving.  See appendix 1 for a visual breakdown and further information on the findings.

The co-ordination of this programme has been managed by the Culture, Organisational Development and Staff Experience Team who worked collaboratively with colleagues in HR and Career Development team during the pilot to review progress and data, addressing issues collectively where possible. 

The administration co-ordination process has been time consuming and capacity issues across the teams involved have been raised. There have also challenges in managing expectations of staff as many have accessed the service believing that their issue will be ‘solved’ by the person they are meeting. In practice the initiative has gathered data rather than resolved peoples issues. The service has also been used as an exit interview and a way of raising an issue under the respect and resolution process. 

2.2  NEXT STEPS

The initiative has provided an insight into why staff are thinking of leaving and highlighted the importance of employee experience and leadership behaviours. This reinforces that the aims in our People Strategy are the right ones and there is opportunity to refocus our efforts and skillset of our limited team resource within WOD to add value to the organisation. 
It is recommended that:
· The initiative does not continue and we utilise existing mechanisms already available to collect workforce intelligence. 
· We shift the focus of our limited resource in Workforce & OD from an administrative process to activity that adds value in the space of leadership, culture and behaviour change, in line with the aims set out in our People Strategy. This will involve working with service groups and leaders to improve staff experience, having better conversations and investing time in having meaningful PADR’s, which in turn will help build better relationships and support career progression.  
· We review our Workforce & OD GMO’s and priorities to ensure they reflect the current climate and challenges that we face within SBU HB now.

3. GOVERNANCE AND RISK ISSUES

· The administration co-ordination process has been time consuming and capacity issues across the teams involved have been raised. Resource in WOD is limited and continuing the initiative presents a capacity risk to the teams involved and potential knock-on risk to delivery of other workstreams. 
· There is limited feedback shared from those using the service and so is difficult to confirm the value that the process has added and whether the initiative as improved the retention of staff thinking of leaving.

4. FINANCIAL IMPLICATIONS

None, directly however there are implications linked to the retention of staff and vacancy rates/bank and agency costs.

5. RECOMMENDATION

Members are asked to:
· Note the findings of the pilot
· Endorse the recommendations   



	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

	There is significant research, which confirms that a positive staff experience in Health Care links to positive outcomes and experience for our patients. In line with this, Swansea Bay University Health Board (SBUHB) want to ensure all their staff have a great experience at work and are an employer of choice.  It is the reason this also forms part of People Aim 1 – Engaged, Motivated and Healthy within our People Strategy. 

The thinking of leaving initiative was launched as a six-month pilot to offer staff in Swansea Bay UHB, who may be thinking of leaving, the opportunity to seek a satisfactory resolution to their concerns prior to them taking any action e.g. submitting their resignation letter.  


	Financial Implications

	None, directly however there are implications linked to the retention of staff and vacancy rates/bank and agency costs.

	Legal Implications (including equality and diversity assessment)

	Ensure compliance with GDPR Regulations, however as this process is anonymous it is only relevant when there is any exchange of personal details when a meeting is requested with one of the relevant WOD Services.

Due to the anonymity of the process it is difficult to assess against the Equality Duty and Act and whether there is impact against the 9 protected characteristics. 

	Staffing Implications

	The administration co-ordination process has been time consuming and capacity issues across the teams involved have been raised. There have also challenges in managing expectations of staff as many have accessed the service believing that their issue will be ‘solved’ by the person they are meeting. In practice the initiative has gathered data rather than resolved peoples issues. The service has also been used as an exit interview and a way of raising an issue under the respect and resolution process. 

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

	The Thinking of Leaving Pilot Initiative and the workforce intelligence and recommendations it has informed are aligned to the 7 People Aims set out in our People Strategy all of which are aligned to the Wellbeing of Future Generations.

	Report History
	Workforce & OD Deliver Group - Thinking of Leaving Pilot Review, 23rd July 2024.
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Workforce, OD and Digital Committee – 15th August 2024 
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