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	Meeting Date
	15 February 2024	Agenda Item
	3.1

	Report Title
	All Wales Flexible Working Policy

	Report Author
	Kim Clee- Workforce Manager

	Report Sponsor
	Debbie Eyitayo- Director of Workforce and OD

	Presented by
	Sarah Jenkins, Assistant Director of Workforce & OD

	Freedom of Information 
	Open 

	Purpose of the Report
	To note the adoption of an All Wales Flexible Working Policy and to describe the work already in hand to facilitate and encourage a more flexible workforce.


	Key Issues



	To provide the Workforce, OD and Digital Committee with the details of the new all Wales Flexible Working Policy and to describe work that is currently underway to influence the culture of the organisation to facilitate flexible working. 



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

	
	☒	☐	☐	☐
	Recommendations

	Members are asked to:

· Note the adoption of the All Wales Flexible Working Policy
· Note the work underway to support the implementation of flexible working within the organisation.  




TITLE OF REPORT
	
1. INTRODUCTION

An All Wales Flexible Working Policy has recently been developed and has now been adopted by the Health Board, replacing the previous local policy. This paper will also describe work that is currently in hand to encourage and support flexible working arrangements and ensure we embrace the principles set out in the policy.

2. BACKGROUND TO FLEXIBLE WORKING BEING A CORNERSTONE OF OUR RECRUITMENT AND RETENTION STRATEGY

Feedback received through Our Big Conversation held with our staff and stakeholder between 2022 and 2023 has helped us better understand what is important to our staff. This in turn has informed the work of SBU HB’s Recruitment & Retention Group.  The feedback asked that our “leaders and managers support more flexibility in the workplace where the service allows, in order to attract and retain staff”.  On the back of this engagement, our resulting ‘Promise to our People’ set out in our 10-year Vision for a High Quality Organisation and People Strategy, 2024-2029, confirms our collective commitment to deliver in response to this feedback: 

‘Flexibility: we will not sacrifice our health, safety and wellbeing. We will support flexible work patterns wherever we can and if we do need to take time off, we are supported to do so’

We are committed to ensuring we enable flexibility where possible. We understand this is an important retention factor for our staff.

3. THE POLICY 

In terms of the national context, the All Wales Flexible Working Policy was developed in partnership and was agreed by the Welsh Partnership Forum on 16th November 2023. It was adopted by the Health Board Partnership Form, on behalf of the Health Board, at its meeting on 7th December 2023. The Policy takes into account the Employment Relations (Flexible Working) Act 2023 and Section 33 of the National Terms and Conditions of Service.

The main change to the policy is in the policy statement which acknowledges the importance of having a workforce that is healthy, engaged and motivated. These principles are in our new WOD Strategy. The policy sets out NHS Wales’ commitment to promoting and encouraging different ways of working in order to recruit excellent people and retain the wealth of knowledge, skills and experience of its workforce.

The approach to flexible working set out in the policy requires a cultural change so that rather than “We can’t do this because…” the question becomes “How can we make this happen”?  This means that the default position will be that a request for flexible working will be approved, and every possible avenue explored to facilitate this, unless there are clear business reasons in policy and law to decline it. 

The Policy recommends open conversations about flexible working, e.g. during one-to-one line management / supervision meetings, team / departmental meetings, as part of wellbeing conversations, or as part of recruitment, induction, and annual appraisal processes.  

The process to be followed in applying for flexible working arrangements is largely unchanged but the following matters are worthy of note:

· The change in legislation means that staff are no longer required to explain what they think the impact of the flexible working arrangement may be on the service or their colleagues.

· There is a presumption that the flexible working request (or an amended request) will be granted unless there are legitimate reasons why it cannot be supported, which must be set out in writing. The policy now includes an escalation process.  If a flexible working request cannot be supported but the employee feels they cannot continue to work in their department because they are unable to balance their work/ life responsibilities, managers are expected to support the individual in identifying any alternative roles within the organisation which may be more supportive of the individual’s circumstances and in line with their request.

4. FLEXIBLE WORKING CULTURE

The most important aspect of this policy is the need to continue to change our culture and mind-set to see flexible working requests as an opportunity to support our employees’ health and wellbeing, ensure that we are able to retain those staff who need more flexible working arrangements and ensure we are an employer of choice. 

Anecdotally, it seems sometimes managers tend to see flexible working requests as problematic as they feel it will create additional work or it will not be possible to backfill the individual in a way that does not disrupt service provision. The 24/7 nature of our services and capacity to support the system make this problematic.

As part of the wider Recruitment and Retention group the Flexible Working Steering Group was established with members from Staff Side representatives, Service Groups and Corporate functions. Recognising that this was a fundamental area of focus.

This group is working in the following areas to improve flexible working opportunities for our staff by:

· Capturing and sharing best practice examples of flexibility from across the health board.
· identifying areas that have experienced difficulty in accommodating flexible working requests and exploring why and lessons that can be learnt
· challenging managers with the response of ‘why not ?’ to any applications for flexibility requested 
· identifying enablers and benefits to support further Flexible Working
· Developing a self-rostering pilot
· Revising the rostering policy to support flexible working for multiple disciplines
· We will be exploring a SWOT team working with our trade union partners to nip issues in the bud where we become aware of them

There have been a number of very positive outcomes in some areas, e.g.

· The Perinatal community team have trialled flexible working for nurses who had made requests ranging from caring responsibilities, child care demands and  improving mental health and wellbeing. In these cases, it was possible to agree that they could work their contracted fulltime hours compressed to 4 working days.

· A full time clinical manager needed an adjustment to help them cope, hours were condensed over 4 days, and used the time outside of the core hours for admin and operational planning.

· Within CAMHS most staff worked a 9am-5pm Monday to Friday shift pattern.  This was having an impact upon work life balance.  In addition, the service was finding that there was a demand for appointments post 3pm.  They implemented a condensed working pattern of a 4 day week.  This was offered to all nursing staff and some, but not all staff members in each team took the offer.  This has had a shared benefit for patients as each team is now able to offer a 4pm appointment and staff report an improved work life balance. 

Supporting our staff in their requests for flexibility is in line with at least two of our Strategic aims within our People Strategy i.e. 

Engaged Motivated and Healthy - We want our people to feel valued, fairly rewarded and supported

Attract and Recruit- We want to be recognised as an employer of choice

Supporting Flexible Working is a clear demonstration of the Trade Union Partnership Compact that, as an organisation, we will put people at the centre of what we do.

Our Thinking of Leaving project is another strand in meeting the Heath Board’s strategic objective to ensure our Health Board is a great place to work and supports our retention plans. This offers staff an opportunity to inform the Health Board that they are thinking of leaving and to provide the Health Board with an opportunity to support them to stay. This may be because they are struggling to manage their work life balance, or their home circumstances have changed in some way and they require different working arrangements. The Thinking of Leaving team can signpost those staff and raise awareness of existing support services including the possibility of applying for a flexible working arrangement.

5. GOVERNANCE AND RISK ISSUES

There are no governance issues in relation to this issue.

6.  FINANCIAL IMPLICATIONS

There are no financial implications in relation to this issue.

7. RECOMMENDATION

Members are asked to:
•	Note the adoption of the All Wales Flexible Working Policy
•	Note the work underway to support the implementation of flexible working     within the organisation.  

	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

	The purpose of supporting and encouraging more flexibility for our workforce is to ensure our staff are engaged motivated and healthy. An engaged motivated and healthy workforce will in turn provide a better standard of care for our patients. 


	Financial Implications

	There are no financial implications


	Legal Implications (including equality and diversity assessment)

	There is a legal duty to abide by the policy and legislation in relation to flexible working.


	Staffing Implications

	Improved work life balance for our staff


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

	No implications


	Report History
	

	Appendices
	[bookmark: _GoBack]Appendix 1 Flexible Working Policy and associated EQIA



Workforce, OD and Digital Committee – 15th February 2024                                                                                                                           6

image3.jpeg




image1.jpeg
Bwrdd lechyd Prifysgol
Bae Abertawe

Swansea Bay University
Health Board




image2.jpeg




