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	Meeting Date
	12 June 2025	Agenda Item
	5.1

	Name of Meeting
	Workforce and OD Committee

	Report Title
	Workforce Delivery Group Update

	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
	To provide an update from the Workforce Delivery Group.
Meeting last held on 27 May 2025


	Key Issues


	The attached (draft) minutes of the meeting that took place on 27 May 2025.

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

	
	☐	☐	☒	☐
	Recommendations

	Members are asked to:
· CONSIDER the contents of this report.












	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

	

	Financial Implications

	There are no financial implications.  


	Legal Implications (including equality and diversity assessment)

	

	Staffing Implications

	None.


	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
	None.


	Appendices
	Appendix 1 – Draft minutes of Workforce Delivery Group 27th  May 2025




Appendix 1

Swansea Bay University Health Board
Minutes of the Workforce and OD Delivery Group
held on Tuesday 27th May 2025 at 12:00

Present:
Tina Ricketts                Executive Director of Workforce & OD (in the Chair)
Sarah Jenkins              Deputy Director of Workforce & OD
Emma Owen                Assistant Director of Workforce & OD
Neil Cooper			Asst Director of Operations, Chief Operating Officers Office
Geraint Norman		Head of Strategic Financial Planning
Julie Lloyd			Head of Culture, OD & Staff Experience, Learning & OD
Natalie Mills		Retention Lead
Sian Passey                 PGTSG Nurse Director
Ruth George                Human Resources Business Partner
Paula Heycock             Head of Nursing, PCT Services Group
Ann London                 Secretary

	 Minute
	Item 
	Action	

	1.
	PRELIMINARY MATTERS
	

	1.1
	Welcome & Apologies
	

	
	Tina Ricketts introduced herself as the new Director of Workforce & OD and welcomed everyone to the meeting.  TR said that the meeting would continue in the current format but that HR Workforce & OD would be looking to get together to review priorities and the Terms of Reference could be reshaped going forward.
Apologies received from: 
Sharon Vickery, Christine Morrell and Lesley Jenkins
	

	1.2
	To receive and approve the minutes of the previous meeting 
	

	
	The previous minutes of 25th March were agreed as being an accurate reflection of the meeting.
	

	1.3
	To receive and consider any matters arising not otherwise on the agenda   
	

	
	None raised.
	

	1.4
	To receive the action log 
	

	
	Action 28 – Internship Programme
SJ confirmed that in terms of the internship Des Keighan who was looking at this within the Estates function had already implemented a pilot approach around this which was successfully working.
As SV was on leave, it was agreed to get an update from SV
as to whether SV had been able to speak to Darren Griffiths with regard to the financial position.    

Carried forward to next meeting on 29th July.
Action 30 – Speaking up Safely
JL confirmed that her and AC had met last week and JL had arranged to attend DAHPHS Professional & Governance meeting to present and raise awareness around Speaking Up Safely and links to Professional Registration along with the NHS Wales Staff Survey on 5th Sept 2025. 
JL said that this action could be closed.
Action 31 – MHLD Services
JL said that she had linked in with Susan Bimson for the accurate email address for Melanie so that she could make that contact and that JL would progress that as part of the work with the service groups and the reporting to Workforce & OD Committee.
JL said that this action should be carried forward for the  time being.
Action 32 – Discussion at COO and Service Group Directors
JL confirmed she had attended the COO meeting on 7th May to address the COO and Service Group Directors around speaking up safely.
JL said that this action could now be closed off, although there was some feedback for her to go back to the Service Group Directors having met with audit as well.
TR said that the two actions, 28 and 31 should therefore be carried forward.
	

	2.
	ENGAGED MOVITIVATED & HEALTHY
	

	2.1








	PCT Nursing (Sian Passey, Ruth George & Paula Heycock)

Firstly, SP wanted to thank the group for allowing her, RG & PH to join the meeting to present the work that they had done to date in relation to workforce planning within the service group. 

SP then talked through the slides of her presentation which focused a great deal on their service group staff. SP said that it was very important that going forward that the organisation actually celebrate some/all of the successes within PCT because current times were very challenging.

As part of the journey of looking at workforce planning within the group, SP’s area had looked at the HEIW workforce planning principles which were the key drivers within HEIW.

The key principles for PCT are the key components of creating a workforce of the right size with the right skills, organisers with the right way, making sure there is the right diversity, particularly in relation to Welsh Language, and also important to have the principles that have been developed.

Being aware of how difficult times are the moment, it is important for this to be an affordable service, particularly within the Health Board and within the Service Groups.

SP said the journey started in March last year when as a senior nursing group, with finance business partners attended workshops with the work being facilitated by the corporate colleagues. The main aim of the workshops was to familiarise themselves with workforce planning tools and also the key principles previously mentioned to support each service area to deliver their own workforce plans, and also to provide a governance around nurse workforce planning which would feed into the strategic workforce plans and nursing workforce plans within the Health Board.  The intention is that the workforce plan that is being developed with PCT will be fed through to the nurse midwifery group and into the more strategic work that is ongoing at the moment. 

SP said there was a range of community nursing specialties which range from adult services, as well as children and young people and PCT was working very closely with secondary care colleagues, also with care homes and also included HMP.  

SP said that there were 3 pillars that had come out of the workshops; analysis of workforce; research and innovation and trying to develop their workforce plans.  What PCT would like to see is that workforce planning becomes embedded in the day to day practice so that it is not something that is revisited every 6 months or whenever asked to.

SP said that from mapping there are a number of services across PCT and so needed not to just look at the Health Board’s wide key strategic documents but also the need to align with some of the national goals.   Some of the goals they looked at are urgent & emergency care, healthier Wales and a healthy child wales programme.

Defining the required workforce has been one of the key areas for PCT when looking at its workforce and PCT have been particularly interested in pathways of care, particularly when looking at the urgent and emergency services, and also within the services that are delivering out in the community. There has also been some work undertaken in relation to demand and capacity, looking at digital systems within the community services, retention education and skill mix within their PCT services.

SP confirmed that what had been shown to the group is an example of the overarching workforce plan that PCT have, including 7 key headings based on some of the tools utilised through the workshops and key drivers and actions PCT were trying to address to make sure that some of the risks and challenges could be mitigated. 

RG then continued with the presentation of slides. RG said that at the centre of all of PCTs workforce plans was staff and that the plans centred around culture, the wellbeing of staff and how to maximise attendance at work.  PCT had developed a rolled out programmed of pulse surveys within the nursing teams which was originally rolled out to hotspot sickness areas but has now been extended and results fed back to the staff.  PCT placed a very large focus on wellbeing, had developed action plans and were working towards those.  

PH finished the presentation around staff wellbeing and said that PCT are very creative and bold in their approach and forward thinking in their approach, but were trying to balance quality improvements and change sensitively with minimal impact for their staff and for their patients.   PCT were the first to appoint a Professional Nurse Advocate in Swansea Bay and this role had been pivotal in supporting the culture of empowering, supporting and valuing their staff and supported the implementation of the CNO mandate around restorative clinical supervision which is used as an opportunity to try and seek out quality improvements.

TR thanked SP, RG & PH for an excellent presentation, a lot of ground had been covered and it was a really brilliant piece of work.

SJ wanted to echo TR’s sentiments.  SJ said it was great to see what is the Health Board’s first nursing workforce plan come to the Ward Development Group.  SJ said that the slides really focused on and articulated the challenges and was a credit to the great work that had been undertaken.  SJ then referred to the current establishment dashboard i.e. 75 vacancies in PCT, 18.97 of which were in nursing and midwifery and that looking at the report of the recent bank agency there are 69 WTEs and demographics that EO had pulled together for TR shows that actually the organisation has a high proportion of individuals on flexible working compared to the rest of NHS Wales. 

PH said it was really positive feedback.  PH just wanted to refer to self-rostering and thought it was a vacancy control panel more recently. EO was going to link in with them to support them with it as it may not initially work for some of the services, but PCT definitely have 1 or 2 services where they could definitely pilot that.

SP was grateful for the feedback which was welcomed and took on board SJ’s comments regarding flexible working and expanded further on that. 

TR felt that what would be helpful would be a table showing PCTs WTE from what their current baseline establishment is and then their trajectory based on some of the drivers so that a downward trend could be seen in turnover of staff.  TR referred to recruitment up to full head room and said that PCT would need to reset what their establishment needs to be to meet demand.

RG picked up on hotspot areas and the correlation with variable pay. 

JL wanted to thank PCT for the engagement they always have with herself.
	







	3.
	WELL PLANNED
	

	3.1
	Band 2/3 Update (Emma Owen)
Unfortunately, EO had not been able to join the meeting to give a verbal update and so TR gave a brief overview to the background to ensure individuals were up to speed.
TR said that nationally in Wales there had been a challenge by trade unions that some Band 2 Healthcare Support Workers had been working to a Band 3 level.  Therefore, they should be awarded that band backdated with compensation. Swansea Bay was subject to industrial action threats last year so NHS Employers of Wales agreed a provisional position with Unison to prevent that industrial action, and that was this organisation’s commitment to review the Band 2s in scope and to make sure that they be reimbursed at the right band level.
TR said that what the organisation did not want to do is set a precedent within Swansea Bay and wanted to make sure that this Health Board work across Wales to have the same approach, this was not done in NHS England and every Trust was picked off and there was a real challenge managing trade unions as a result. Therefore, as a learning curve it makes sense for the Welsh Health Boards to work from the same framework and this Organisation is working with NHS Employers to do that.  As early conversations had taken place with Unison, RCN, RCM and Unite have been put out and there is some work to be done nationally to get agreement across all unions. The position within Swansea Bay is that there is a work group working together and there  had been really good progress made on the national job descriptions.  Swansea Bay was just waiting for the national agreement to be made and a review to the timeline. 
SJ wanted to assure the group that all unions have been involved from day 1, whether they choose to raise concern around this or not, they have been involved as much as possible, but the framework was negotiated nationally and discussed with them, what the organisation has not done has agreed and to bring TR up to speed, the Health Board has connected with its local trade unions around that as well locally, that does not mean they are not going to still stay they weren’t fundamentally involved.
TR agreed that the unions will just give one version of events with regards to their engagement, but to be clear Swansea Bay’s position is that we will be working with NHS Employers on the national position, this organisation is not doing anything different here.
	


	4.
	EQUALITY DIVERSITY & BELONGING
	

	4.1
	Anti Racist Mandatory e-learning (Katy Goss)

KG said that the purpose in her talking with the group today was to remind everyone about the anti-racist action plan that is being implemented across NHS Wales.  KG shared some background information in relation to the NHS Wales anti-racism e-learning module which has been mandated for all NHS Wales staff by Welsh Government which follows on from KG presenting to Management Board where they fully supported the implementation of the NHS Wales anti-racist e-learning package as a mandated package.  

Within Swansea Bay the anti-racist Wales action plan was first published back in 2022 and it highlighted the deeply rooted racial inequalities that are experienced by Black, Asian and minority ethnic people in Wales.  It focuses on the realities of institutional and structural racism, emphasising that ethnic minority people are disproportionately disadvantaged at nearly every level of the system, and so the action plan calls for the courage as a nation within Wales to confront systemic injustices and work collectively towards meaningful changes. As we work towards becoming an anti-racist nation in Wales by 2030 so a response to the anti-racist Wales action plan was published by Welsh Government.  Swansea Bay responded and committed by developing an action plan for the organisation which aligns to the actions set out by Welsh Government and input from both patients and colleagues from ethnic backgrounds. An action plan within the NHS Wales anti-racist Wales action plan committed to consistent fit for purpose educational intervention to be offered to all staff, students and volunteers with visible mandated education, providing confidence to workforce that the organisation is serious about the anti-racist principles and the need was identified in social partnership to provide support to organisations by developing an e-learner module to provide consistent foundation for awareness and skills in development of anti-racism.  

Therefore, the purpose of the e-learning module is to start a resource for Swansea Bay to make sure that its workforce has a collective understanding of what anti-racism is. Anti-racism is rooted in the action plan and the emoji provides practical ideas on how the organisation can build on its own anti-racist approach and contribute to the core values of the NHS, which is equity for all the things that this Health Board need to be aware of i.e. governance, risk and financial implications. 

KG said that it was very important for her to highlight that this package is mandated and has full ministerial support from Judith Paget, Chief Executive for NHS Wales & Director General for Health and Social Services Group. This means that for every member of staff within Swansea Bay their statutory e-learning training modules will increase from 15 to 16 with a requirement that staff retake the e-learning every 3 years. The completion rates for the completion of the packages are going to be tracked by NHS Shared Services Partnership and reported annually as part of the Workforce Race Equality Standard Indicator 7 and the baseline data reporting is going to commence within the next reporting cycle this year with a deadline for initial completion sent for December 2025.  

KG said that following her presentation today, the wheels would be put in motion.

KG said that what she was asking the group today was to receive the decision from Management Board to endorse and support the introduction of the anti-racist E-learning and training as tier 1 for all staff which has been mandated by the Welsh Government and KG wanted the group to support the implementation by raising awareness within respective service groups and corporate areas to ensure accountability and compliance.  

KG wanted to reassure the group about the steps that they are taking within the organisation to implement it against the competencies within ESR with the go live date to 1st Sept 2025.

KG said that she had not just created a QR code for everyone to snap and shot to take them directly to the learning package, KG would also pop into the chat box a direct link which would take the individual direct to ESR. However, as the competency has not been fully aligned yet to everyone’s  mandatory and statutory frameworks, an individual will still need to enrol along the certification for the package first. 

TR thanked KG for a really clear and helpful presentation and believed that KG had the full support of the group with regard to the implementation of this.

TR said she would advocate for this e-learning and make sure that everyone within Workforce & OD completes this training and asked that everyone at the meeting take back to their respective teams to promote this anti-racist e-learning module. 
	

	5.
	ANY OTHER BUSINESS
TR confirmed that the terms of reference and work programme would be looked at for this meeting going forward. 
	

	
	Next meeting: Tuesday 29th July @ 11.30am
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