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	The purpose of the report is to provide an update on the following areas based on August 2026 data, originally outlined to the committee on 11 December 2025 and updated on 21 April 2026:
· Workforce performance against key metrics and associated actions 
· An overview of workforce risks and issues affecting MH&LD
· Staff Survey Action Plan Progress


	Key Issues

	The key issues relate to the following:
· Ongoing unavailability challenges across staff groups
· Engagement in Staff Survey for Service Group
· Establishment and vacancies impact based on underlying deficit allocation.
· Overview of main workforce risks 

	Decision / Action required
	No

	Recommendations

	Members are asked to:

· ACKNOWLEDGE the Service Groups Workforce Metrics, Risks and Staff Survey Action Plan Progress.
BE ASSURED of the actions being taken to ensure compliance with workforce metrics to support and improve the health and wellbeing of staff.





MH and LD Service Groups key workforce risks, progress against staff survey action plan, performance against key workforce metrics 

1. INTRODUCTION

This report will provide a workforce update on the following:

· Performance against key workforce metrics and associated action 
· [bookmark: _Hlk208419799]An overview of workforce risks/issues affecting MH&LD
· Staff Survey Action Plan Progress


2. BACKGROUND
The workforce position is mixed. Mandatory training remains above target and PADR compliance has improved, but sickness absence has deteriorated and continues to place pressure on staff availability, service resilience and variable pay. Vacancy levels and workforce capacity risks remain significant, while the Staff Survey results show comparatively strong engagement but a continuing concern around healthy working environments.

	Measure 
	August 2026 
	Assessment 
	Key message 

	Sickness absence 
	11.29% 
	Deteriorated 
	Increased from 10.44% in July; short-term absence rose sharply. 

	Turnover 
	7.18% headcount / 6.78% FTE 
	Stable 
	Relatively contained, but workforce headcount and FTE continue to reduce. 

	PADR completion 
	78.29% 
	Improving 
	Below the 85% target; 397 reviews remained outstanding. 

	Mandatory training 
	90.44% 
	Above target 
	Improved in month; specific staff groups and competencies remain below standard. 

	Vacancies 
	100.95 WTE 
	Pressure 
	82 posts were being recruited to at various stages. 



2. Performance Against Key Workforce Metrics

2.1 Sickness Absence 
· Sickness absence increased from 10.44% in July to 11.29% in August 2026, with 6,304 calendar days lost.
· Between 195 and 215 individuals were absent on each day in August.
· Long-term absence reduced from 9.06% to 8.56%, but short-term absence increased from 1.38% to 2.73%.
· Anxiety, stress, depression and other psychiatric illness remained the largest recorded reason by headcount at 141, followed by gastrointestinal problems at 45 and musculoskeletal problems at 29.
· Return to Work recording on ESR increased to 22.75%. A validation exercise is planned, alongside management assurance audits.

Actions and Assurance
· Monthly sickness summits continue for areas with sustained absence above 11%.
· The improvement focus is being strengthened around 27 hotspot areas, including monthly divisional scrutiny of areas above 14%.
· The Managing Attendance at Work action plan and Staff Wellbeing Plan have been refreshed.
· Managers are expected to monitor absence, complete Return to Work meetings, and use Occupational Health and wellbeing support appropriately.

2.2 Personal Appraisal and Development Review 
Personal Appraisal and Development Review (PADR) completion increased from 76.91% in July to 78.29% in August 2026. Of 1,829 eligible staff, 1,432 had a completed PADR and 397 remained outstanding. The position remains below the 85% target.

	Area / staff group 
	August position 
	Required focus 

	Additional Professional, Scientific and Technical 
	95.12% 
	Sustain performance 

	Nursing and Midwifery Registered 
	79.85% 
	Continue improvement trajectory 

	Additional Clinical Services 
	75.09% 
	Protected time and monthly plan 

	Administrative and Clerical 
	75.81% 
	Protected time and monthly plan 

	Estates and Ancillary 
	43.75% 
	Urgent recovery action 



Areas below target have been asked to establish protected time and clear monthly trajectories to achieve 85% by the end of Quarter 3. Strong performance is evident across a range of Psychology, Child and Adolescent Mental Health Services (CAMHS), Learning Disability, substance misuse, community and forensic teams.

2.2 Statutory and Mandatory Training
· Overall compliance improved from 89.38% in July to 90.44% in August and remains above the 85% target.
· All staff groupings improved in month, although Estates and Ancillary remained at 69.03% and Medical and Dental at 81.76%.
· The Head of Nursing service area was below target at 78.13%; all other listed divisions met or exceeded 85%.
· Competency gaps include Infection Prevention and Control Level 2 at 83.46%, Welsh language skills at 82.81%, and Welsh Language Awareness at 80.47%.

3. Vacancies, Turnover and Workforce Capacity

3.1 Vacancies and Recruitment
· The latest reported vacancy position is 100.95 WTE.
· 82 posts are being recruited to at various stages, with plans to approve the remainder.
· The largest vacancy pressures are Additional Clinical Services at 57.02 WTE and Medical and Dental at 20.97 WTE.
· Internal deployment and strengthened scrutiny are being used to reduce variable pay and address service pressures.

3.2 Turnover and Workforce Size
· Rolling 12-month turnover to August 2026 was 7.18% by headcount and 6.78% by FTE.
· Headcount reduced from 1,865 in September 2025 to 1,820 in August 2026. FTE reduced from 1,690.54 to 1,651.29 over the same period.
· The main recorded reasons for leaving were retirement, voluntary resignation for other or unknown reasons, and relocation.
· Exit interviews and questionnaires remain available to staff leaving the Service Group.

4. Workforce Risks
There are 20 identified workforce risks. The report identifies three risks scored at 20 and one administrative cover risk scored at 25. The main themes are staffing shortages, supervision and competency, medical and psychological workforce gaps, nursing safe staffing, administrative capacity, and service resilience.

	Risk 
	Current score 
	Workforce impact 

	Deficits in administrative cover across Adult Mental Health and CAMHS 
	25 
	Capacity and clinical support 

	Clinical typing backlog due to workload and capacity 
	20 
	Delay and clinical risk 

	MH&LD nursing workforce and safe staffing levels 
	20 
	Safe staffing and variable pay 

	Quality, Safety and Improvement workforce capacity 
	20 
	Assurance capacity 

	Psychology workforce gaps 
	16 
	Care, treatment and MDT risk management 

	Medical cover pressures 
	Up to 16 
	Inpatient and service continuity 



Mitigating work is being progressed through modernisation, transformation and Nurse Staffing requirements, subject to the required support and approval.

5. Staff Survey and Staff Experience
· 427 of 1,864 eligible staff completed the 2025 survey, giving a 22.9% response rate compared with 30.0% across NHS Wales.
· The Staff Engagement Index was 72.2%, above the NHS Wales score of 70.8%.
· Positive comparative themes included stronger together, compassionate and inclusive, speaking up, learning and improving, recognition, and flexible working.
· Healthy Working Environments scored 54.7%, 1.79 percentage points below the benchmark, and remains the principal improvement theme.

2026  Priorities
· Healthy working environments.
· Staff engagement.
· Compassionate and inclusive leadership, linked to Speak Up Safely
· Achieving a 30% response rate for the staff survey opening on 5 October 2026.

6. Staff Safety, Wellbeing and Employee Relations

6.1 Violence and Aggression
The report shows continuing incidents of aggressive or threatening behaviour, inappropriate behaviour, clinically challenging behaviour, physical assault, inappropriate sexual behaviour and verbal abuse across ward and community settings. Aggressive or threatening behaviour is the largest monthly category. Physical assault peaked at 28 incidents in July 2026 and reduced to 11 in September 2026. These events, together with self-harm incidents, place pressure on staff wellbeing and may contribute to stress-related absence.

6.2 Employee Relations Caseload

	Case type 
	Number of cases 

	Disciplinary 
	24 

	Respect and Resolution 
	11 

	Professional concerns not in other processes 
	4 

	Appeals across all policies 
	1 



The management of employee relations cases also affects staff availability and sickness levels. Continued timely case management and appropriate staff support are therefore important.

7. GOVERNANCE AND RISK ISSUES
Workforce metrics, risks and Staff Survey actions will continue to be monitored through Divisional Workforce Groups, Nurse Workforce, Medical Workforce, Board and Senior Management Team arrangements.
Staff unavailability above funded levels increases variable pay requirements to maintain service capacity and safeguard care.
Nurse Staffing Act principles and transformation work are expected to identify further staffing requirements and associated financial and workforce implications.
Improved staff health, wellbeing and availability are important for staff experience, service productivity, patient safety and care quality.

Priority Actions and Committee Assurance
 
	Priority 
	Immediate focus 
	Assurance route 

	Sickness absence 
	Hotspot trajectories, Return to Work compliance, wellbeing and OH support 
	Monthly sickness summit and divisional review 

	PADR 
	Protected time and recovery plans for areas below 85% 
	Monthly workforce monitoring 

	Mandatory training 
	Target below-standard staff groups and competencies 
	Management deadlines and ESR monitoring 

	Vacancies and capacity 
	Progress recruitment and review alternatives before variable pay 
	Establishment control and service governance 

	Workforce risks 
	Progress mitigation through transformation and safe staffing work 
	Risk register and governance routes 

	Staff experience 
	Healthy working environments, engagement and Speak Up Safely 
	Staff Survey action plan monitoring 





8. OPEN AUDIT RECOMMENDATIONS 
None.

9. FINANCIAL IMPLICATIONS

Unavailability of staff above funded levels results in variable pay usage to maintain service capacity and safeguard patient and service user care.

Nurse staffing act principles continue to be reviewed within all our inpatient areas in addition to what has currently been agreed for Adult Inpatient services in addition to transformation work within the services. It is anticipated that it will identify that we are insufficiently staffed which contributes to additional variable pay and staff and patient experience.

10. RECOMMENDATION

· ACKNOWLEDGE the Service Groups Update on Workforce Metrics, Risks and Staff Survey details.
· BE ASSURED of the actions being taken to ensure compliance with workforce metrics to support and improve the health and wellbeing of staff.


	Governance and Assurance

	Strategic Objectives

	Strategic Objectives
(please choose which is impacted)
	People of Swansea Bay live healthier, fairer and more prosperous lives
	☐
	
	Care is high quality, safe, efficient and delivers the best possible outcomes for people in partnerships  
	☒
	
	Care is delivered in partnership with our communities in safe and appropriate setting, supported by innovation
	☐
	
	The health board is a great place to work where staff feel valued and work together towards a common goal
	☒
	
	The health board is a resilient, sustainable and responsible organisation
	☒
	Health and Care Standards

	Standards (please choose which applies)
	Safe Care
	☐
	
	Timely Care
	☐
	
	Effective Care
	☐
	
	Efficient Care
	☐
	
	Equitable care
	☐
	
	Person-centred Care
	☐
	
	Staff and Resources
	☒
	Enablers (please choose which applies)
	Whole Systems Approach
	☐
	
	Leadership
	☐
	
	Workforce
	☒
	
	Culture
	☐
	
	Information 
	☐
	
	Learning, Improvement and Research
	☐
	Quality, Safety and Patient Experience

	Staff health and wellbeing has an impact on staff engagement and experience, and this in turn enables organisational productivity, individual performance and ultimately the quality of patient care and outcomes across the Service Group.

	Financial Implications

	High absence levels will result in variable pay usage in order to maintain the services capacity and safeguard patient care.

	Legal Implications (including equality and diversity assessment)

	Actions taken by the service will be required to comply with employment legislation. 

	Staffing Implications

	Actions taken should contribute to improved employee availability and have a positive impact on staff health and wellbeing.

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

	Developing and retaining a skilled workforce is a key objective of the Health Board and is a fundamental principle of the One Bay Way.
Improving population health is a key objective of the Health Board and the workforce plays a critical role in influencing the wellbeing of future generations.

	Report History

	None

	Appendices

	Appendix 1 - MH&LD Staff Wellbeing Plan
Appendix 2 - Updated MH&LD Sickness absence reduction plan
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