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Regular Report from the Director of Workforce & OD 

1. INTRODUCTION
This is a regular report which sets out the key national and local issues impacting on our workforce. It covers the period 1 August to 30 September 2026.

2. BACKGROUND
The following issues are covered in this report:
· 2026 Staff Survey
· Managing Attendance at Work Policy 
· Making Work Pay – Reform of Zero Hour and Similar Contracts
· Agenda for Change Pay Structure Reform
· Harmonising On Call Arrangements
· Agenda for Change Job Evaluation
· Nursing and Midwifery Job Descriptions
· Health Visitors
· Develop and Implement National Terms and Conditions of Service for GPs working in Secondary Care 
· Resident Doctor Contract Reform 
· All Wales Job Planning Policy 
· Physician Associates

3. Key Issues

3.1 2026 Staff Survey
The 2026 NHS Wales Staff Survey launched on 5 October and will run until 30 November 2026, led by Health Education and Improvement Wales (HEIW).
Our participation rate saw a positive improvement last year at 19.1% or 2,954 responses (compared with 12.9% in 2024, an increase of 6%), however, was lower than the national rate of 30%. Therefore, further focus is required across services to improve up-take so that more staff voices can inform meaningful change and improvement.
The "Brew for your View" Campaign that ran last year was funded by HEIW, who gave each Health Board £1,000 for incentives. This year there is no incentive money, however having tracked response rates to evaluate impact of the campaign, the evidence strongly suggested it could not be attributed in increased up-take. This year, focus of our limited resource will be around empowering Service Groups, and particularly line managers, to take ownership of promoting the Staff Survey within their own areas. Culture, OD & Staff Experience have worked with an allocated Communications lead on organisation-wide messaging and locally developed promotional materials and have created a flexible slide deck that leaders and managers can adapt for team meetings and briefings. Practical support and guidance will also be provided, while using response information to target support where it is most needed, particularly those areas with hard-to-reach staff. The aim is to give local teams the tools to create opportunities for staff to take part.
The resources developed to support services are available on the NHS Wales Staff Survey - SBUHB page. We are encouraging Services to promote the survey through mechanisms that work best for their teams locally, rather than relying on centrally organised events.  
Our driver metrics and benchmarks for success going forward are a year-on-year increase in the national survey participation rate and an improvement in the staff engagement score.
3.2 Managing Attendance at Work Policy 
The national policy is under review and being led by the Director of Workforce at Cwm Taf Morgannwg University (CTM) Health Board on behalf of the Directors of Workforce & OD.  An all-day joint partnership session was held on 29 July 2026 to review the policy.  A way forward was agreed including a need to review the prompts and manager discretion elements, as well as the need for a shorter more streamlined policy.  A revised draft policy is expected in October.
3.3 Making Work Pay Consultation– Reform of Zero Hour and Similar Contracts
Following a request to share and submit organisational views on the consultation, a composite response was submitted to Government on 19 August 2026.  The main points made relate to the request to treat NHS Bank arrangements differently from zero-hour contracts due to the mutuality of obligation.   

3.4 Agenda for Change Pay Structure Reform
The Agenda for Change pay structure and Terms and Conditions have been in place since 2004 and in its 2025-2026 report the NHS Pay Review Body (NHS PRB) repeated a recommendation for the UK government to provide the NHS Staff Council with a funded mandate to resolve outstanding concerns with the pay structure.
The UK government response was to accept the recommendation, committing to funding for changes to be made from 2026/27. Pending identification of funding, the Minister asked the Staff Council to begin exploratory discussions to “explore building consensus as to the priority areas of concern with the current Agenda for Change pay structure and approaches for addressing these both in the shorter term under the forthcoming mandate and over the longer-term”. 
The Cabinet Secretary for Health and Social Care for Wales confirmed that he accepted the recommendations and would want Wales to be involved in all and any work on this, including exploratory discussions. 
Workforce Directors have been and will continue to be engaged in preparation for and feedback from these discussions/negotiations. The mandate and memorandum of understanding have been agreed and the modelling has commenced.
3.5 Harmonising On Call Arrangements
A national partnership group has been set up to review the arrangements.  The group has met three times to date and is currently working on the development of All-Wales Compensatory Rest guidance.
It is too early to confirm whether there will be any financial implications for SBUHB from this work.
3.6 Agenda for Change Job Evaluation
The annual audit of Job Evaluation (JE) practice has now been completed across Wales, achieving a 100% response rate from all organisations. The Wales JE Lead has met with JE teams in each organisation to validate the submitted findings. The audit outcomes will be presented to the Wales Partnership Forum Business Committee Terms and Conditions Group, including a recommendation that organisations submit a delivery plan detailing how identified gaps will be addressed and how improvements will be achieved and evidenced
Wales currently uses an IT system called CAJE to record all job evaluation applications and outcomes which are contracted through Zellis and are currently in contract until the end of March 2028.
3.7 Nursing and Midwifery Job Descriptions
As updated national job matching profiles for nursing and midwifery have been published, the NHS Staff Council is urging organisations to ensure they are taking, or have recently taken, action to ensure that the job documentation for these groups of staff describes jobs appropriately and that they have the required capacity, processes and practices in place to ensure robust application of the NHS Job Evaluation Scheme. 
We have set up an internal task and finish group to take this forward.
It is too early to confirm whether there will be any financial implications for SBUHB from this work.
3.8 Health Visitors
Due to changes to the educational standards required for entry onto part three of the Nursing and Midwifery Council’s register, two national job matching profiles from the health visiting profile suite have been archived
· Health visitor – band 6
· Health visitor team manager – band 7

Both these profiles score level 6 for knowledge, skills and experience. The change in educational requirement for these roles sees them requiring a masters-level qualification which would mean level 7 for this factor. As it is not possible to vary factor 2, panels will no longer be able to match to the profiles as they are currently written. Following earlier work undertaken, the development of the Wales Health Visitor job descriptions has now become a workstream of the ‘Strengthening the Specialist Community Public Health Nurse (SCPHN) Workforce in Wales’. One of the key objectives of this work is the development of career frameworks and progression pathways alongside the review of role descriptions. Consequently, the programme has been tasked with developing a suite of job descriptions that supports a range of roles within the future workforce model.
The Director of Workforce & OD for Swansea Bay University Health Board (SBUHB) is a member of this national workstream.

It is too early to confirm whether there will be any financial implications for SBUHB from this work.
3.9 Develop and Implement National Terms and Conditions of Service for GPs working in Secondary Care 
The Tripartite Group (supported by an Employers Group) had agreed on the principle of holiday pay and backstop to April 2022 (recognizing the liability under both the Wages Act 1996 and Working Time Regulations 1998). 
Negotiations regarding the pay structure and “contract” documentation for workers in Out of Hours continues.
Early scoping of the implications of the revised terms has identified a potential cost pressure for SBUHB of c£190k, which has been factored into this year’s plan.
3.10 Resident Doctor Contract Reform 
Following the mandate provided by the Cabinet Secretary in March 2025, negotiations have concluded between NHS Wales Employers and the Welsh Resident Doctors Committee (WRDC).

The Single Lead Employer established an Implementation Programme Board and supporting structure to assist Health Boards and Trusts with the implementation of the new contract. The 2026 terms and conditions have now been implemented across NHS Wales.  

One of the issues being worked through nationally and locally is the working and recording of overtime. Other pieces of work currently being undertaken include:
· New Disbursement of Fines Policy
· Update to Accommodation Standards (Fatigue and Facilities Charter)
· New Roster Policy
· New Job Planning (Work Scheduling) Policy
· Updated Relocation Policy 
· Work on reducing Bottlenecks in training 
· Work on improving Locally Employed Doctor employment

3.11 All Wales Job Planning Policy 
Following discussions at All Wales Medical Directors and meetings with the chair of this group, and, following a lengthy discussion at the British Medical Association (BMA) Negotiations Oversight Group, this work will be taken forward by the All-Wales Medical Director with support from NHS Wales Employers.
3.12 Physician Associates 
The initial meeting of the Welsh Advisory Group for the Leng Review has taken place. NHS Wales Employers has been asked to lead on three of the Leng Review recommendations in collaboration with employers.

3. OPEN AUDIT RECOMMENDATIONS 
Not applicable.

4. FINANCIAL IMPLICATIONS
As set out in the report.

5. RECOMMENDATION
Members are asked to receive the report which is provided for information.

	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

	None Identified

	Financial Implications

	As set out in the report

	Legal Implications (including equality and diversity assessment)

	As set out in the report

	Staffing Implications

	As set out in this report

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

	None identified

	Report History

	Not applicable

	Appendices

	None.
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