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[bookmark: _Toc181530813][bookmark: _Toc215401501]Executive Summary

Society, including the world of work, is changing rapidly due to new technology (Industry 4.0). People are still the main driver of progress and value (Jaiswal, et al., 2022). Comments such as “people are our greatest asset” are flawed if not supported by resource and talent management initiatives (CIPD, 2022).

This paper will explore the principles of talent management and then review the application of these principles in Hywel Dda University Health Board (HDUHB), an NHS organisation employing 14,000 people. It will examine the internal and external factors impacting on the strategy and delivery of talent management using PESTLE and SWOT tools, then critically examine the approach and results achieved, firstly, from an overall strategic view, then through the lens of recruitment, promotion and retention using three findings from the CIPD Resource and Talent Planning Report (Hogarth and McCartney, 2024): -

· Competition for talent remaining high 
· The greater focus on in-house skills
· The Benefits of flexible and agile working 

There are no widely accepted definitions of ‘talent management’. Most definitions require processes to support the employee life cycle (recruiting, promoting and retaining staff).  

These processes are influenced by external factors such as demand for services exceeding the resources available, national workforce and skill shortages.  Internal factors such as the organisation’s culture and ability to deliver plans also affect planning and implementation. Resourcing and talent management is best seen as a system in that all its elements and influences impact on each other (Tsaousiotis, et al., 2025). In summary, effective talent management requires a strategic approach that benefits all staff and the organisation to integrate recruitment, development, retention, and employee engagement to support and deliver sustainable organisational performance.

HDUHB has embraced the need for resourcing and talent management and has produced a Workforce, OD and Education Strategy (Workforce Strategy) that complies with best practice. Data indicates however, that HDUHB continues to have recruitment, promotion and retention difficulties due to the impact of internal and external factors which includes the impact of Covid on the early years of the Workforce Strategy (2020 onwards) and weaknesses in the operational delivery system damaging execution of strategy. 

This report concludes that whilst HDUHB has made serious attempts to address issues of talent management, it is recommended that there is a need to: - 

· Continuously develop and pursue the Workforce strategy.
· Improve talent management initiatives
· Develop the contribution of HR 

This report offers recommendations how the above could be achieved.



[bookmark: _Toc215401502]Introduction
The world is experiencing the fourth industrial revolution (Industry 4.0) due to technological advancements (Picinin, et al., 2023). Jaiswal et al. (2022) identified although technology enables organisational outcomes, it is the workforce who truly drive value and ensure a competitive advantage. This thinking has led to widely cited statements such as “People are an organisation’s greatest asset” to help make people feel valued and attract more resources. This has shaped the Workforce, OD & Education Strategy 2020–2030 (Workforce Strategy) of Hywel Dda University Health Board (HDUHB), which states “our staff are our greatest asset” (HDUHB, 2019b), an NHS organisation employing 14,000 people.

This phrase is also often contested (Bradley and McDonald, 2011). Argyris and Schön (1974) identified that an espoused theory is not always the theory in use. CIPD criticises the notion of people being the organisation’s greatest asset and argue that it risks becoming rhetoric (espoused) without supporting action (theory in use). Supporting action includes transparent workforce reporting and investment in skills, well-being and inclusion (CIPD, 2022). Effective people management, not rhetoric, determines whether employees genuinely create organisational value (Ali, et al., 2021). Talent management rhetoric must be supported by action, throughout the employee lifecycle, if it is to form part of the employer brand and employee value proposition (Cattermole, 2019).

There are no widely accepted definitions of ‘talent management’ (Tsaousiotis, et al., 2025). This paper has considered three definitions (see figure 1 below). 
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CIPD’s definition (2024) emphasises an individual’s value to the organisation and their potential, but risks benefiting ‘high performers’ over a more inclusive approach. The King’s Fund (2015) highlights sustainability, collective workforce engagement and the organisational benefits and thus risks a lack of emphasis on individual career aspirations. The reverse of this is McKinsey and Company’s (2023) broader, employee-experience focus, that is practical but arguably, lacks strategic depth or direct organisational benefit. Some writers even challenge the word ‘talent’ because of lack of definition and feel talent management is another term for good personnel management (Hirsh, 2015).

Definitions suggest processes such as attraction, recruitment, onboarding, skills training plus personal career development, rewards and offboarding (employee lifecycle stages) are needed.

Academics assert that effective talent management needs to be inclusive, strategic and sustainable as opposed to narrow, transactional, elitist practices. Research concludes, firstly, practices need to shift the focus from only high potential individuals to diverse inclusion across the workforce (Thunnissen and Boselie, 2024). Secondly, to influence performance, talent management should be embedded into organisational strategy (Collings, et al., 2024). Thirdly, it requires integrating career development, well-being and engagement to improve retention and ethical practice (Luna-Arocas and Danvila-del-Valle, 2024). Finally, practices should support organisational performance in dynamic and competitive labour markets and is best seen as a complex system (see figure 2) that will benefit from understanding and responding to the strategic context, systems thinking and technology, including AI (Tsaousiotis, et al., 2025).
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[bookmark: _Toc215401503]Evaluation of the internal and external context affecting talent management in HDUHB

To capture the complexity of the strategic environment, external factors affecting talent management can be identified using a PESTLE Analysis (Taylor, 2025) and a SWOT analysis for the internal context (CIPD, 2025c). 
[bookmark: _Toc215401504]External Factors
External factors are those issues outside of the direct control of the organisation that must be responded to (CIPD, 2025a). For HDUHB, these include the demand for services exceeding the supply available, due to an ageing population and health inequalities linked to age, income, location and access to services (Future Generations Commissioner for Wales, 2025).

HDUHB’s strategy is to make a fundamental shift towards the prevention of ill health and not just focussing on treating illness or injury (HDUHB, 2019a). This requires a change in mindset as most clinicians are trained to deal with ill health.
 
The ageing population is reflected in HDUHB’s workforce where the right to retire at 55 puts pressure on staff numbers. The recruitment challenge is exacerbated by national NHS workforce shortages. HDUHB has made progress to stabilise its workforce through a mix of retention, recruitment, and workforce planning initiatives, aimed at reducing reliance on agency staff and ensuring sustainable staffing levels (HDUHB, 2025f).

HDUHB’s experience is consistent with the Labour Market Outlook - autumn 2025 which found public sector organisations are more positive about filling hard to fill posts, concerns down from 44% to 34% (Cockett, 2025).

Technology is impacting at a rapid rate (Picinin, et al., 2023). For example, AI is expected to reduce headcount and influence recruitment and retention (Cockett, 2025). HDUHB’s vision is a fully digitalised Health Board. It employs over 150 staff to harness technology to benefit patients and staff, improve quality, performance and resource management (HDUHB, 2025g).
 
Burnout, increased sickness and reduced staff retention resulted from the pressure of responding to Covid, during and after the pandemic. The pandemic increased waiting lists and raised staff expectations for flexible working and work life balance. These issues make it more difficult to use staff capacity to implement change (Cavalcante de Oliveira, et al., 2023).  Longer term strategies are affected, for example, an operational restructure was delayed from 2020 until 2024/25. More positively Covid has increased the demand for digital services to enable home working and avoid patient travel.
HDUHB’s performance is unsatisfactory. The recovery plan requires changes to structure, process and behaviour. This adds additional pressure to staff who are being asked to ‘deliver today’ and ‘invent a new tomorrow’.
[bookmark: _Toc215401505]Internal Factors

A review of internal factors using a SWOT Analysis (see Appendix 2) indicates that internal factors may impede the ability of the organisation to respond effectively to the external factors (Shatilo, 2019).
[bookmark: _Toc215401506]Strengths and Opportunities

HDUHB’s strengths include that it has a comprehensive Workforce Strategy that emphasises a compassionate values driven culture, recruitment, retention, and enabling staff potential (HDUHB, 2019b). This aligns with modern talent management approaches, (Gallardo-Gallardo, et al., 2020). Initiatives such as apprenticeship schemes, leadership development and CPD opportunities assist career prospects, thus supporting retention and enhancing employee commitment (Collings, et al., 2024).

Opportunities for more agile working exist (Junker, et al., 2025). HDUHB is one of the largest employers in West Wales presenting opportunities for community‑based trainee recruitment.
[bookmark: _Toc215401507]Weaknesses and threats

HDUHB’s success is threatened by high vacancy rates, and services that are not sustainable from a quality, performance and resource management perspective, creating fragility. Internal and external factors place pressure on staff and hinder attraction and retention (Audit Wales, 2023). The rurality of West Wales constricts candidate supply, due to commuting distances and limited career opportunities for families, hindering relocation, thus affecting attraction and recruitment (HEIW and Social Care Wales, 2020).

In addition to fragile services, HDUHB has operational weaknesses, including strategies lacking action plans (Audit Wales, 2023a; 2024), and a financial overspend (HDUHB, 2025e). Weak mutual confidence between leaders and staff also undermines change initiatives.
[bookmark: _Toc215401508]HDUHB Approach to Talent Management

HDUHB supports the need for resourcing and talent management and produced a 10-year Workforce Strategy (HDUHB, 2019b). Figure 3 shows the 8 components to achieve the aim of becoming an employer of choice.

[image: ]
There is significant investment in specialist HR teams to create a way of thinking and behaving that is aligned to HDUHB’s stated organisational values (HDUHB, 2016) through interventions including in-house skills development, coaching, talent pools, flexible working, succession planning, leadership development, team effectiveness and culture change programmes.

This approach is consistent with best practice in talent management models through being a whole system, inclusive approach designed to assist the recruitment, promotion and retention. Analysis of the external and internal factors suggests HDUHB has strategies and plans in place to meet the demands of the external environment.  However, implementation of strategy may be at risk due to internal weaknesses.
[bookmark: _Toc215401509]Results – a critical review

HDUHB supports data driven decision making to assess the impact of its Workforce Strategy and therefore collects and regularly reports workforce data to Board and committees (Yin, 2025). 

Currently, trends in workforce data are not encouraging.
· In-month staff sickness is persistently above the Welsh Government target of 5%. HDUHB had an in-month rate of 6.01% for June 2025 (HDUHB, 2025a). 
· A significant proportion of total absence is long term. Long-term sickness reached its highest level at 4.9% in January 2025 and remained static at 4% in June 2025 (HDUHB, 2025b).
· Anxiety, stress and depression are the leading cause of sickness absence (HDUHB, 2025a).
· Vacancy rates are higher (7.9%) than the average for all Health Boards in Wales (5.4%) (Welsh Government, 2025)
· Workforce shortages remain a challenge and stabilisation is a key strategic priority (HDUHB, 2025e).

The annual NHS Wales Staff Survey 2024 (HDUHB, 2025c) also shows some disappointing results for HDUHB:-



It is interesting that positive results were observed for:-



The executive team has reviewed these positive and negative results and has concluded more work is needed to respond to what the organisation is seeing in the monthly staff voices surveys and the annual staff survey results (HDUHB, 2025c), see figure 4 below.
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Whilst disappointing, other Health Boards in Wales are experiencing similar results and it is difficult to assess whether the results would have been different without the talent management interventions described in the Workforce Strategy (HDUHB, 2019b). It was recognised in the strategy, that culture change takes time. HDUHB offers no timescales for implementation other than the strategy is expected to last 10 years.

In HDUHB, Workforce and OD is organised into specialist teams, using a functional approach, each with a programme of work based on narrow remits. Specialist HR teams could work more collaboratively to deliver bespoke initiatives to operational areas. Improved joint working happens ad hoc, for example, two teams recently collaborated to deliver an intervention to support Allied Health Professionals. A more collaborative approach enables managers to own and develop their own solutions to talent management as clients of the HR function. This is consistent with the Workforce Strategy that acknowledged that culture change will be achieved when it is owned and delivered by managers and staff collectively (HDUHB, 2019b).

Assessment of the impact of initiatives require continuous systematic evaluation to ensure alignment with organisational needs (Deery and Jago, 2015). Otherwise, initiatives may not translate into improved retention (Stahl, et al., 2012). HDUHB has an impressive set of metrics (see above) however, the specific impact of initiatives is rarely assessed.

Overall, HDUHB demonstrates strong intent and innovative practices, but the critical challenge lies in execution. Literature suggests that strategic, evidence‑based talent systems outperform ad hoc initiatives (Collings, et al., 2024). To succeed, the Board must consolidate its initiatives into integrated, measurable plans that mitigate external constraints while maximising internal strengths (Audit Wales, 2023b).

[bookmark: _Toc215401510]Recruitment – competition for talent remains high

The CIPD Resourcing and Talent Planning Report (Hogarth and McCartney, 2024) noted that 69% of 1,000 employers felt competition for talent had increased and 71% reported difficulties in retaining talent. The responses of employers included developing in-house talent (56%), use of automation (agile working) to reduce numbers of staff needed (35%). HDUHB is pursuing these responses to mitigate the effects.

Competition for staff will remain high as the Labour Market Report - autumn 2025 predicts recruitment in healthcare to increase by 10% over coming months and that 74% of public sector organisations are planning to recruit (Cockett, 2025).

[bookmark: _Hlk212366988]Persistent vacancies, changes to international migration rules and workload pressures, risk undermining the employee value proposition and employer brand (Taylor, 2025) and adversely affect attraction, recruitment and retention. The findings in HDUHB are consistent with finding 1 of the Hogarth and McCartney report (2024) in that HDUHB has difficulty filling vacancies, and in June 2025 has a vacancy rate of 7.9% across all staff groups compared to the all Wales organisations vacancy rate of 5.4% (Welsh Government, 2025). The impact of this is a need to use agency staff which adds cost pressure to existing overspend. Competition to attract applicants remains fierce, as all other Health Boards in Wales are experiencing similar issues. There is a need for HDUHB to consider identifying how it can more effectively distinguish itself from other Health Boards in an attractive way by developing a distinctive employer brand. An approach that 81% of organisations are pursuing (Hogarth and McCartney, 2024). 
This could be achieved by identifying unique selling points (USPs) that attract applicants, including the unique location of HDUHB that offers rural, coastal and urban amenities. HDUHB must make sure its employer offer of compassion, values, engagement and flexibility is not just rhetoric but is tangible as staff testimonials are key influencers of applicants (Taylor, 2025).
[bookmark: _Toc215401511]Promoting – Greater focus on developing in-house skills
[bookmark: _Toc215401512]Establishing Talent Pools

HDUHB’s approach to talent management includes establishing talent pools for tiers of existing management and the use of development centres to identify needs. Since 2023, HDUHB has created one talent pool for Aspiring Assistant Directors which has six leaders (HDUHB, 2024). Applications were welcomed from all staff that met the eligibility criteria and obtained endorsement from a suitable sponsor.

HDUHB’s approach reflects contemporary best practice in talent management, as this structured approach enhances leadership pipelines and succession planning (Collings, et al., 2024). However, limiting access to those endorsed by sponsors, risks reinforcing existing hierarchies and excluding diverse talent, a challenge noted in research that highlights the need for transparent, inclusive processes to ensure equity and genuine organisational development (Gallardo-Gallardo, et al., 2020).

CIPD (2025b) has produced a useful guide to identify and mitigate problems associated with talent pools. HDUHB is experiencing some of these issues, for example evidence from some the talent pool participants, indicates disappointment due to limited workplace development opportunities (secondments, projects) after attendance at the development centre (Painter‐Morland, et al., 2019). There is ambiguity surrounding the pathway to an assistant director position following assignment to the talent pool (Gardiner, et al., 2023). Some members have also been unsuccessful in gaining promotion, at the expense of internal candidates that were not part of the talent pool. These disappointments must be addressed if talent management is to be seen as authentic.

A vigorous recruitment process for senior leaders (Band 8c and above) has been developed to populate a new organisational structure, designed to deliver performance in a compassionate way. Applicants are tested for compatible values and desired leadership qualities and behaviours to those described in the organisation’s vision and strategy, through psychometrics, values scenario assessments and a stakeholder event alongside a traditional interview. This approach is in accordance with best practice (CIPD, 2025b). The work in populating the new structure has resulted in a pause in creating further talent pools under the process analysed above.

Various internal development programmes and internal coaching opportunities are deployed as a key means of developing talent (HDUHB, 2023) 
[bookmark: _Toc215401513]Apprenticeships

In 2019, HDUHB launched its ‘Apprenticeship Academy’ to tackle recruitment difficulties, in nursing and reduce the high costs of relying on agency. The initiative aimed to create better career opportunities locally. Historically, many young people left the area to train elsewhere and often did not return once qualified (Cynnal Cymru, 2022).

The Academy has challenges, including the unprecedented number of applications and onboarding of apprentices. In 2021 there were over 600 applicants, with only 40 places on offer due to financial constraints. This was increased to 57 posts. However, are enough being trained to help resolve the vacancy and experience gap? In June 2025, there were 422 registered nurses and their support vacancies (Welsh Government, 2025).

Another challenge is integrating apprentices within the culture of the established workforce. A ‘Reverse Mentoring’ scheme is used to assist integration and allow apprentices to share their experiences and ideas through mentoring members of the Health Board (Browne, 2021). There is little evidence of change resulting from this process.

Apprenticeship workforce planning has encouraged services to look at their future staffing needs and plan. There is an intention to deliver 1,000 apprenticeships by 2030 – This ambition will grow local job opportunities, help to provide better health care, training, skills and promote well-being in the local economy. This seems an ambitious target as there are currently 162 apprentices in total (HDUHB, 2025e) which is 6 less than the 2023/2024 report (HDUHB, 2024).

HDUHB’s approaches are consistent with Hogarth and McCartney Report (2024) and advice, that noted 56% of employers were increasing in-house skills training. Again, the challenge for HDUHB is not creating good strategy but delivering it. 

[bookmark: _Toc215401514]Retention and attraction of talent - Benefits of flexible working offerings increasingly recognised

The Hogarth and McCartney Report (2024) noted 71% of employers said home or hybrid working produced improved attraction and retention. The NHS has a challenge to be able to offer home or hybrid working, as the service relies on ‘hands-on’ interaction with patients. HDUHB has embraced flexible working as part of growing its people centred culture and offers flexible working in terms of hours worked, the time work is carried out, and place of work. HDUHB efforts have been appreciated in the staff survey (HDUHB, 2025c) which showed an increase in positive staff views of 5.6% (from 57.1% to 62.7%) for flexible working and home/work balance. This will help with retention and attraction. 

Flexible working is not the same as agile working. While flexible working is employee-centric, agile working is more of a business-focused approach. The two concepts are linked in that a change to the way of working e.g. use of technology, can set up opportunities for more flexible working e.g. home working (Jones, 2017). 

HDUHB’s Agile Working strategic plan (HDUHB, 2025d) was developed based on a whole systems approach (Ward, et al., 2022; Senge, 2006). It addresses issues such as creating an employee brand and flexible working (Hogarth and McCartney, 2024) and to build a great place to work, to attract and retain staff in a competitive market (Issa, et al., 2019). New in-house digital skills are needed. HDUHB will measure whether there is a healthier and happier workforce through local sickness data, staff engagement data and how successful it is in attracting and retaining talent. The reduction of HDUHB’s carbon footprint will be assessed through data in relation to commutes, corporate expense, fleet data and office utilisation. It will however be difficult to assess the contribution of agile working to staff retention as workforce data is affected by many factors, for example the timing and method of data collection. HDUHB’s does not appear to collect data on the disadvantages of agile working for example loneliness, absence of interaction with colleagues and skills deficits (Stone, et al., 2018).

The agile working strategy is ambitious and provides a way of seizing opportunities as described in the SWOT analysis (appendix 2). However, a measurable plan seems absent and some weaknesses identified in the SWOT analysis such as short-term thinking, workload and burnout are not addressed. How stressed staff will find the time to deliver todays needs and invent a new tomorrow is unclear.
[bookmark: _Toc215401515]Summary and Conclusion

The world is experiencing the fourth industrial revolution. People however remain the main driver of progress and value (Jaiswal, et al., 2022). Comments such as “people are our greatest asset” are flawed if not supported by action (CIPD, 2022). 

Definitions of talent management require processes to support the employee life cycle including recruiting, promoting and retaining staff. These processes are influenced by external factors such as demand for services, health inequalities and national skill shortages. The organisation’s culture and ability to deliver plans affects implementation. Resourcing and talent management is best seen as a system where it’s elements, influence and impact on each other (Tsaousiotis, et al., 2025).

HDUHB’s Workforce Strategy includes measures to develop and improve recruitment, promotion and retention by implementing initiatives such as branding, mitigating competition, in-house skills development, robust recruitment processes, talent management pools, coaching, compassionate leadership and the introduction of flexible and agile working.

Data shows that HDUHB continues to have recruitment, promotion and retention difficulties due to the impact of internal and external factors which includes Covid, that impacted the early years of the Workforce Strategy (2020 onwards). 

Three aspects of resource and talent management have been explored in detail. Competition for talent remains high and a distinctive employer offer is needed. Talent pools and apprenticeships are valuable but need managing carefully and flexible and agile working offer a way of attracting and retaining staff if barriers to implementation are addressed. 

Whilst HDUHB has made serious attempts to address issues affecting talent management, there is a need to continuously develop the current Workforce strategy, improve talent management initiatives and develop the contribution of HR.  
[bookmark: _Toc215401516]Recommendations
[bookmark: _Toc215401517]Recommendation 1 

The current workforce strategy and initiatives should be pursued.
[bookmark: _Toc215401518]Why do this? 
This review has identified the current strategy as a sound response to the external factors affecting HDUHB and supports the organisation’s business strategy.
 
[bookmark: _Toc215401519]How should recommendation 1 be delivered?
· A policy of continuous improvement should be adopted to ensure strategy meets changes in the external context (Claus, 2019).
· All strategies and intentions to have an implementation plan so that progress and impact can be measured (Biron, et al., 2024). This would respond to key finding 7 in the Hogarth and McCartney Report (2024).
[bookmark: _Toc215401520]Costs
A budget exists for this. Care will need to be taken to ensure initiatives minimize costs to assist HDUHB’s financial position.

[bookmark: _Toc215401521]Recommendation 2  
Improve the Talent Management approach.

[bookmark: _Toc215401522]Why do this? 
HBUHB continues to experience recruitment and retention issues. This proposal strengthens HDUHB’s response.

[bookmark: _Toc215401523]How should recommendation 2 be delivered? 
· Improve the employer brand of HDUHB, describing its offer at each stage of the employee life cycle to distinguish it from other Health Boards and improve attraction (Theurer, et al., 2018)
· Talent pools must be actively managed (Collings, et al., 2023). Organisers should review the offer, including the post development centre/job interview support arrangements and ensure work-based growth/remedial opportunities are provided with developmental feedback.

[bookmark: _Toc215401524]Costs 
To engage a marketing consultant to advise on branding, indicative costs are £4,000 plus VAT including travel at 45p per mile and subsistence.

[bookmark: _Toc215401525]Recommendation 3  
Develop the contribution of HR.
 
[bookmark: _Toc215401526]Why do this? 
HR’s key role is to facilitate change and support line managers to create good work and create a high performing organisation that is an employer of choice. These proposals strengthen HR’s offer and are in line with the approach in NHS England (2025). 
[bookmark: _Toc215401527]How should recommendation 3 be delivered 
· By HR working in cross functional consultancy teams with managers and teams as clients to pursue a whole system approach to talent management and address barriers to staff satisfaction and effectiveness (Maley, et al., 2024).  This will accelerate culture change and engage managers and staff to own and resolve improving services, work experience and wellbeing of staff (Enslev Jensen, et al., 2016; Schein and Schein, 2016).

· HR to support and publicise the implementation of the Agile working strategy. Agile working creates opportunities for flexible working which adds to attraction and retention of potential recruits. This responds to finding 4 of Hogarth and McCartney Report (2024).

· Workforce and OD teams should amend programmes in response to staff surveys, monthly voices feedback and resulting executive team conclusions (Burris, et al., 2024; Purcell and Hutchinson, 2023)

[bookmark: _Toc215401528]Costs 
In-house training using an external consultant of HR staff in systems thinking, internal consultancy skills and matrix working may be needed to support cross function working with managers. Indicative cost of £2,500 plus VAT.
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[bookmark: _Toc215401530]Appendix 1 – PESTLE Analysis

	Political

	Economic
	Social

	External forces driven by government and politics
	External forces driven by the economy
	External forces driven by culture and social dynamics


	Lack of a workforce plan for Wales creating qualified staff shortfalls

	Competitive Labour Market
	Ageing workforce and right to retire at 55 years old and ageing population creating shortages of labour and increasing demand for Services
Impact of Covid on patients and staff


	The National Immigration debate and Brexit reducing supply of labour

	High workforce costs.  Threats to sustainability of services
	Growing expectations and demand for Services
Unclear future health needs 


	Uncertainty about the Leadership role of agencies e.g. HEIW

	Financial constraints across the NHS – resource gap 
	Social impact of Covid – work/life balance expectation

	
	Poor state of the Economy creating cost of living issues

	Expectation of flexible working arrangements

	
	
	Health inequalities linked to age, income, location and access to services.


	Technological
	Legal
	Environmental


	External forces driven by technology
	External forces driven by the law
	External forces driven by the environment


	Growth of technology creating skills gaps e.g. use of AI in diagnostics

	Duty to deliver quality services at meets standards within budget
	Global warming the need for environmentally friendly work and recruitment arrangements


	Weak NHS technology strategy and implementation

	Compliance with Welsh Government requirements and governance 
	

	
	
	



[bookmark: _Toc215401531]Appendix 2 – SWOT Analysis
	Strengths
· A workforce strategy exists
· Support for CIPD continuous development
· A talented workforce
· Three clear organisational values
· Work on Compassionate Leadership











	Weaknesses
· Financial position £51.4m overspend
· Welsh Government rating of targeted intervention
· Fatigue/burnout of staff due to demand for services exceeding resources available
· Mutual confidence between leaders and staff
· Reliance on overworked Managers to pursue change
· Short-term thinking
· Absence of clear plans to deliver strategic intentions 
· Silo working of HR and the organisation as a whole
· Fragile services

	Opportunities
· Systems thinking in workforce planning – Audit Wales recommend more integrated workforce planning across Wales to strengthen talent pipelines
· Building on organisational values to enhance retention through wellbeing and agile working
· Expanding collaboration with universities and colleges to secure future workforce supply
· Harnessing digital advancements to improve forecasting and proactive talent management

	Threats
· Uncertainty about what the future health needs and demands on the Service look like
· Earlier retirements at 55 
· Increasing competition for staff
· Rural geography of HDUHB




NHS Wales Staff Survey Results - 2023 compared with 2024

2023 Result	Inclusion	Ability to Contribute towards improvement at work	Compassionate Culture	0.72399999999999998	0.53600000000000003	0.69199999999999995	2024 Result	Inclusion	Ability to Contribute towards improvement at work	Compassionate Culture	0.71499999999999997	0.53100000000000003	0.68799999999999994	



NHS Wales Staff Survey Results - 2023 compared with 2024

2023 Result	Support for Worklife balance	Confidence in line management	Patient safety	0.57099999999999995	0.63500000000000001	0.48499999999999999	2024 Result	Support for Worklife balance	Confidence in line management	Patient safety	0.627	0.69099999999999995	0.57099999999999995	



2 | Page

image3.png
Reputation of Internal and

isati external
organisation paterl

Workforce
planning

Attraction
including
use of
branding

€

planning

Figure 2: Talent Management as a System
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“STAFF ARE NOT INVOLVED IN CHANGE. THERE IS LITTLE
AUTONOMY IN HOW THEY COMPLETE THEIR ROLES AND A
LACK OF CLARITY IN WHAT THEIR WORK RESPONSIBILITIES
ARE. THE ORGANISATION WILL NEED TO REVIEW HOW IT
INVOLVES STAFF IN DECISION MAKING AND CREATING
'WIDER COLLECTIVE LEADERSHIP WITHIN TEAMS AND
DIRECTORATES”

Figure 4- Conclusions in response to staff surveys (HDUHB2025¢)
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Talent management is the systematic attraction, identification, development,
engagement, retention, and deployment of those individuals who are valuable to an
organisation, because of their potential or the critical role they have. (CIPD, 2024)

Talent management is a set of integrated organisational workforce processes
designed to attract, develop, motivate and retain productive, engaged employees. The
goal of talent management is to create a high-performance, sustainable organisation
that meets its strategic and operational goals and objectives. (The Kings Fund, 2015)

Talent management includes all the ways that organizations bring employees on
board, keep them happy and productive, and help them continue to develop their skills
over time. (McKinsey & Company, 2023)

Figure 1 - Definitions of Talent Management




