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Current Position
Until recently true workforce planning has been ad-hoc, only completed when staff leave a role and when information is called for as part of the IMTP (Intermediate Medium-Term Plan) every year.  Two years ago, the Health Board (HB) employed a Senior Workforce Development Manager (SWDM) whose role is to assist the different services to carry out more effective workforce planning, particularly as the organisation has started a large-scale change project that involves the whole workforce (HDUHB, 2019).  It is the SWDM’s role to carry out the IMTP every year (see evidence number 6), which informs the Government how many commissioned places in university the HB needs in the next academic year, depending on the vacancies and potential changes. It is the SWDM’s role to carry out the IMTP every year (see evidence number 6), which informs the Government how many commissioned places in university the HB needs in the next academic year, depending on the vacancies and potential changes.  However, I do not feel that this is an effective method of carrying out workforce planning, for a number of reasons.  1) It is meant to be a medium-term plan, however, it is only ever completed to show the forecasted needs for the following year, this is not medium-term.  2)  Service leads only complete this with a view to job vacancies that are currently in place, without even carrying out job analyses or competency frameworks, therefore the ‘actual needs’ of the service/department are not accurately ascertained (Taylor S. , 2010). 3) The IMTP informs the Government how many commissioned places are needed for the following academic year, however, the training for certain posts can take a number of years before that service/department actually sees the results of that ask – nurses 3 years; doctors 7 years minimum.
The HB has a Business Intelligence department that analyses and interprets data on varying workforce aspects, including aging profile, leavers, vacancies against establishment and many more.  This provides the Workforce and Organisational Development directorate the evidence to take forward all actions needed by the various departments within.
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	Leaving Reason
	Leavers

	Death in Service
	4

	Dismissal - Capability
	4

	Dismissal - Conduct
	1

	End of Fixed Term Contract
	20

	Flexi Retirement
	1

	Pregnancy
	1

	Redundancy - Voluntary
	1

	Retirement - Ill Health
	3

	Retirement Age
	64

	Voluntary Early Retirement - with Actuarial Reduction
	6

	Voluntary Resignation - Adult Dependants
	1

	Voluntary Resignation - Better Reward Package
	4

	Voluntary Resignation - Child Dependants
	1

	Voluntary Resignation - Health
	10

	Voluntary Resignation - Lack of Opportunities
	1

	Voluntary Resignation - Other/Not Known
	46

	Voluntary Resignation - Promotion
	5

	Voluntary Resignation - Relocation
	21

	Voluntary Resignation - To undertake further education or training
	2

	Voluntary Resignation - Work Life Balance
	16

	Grand Total
	212



This data indicates that currently the main reasons for employees leaving the HB is due to contracts expiring, retirement, relocation, health, work/life balance and ‘other’.  There is a limit as to what initiatives can counteract the first three reasons; however, there is a possibility that one of more things could be done with regards to health and work/life balance.  A large number of employees (around one quarter, did not want to divulge why they were resigning – this could indicate a problem with engagement and manager/employee relationships.  The OD department could possibly look into this matter and deliver appropriate initiatives to help.

Development
This is an area my line manager is keen for me to progress in as the HB needs more work done to move forward efficiently.  There is a plan for the SWDM to have a team of people to reach out build relationships with operational teams.  Work towards changing culture of teams to be ‘change-ready’ and try and move form short-term planning only, into short- and medium-term planning.  This will take time and resources.  It is anticipated that I will be a part of that team.  Also, with evidence of a consistency of shortages in certain roles, new alternative roles have started to be drawn up across the UK – for example, Assistant Practitioners and Physician’s Associates (NHSEmployers, 2020; NHSEmployers, 2019) – I am to lead a scoping exercise needs to be carried out to ascertain need within our HB, where the need could be, what that would look like, the potential costs, impact, risks, and feasibility of such roles.  
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