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1.1 Assess how and to what extent the organisation undertakes workforce and talent planning.  

A meeting was setup for Friday 11th March 2022 to find out the current process. I was advised that the Health Board are currently overhauling their approach, but to date nothing has been finalised for roll out. Health Education and Improvement Wales are doing some work on National, NHS Wales’s level that the Health Board will be aligned to (EV1, LO1, 1.1). Succession planning is for organisations to ensure that they have staff with knowledge, ability, and experience necessary to move into senior roles (Taylor, 2016, p.59).

The Talent and Succession Group will be key in operationalising the National Succession Strategy (EV3) with an initial focus on
Succession Planning for Tiers 1 – 2 and Talent Management and development for Tiers 2 and 3 so there is a clear sustainable pipeline of talent at very senior and executive levels. The Group will include a wide range of clinical, professional and organisational representatives to ensure that its work reflects the multi professional nature of Executive Teams. The Workforce Organisational Development Assistant Director sits on this panel.











There is also the NHS Wales Success Profile document (EV2) for current and aspiring executive directors developed in 2021 by Silver Maple for HEIW. An NHS Wales National Succession Strategy 2017-2027 document is also in place, which sets out the ambition to deliver a pipeline of talent of NHS staff at local and national levels, underpinned by a technical solution through ESR.

Other documents relating to Workforce and Talent planning is the Workforce Regeneration Framework (EV4) which is also mentioned in the Workforce Technical Document for IMTP 2022-25 – Shaping our Workforce for a Healthier Wales (EV6). These documents are linked from the People, Organisational, Development & Culture Committee paper (PODCC). The Health Board is required to submit a workforce plan as part of its submission for the Integrated Medium Term Plan and also to support the PBC application process (EV6A). Within the Integrated Medium Term Plan (IMTP) it relates to the Workforce Modelling & Analysis (Chapter 3), Planning Objectives, Priorities and Workforce Alignment.	 

	Review and alignment of all COVID related programmes for workforce, this means creating “dynamic” models of workforce for different future scenarios 

	Modular Theatre development at Prince Phillip Hospital for workforce, recruitment and alternative models are being considered to commence activity from March 2022

	Urgent Emergency Care programme, for workforce, this programme is currently being reviewed and redeveloped to meet financial constraints

	Bridging service, or as we commence a piece of work “to create a sustainable model of workforce for care at home” with wider partners, the underpinning service and workforce model is essential to delivering on this work



Moreover, there is also the Workforce, Organisational Development & Education Strategy 2020 – 2030 which provides information on Changing Our Culture and the Workforce, OD and Education Strategic Intentions (EV7).


1.2 Analyse internal and external information relating to the organisation’s future people and skills needs and the availability of talent.
Health Education and Improvement Wales (hereafter called HEIW) will support local implementation through OD Practitioner development and a co-produced Talent Management toolkit, utilising research-based models and best practice tools. The overall aim of the Succession Strategy is to ensure a future pipeline of outstanding performers across services within NHS Wales, with at least three shortlisted NHS Wales’s applicants for every Board level position by 2025 (EV3, LO1, 1.2).

In recent weeks HEIW have published a diagnostic tool, and it is being rolled out to organisations to see how they are performing relating to their application of talent management activities in the workplace, which in turn will enable them to identify where their strengths and weaknesses are and what subsequent action’s needs. Such tool will also enable the identification of strategic priorities in relation to talent management and succession planning over the next few years in accordance with NHS Wales Strategy (EV3).

Analysing of internal organisations future people and skills needs and availability of talent can be found by looking at reports from the Health Boards Electronic Staff Record (herein after referred to as ESR). The Staff in Post report refers to age demographic, gender, staff group (Nursing and Midwifery, General Medical Council, General Dental Council, Health Care Professional Council) and job role such staff nurses, Dr’s/Consultant’s, Physio’s, Radiographer’s, Dieticians and these are not exhausted. All of these providing evidence to plan for the future looking at age, staff group’s for gaps/shortages of professional people and skills needed to be able to operate the hospital environment (EV11). There is also the Talent Profile information held on the Employee’s Staff Record (ESS). This highlights Qualifications, other Professional Qualifications, Compliance & Competency, Learning Certifications, Job History, Appraisals and Reviews, Performance Rating (EV12). There is also the academy which works with the service to identify Apprentice opportunities. A ‘pathway’ is then designed and includes qualifications, timelines and placements. Once completed, this is then signed off by the academy Governance group. (EV13). 

Within the Gov.UK (2021) website there are details which relate to shortage occupations for Healthcare and Education within the UK. These relate to Medical Practitioners, Psychologists, Pharmacists and nurses with the list not being exhausted. When having a team’s meeting with the succession planning I was advised that they look at this website analysing job role shortages (EV1).

1.3 Assess the extent to which current organisational planning activities are addressing potential needs.

The Health Board did not currently have a mapping process/system for staff with leadership aspirations/potential in order to create talent pipelines to feed into tiers 1, 2, 3 etc. While the PADR process could potentially capture such information, it is not done on a consistent basis across the HB. Systems/processes for mapping talent across the system is currently being reviewed. In the interim the Organisation Development Practitioner for Talent Management and Succession Planning has been using the Electronic Staff Record (ESR) system, to try and map out workforce profiles across the organisation to identify potential future hotspots which may be as result of a high volume of retirements and/or longstanding hard to fill vacancies to aid the more strategic management of talent (EV3, LO1, 1.3).

Upon liaising with the Succession Planning department, (new tier to the W&OD structure) (EV8), they asked about recording of PADR’s as I am a manager within the ESR team. The succession strategy is looking at ways to capture information regarding PADR’s and I was asked was there a way questions could be put onto ESR within the PADR section, which could be reported on. I advised any enhancements would have to be requested to IBM the provider of ESR, followed up with a Business Justification. I advised I had raised a service request and the reply was that we could put comments e.g. the said questions within that field and they could be reported on. I also advised that another avenue would be if the required questions could be put onto the PADR forms such as within the ‘Performance Appraisal Development Review Core PADR/Core PADR v4’. From my advice comments would be taken forward (EV15). There is also communication for awareness of PADR workshops (EV14), along with ‘Lifelong Learning Funds’ posters situated on the Workforce and OD collaborative teams meeting page (EV16). The Strategy Discover Report was also produced this to applying the initial learning from our pandemic response to the health and care strategy July 2020 (EV5). 

According to the CIPD Workforce Planning Practice guide (2018), once organisations have examined the internal environment, workforce segmentation processes and techniques can be used which will recognise the abilities, skills, knowledge, and other elements needed for present and future workforce roles.
Blank





Cont………….


Evidence for Learning Outcome 1
Email to department regarding Succession Planning – (EV1 – LO1, 1.1)
-----Original Appointment-----
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager
Sent: 11 March 2022 10:30
To: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning)
Subject: Accepted: Succession Planning 
When: 11 March 2022 11:00-11:30 (UTC+00:00) Dublin, Edinburgh, Lisbon, London.
Where: Microsoft Teams Meeting
From: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning) <Leanne.Slaymaker@wales.nhs.uk> 
Sent: 11 March 2022 10:26
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: SP Info for CT
Yes I am – will send you an invite. Will speak then. 😊 
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 11 March 2022 10:25
To: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning) <Leanne.Slaymaker@wales.nhs.uk>
Subject: RE: SP Info for CT
Thanks so much really appreciate this. Are you free 11.00?
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1. Purpose and background
Welcome to the Executive Success Profile.  In addition to the Profile itself, this document outlines its different functions and provides guidance as to when and how it can be applied.  For anyone requiring further information contact details have been provided at the end of the document.
What is the purpose of the Success Profile?
· To provide a holistic and inclusive framework which describes the breadth of qualities, motivations and experiences needed from executive directors in the NHS in Wales both now and in the future.
· To underpin a One Wales approach for supporting and enabling aspiring and existing executive directors throughout their career.

Who was it designed for?
· Those who are considering an executive director role in the future - to increase awareness in relation to readiness, to guide development, and support their transition into a director post.
· Individuals currently operating within executive roles - to support their continued learning, development and growth throughout their executive career.

How was it was developed?
· The Success Profile was developed through wide engagement with leaders at all levels including:
· The CEO of NHS Wales
· Chairs and CEO’s from all of Wales’s NHS organisations and national bodies
· Executive director role models across all professional disciplines
· A broad variety of leaders and middle managers across all disciplines
· These different groups provided information about the current and future requirements of the Welsh Health and Social Care System at local and national levels.  They also provided valuable insight into the challenges and reality faced by executive directors and the broad variety of qualities needed to operate effectively at this level.
· A comprehensive review of key national strategies and white papers was also conducted to ensure alignment of the Profile with the long-term ambitions and cultural aspirations of NHS Wales.  This also ensures the Success Profile is underpinned by the values and principles that we need to define healthcare within Wales over the years ahead.

2. Using the Success Profile
The Success Profile can be used to support individuals at different points in their executive career and is also intended to underpin a national approach to attracting, developing and appointing a diverse range of leaders into executive roles.
How can the Success Profile can help me as an individual?
· If you are considering an executive director post in the future – the Success Profile can help you to measure your current capability and experience against that needed to operate at executive level.  The Profile can also support you in understanding how different aspects of your temperament and preferences may help or hinder your effectiveness as an executive director, and where you might choose to focus your development.

· If you are operating as an executive director – the Success Profile can help you to review your current effectiveness and support you to take a more targeted approach to growing your capability within the role.  It can also provide insights into areas of potential strength that remain untapped together with risk factors that you may need to manage differently.

How does the Success Profile underpin a national approach?
The Success Profile has been designed to be applied to a range of different contexts and to provide a foundation for processes that support the development of a national pipeline of future executive directors.
With this in mind the Profile is intended to support and align the different components summarised in figure 1.  From providing greater clarity for those considering an executive role to giving existing directors a comprehensive framework to focus their development, the Success Profile is intended to support people at each stage of their executive career.Figure 1 Elements of a talent an effective pipeline




	

NHS WALES
NATIONAL SUCCESSION STRATEGY
2017-2027 (EV3, LO1, 1.1)

1. INTRODUCTION

The NHS Wales National Succession Strategy sets out the ambition to deliver a pipeline of talent of NHS staff at local and national levels, underpinned by a technical solution through ESR.

This strategy is designed to be utilised within local NHS organisations to better support consistent mechanisms for succession planning and inform senior level succession planning across both NHS Wales.  

Planning for what is needed now will ensure there is effective capability and capacity in the future.   This will support NHS Wales to identify, develop and fully utilise the potential of NHS staff in the delivery of a world-class health service for the people of Wales.  


2. DEFINITIONS

For the purpose of this document, and to provide clarity, the following definitions of talent management and succession planning are used. 

Talent management is a set of integrated 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 (Kings Fund, 2015).

Succession planning is the process of identifying critical positions within each organisation and across NHS Wales and assessing current staff members who might be able to fill these positions.


3. CONTEXT

Talent management and succession planning is good practice in any organisation.  The focus across NHS Wales has been triggered by an emerging crisis in the recruitment of senior and executive leaders, and the increasing number of roles held by individuals on an interim basis.  This situation creates instability across organisations, impacts on the morale and workload of existing staff and ultimately affects organisations’ ability to achieve their objectives. 

There is a considerable body of evidence to suggest that a vibrant blend of talent management and succession planning provides an important dual function within an organisation.  It lifts individual performance beyond the impact of conventional programmes of learning and at the same time provides an assurance of quality and capability at the point of recruitment into business critical roles.  

In addition to this, the evidence suggests that ‘home-grown’ talent, when undertaken effectively is one of the distinguishing features of world class top performing organisations.

4. VISION

Our vision for NHS Wales is to refresh our national approach to talent management and succession planning to ensure a future pipeline of outstanding performers across services within NHS Wales.   

The implementation of the strategy will deliver a systematic and planned strategic effort across NHS Wales to attract, retain, develop and motivate high-performing staff who meet the short, medium and long-term needs of all organisations. The strategy is based on equity of opportunity, will widen access to support and promote opportunity, resulting in a diverse leadership.
There are a number of elements to this strategy, many of which are already in place or in development in individual NHS organisations across Wales.  This strategy has been developed, to ensure a consistent overview approach across NHS Wales that meets the needs of all organisations but takes account of local differences in specific processes related to talent management and succession planning.

Evidence shows that when investment in individuals is valued and demonstrated, organisations see improved outcomes, better financial results and an engaged workforce and adaptable workforce which will ensure public confidence.

5. THE OUTCOME

This strategy is designed to enable talent to be identified and nurtured at an early stage in the careers of those with potential to be senior leaders.  In this context an effective succession planning approach implemented across Wales will bring the following benefits;

This will result in

· Talent identified at all levels and embedded into organisational processes including PADR/appraisal/job planning processes.
· Improved staff retention at all levels in NHS Wales
· Availability of candidates that can deliver against strategic objectives
· Increased creativity and innovation to solve organisational challenges
· Attractive career pathways within NHS Wales, to support recruitment and retention in line with the Train.Work.Live campaign
· Increased diversity in senior manager positions
· Lower turnover at Chief Executive and Executive levels
· At least three shortlisted NHS Wales applicants for every Board level position by 2025.

CONCLUSION

Refreshing our national approach to succession planning is a vital step towards ensuring a future pipeline of outstanding leaders in senior roles across NHS Wales. When investment in individuals is valued and demonstrated, organisations demonstrate improved outcomes, better financial results and an engaged workforce, that is adaptable to shifting conditions with organisations ensuring public confidence in their future. An implementation framework and supporting toolkit will support NHS Wales in delivering this strategy.  This will ensure synergy between the national and local pipelines and to enable a system that creates the cross organisation and cross sector deployment opportunities NHS Wales needs future leaders to have.  Planning for what is needed now will ensure there is effective leadership capability and capacity and will support NHS Wales to identify, develop and fully utilise the potential of our staff as leaders in the delivery of a world-class health service for the citizens of Wales. 

Email to Senior Workforce Development Manager – Confirming involvement in the Workforce Regeneration Framework (EV4, LO1, 1.1)
From: Tracy Walmsley (Hywel Dda UHB - Senior Workforce Development Manager) <Tracy.Walmsley@wales.nhs.uk> 
Sent: 21 April 2022 09:54
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Hi Catherine 
I can argue yes and know – our space is the assessment of the business need working with services and then the intervention follows, as per Framework below.
Does that help? Happy to discuss. 
Tracy 
 [image: cid:image001.png@01D85565.A7209D60]

From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 21 April 2022 08:47
To: Tracy Walmsley (Hywel Dda UHB - Senior Workforce Development Manager) <Tracy.Walmsley@wales.nhs.uk>
Subject: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Morning
My next assignment is as per my heading, can I just confirm whether there is any involvement from your team regarding identifying a business need for a resourcing activity for the following:-
I have spoken to Leanne Slaymaker for Talent Planning but just wanted to check.
Strategic Discoverer Report, Transformation, Engagement Programme Office/Designing our Future Models of Working & Team Brief March 2022 (EV5)

[image: ][image: ]
Lessons Learnt	
· Workforce
· The health care professional population is disproportionately affected during previous pandemics, both through illness and death 
· Clinical care is compromised as a result of: 
‒ Lag in newly qualified personnel due to loss of personnel through death 
‒ Lack of suitable practical training opportunities during a pandemic and post pandemic due to an overstretched and reduced healthcare workforce
Section 5: Looking In
Our findings through engagement
Health Board’s clinical, operational and corporate engagement
Within Hywel Dda Health Board, we wanted to find out about the changes and innovations that had taken place due to COVID-19 preparedness, and apply this learning to expediting our strategy, 'A Healthier Mid and West Wales'. We were aware that the pandemic had forced many clinical services and corporate functions to work in radically different ways. For example, we knew that many clinical services had introduced new virtual services at pace, and that the Health Board’s ambitions around digitally enabled care could be realised as a result of this. It was important for the Transformation Programme Office to gain a fuller understanding of the changes and innovations that had taken place, and what had enabled these changes, so that we could build upon existing innovations in delivering our transformation programmes. 
We knew that we had a small window of opportunity to engage with clinicians before some services were reintroduced, and whilst their experiences were fresh in their minds. With this in mind, we designed a detailed and robust engagement exercise to enable us to gather this important learning from our key leaders across clinical, operational and corporate areas of work within the Health Board and beyond. Due to the short timeframe, the scope of this engagement was limited to around 160 people. Within weeks, we captured the views of more than 100 senior leaders, mainly through virtual one-to-one interviews. Some people responded to the online version of our questionnaire. 
Government, other Health Boards, the Welsh Council for Voluntary Action (WCVA), and NHS Regional Innovation Hubs.
The following examples of new ways of working established in response to COVID-19 were captured notably, many of these examples were identified in our own engagement within Hywel Dda: 
· Working remotely has increased and is viewed positively 
· There have been reductions in levels of governance/bureaucracy with most comments of this nature praising the increase in pace 
· Organisations report using tools such as Skype, Microsoft Teams, Zoom and WhatsApp to communicate both with internal colleagues, other organisations 
· Sense of camaraderie amongst staff and support for each other. Greater empowerment with less sense of support from management/senior leaders
· Increased communication, e.g. daily COVID emails
· Examples of redeployment and restructuring some services
· Establishment of staff well-being areas and support sessions
Extract from ‘New Ways of Working: Update for Chairs’, by Jane Green, WNHSC, 10 June 2020
[image: ][image: ]
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Workforce Technical Document for IMTP 2022-25 – Shaping our Workforce for a Healthier Wales (EV6, LO1, 1.1)
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People, Organisational Development & Culture Committee paper (EV6A, LO1, 1.1)
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Workforce, Organisational Development & Education
              Strategy 2020 - 2030 (EV7, LO1, 1.1)
Contents

1. Introduction and Context

2. Purpose of the Workforce, OD and Education Strategy 

3. Changing Our Culture

4. The Workforce, OD and Education Strategic Intentions
4.1 Delivering Collective and Compassionate Leadership
4.2 Recruiting and Retaining Great People
4.3 Engaging Our Staff
4.4 Delivering a Workforce Fit for Our Future
4.5 Enabling Our People to Release Their Potential
4.6 Developing High Performing Teams
4.7 Delivering Innovation, System Learning and Change Agility
4.8 Delivering workforce efficiency and effectiveness


· Training - Enabling people to release their potential via education opportunities and career pathways supporting the sector to be employer of choice and attract the right people to the workforce. Developing flexible career structures and portable pathways supplemented by continuing professional development and training. Cross sector competence frameworks will underpin this career portability and education and training programmes. Grow Your Own programmes as a key feature of our workforce for the future. Not only is it a practical example of our commitment to the well-being of Future Generations Act, it is also a vital supply pipeline of new talent and a living example of our social model for health.
· Recruitment processes - Recruitment into volunteering will be across a diverse cross section of our population. Also as part of our approach to increasing our supply of staff, we will continue to promote a range of programmes, which encourage return to practice. Recruiting and retaining an inclusive and diverse workforce and developing talent is crucial to the Health Board being able to deliver its ambition to be an employer of choice. Recruiting and attracting new people, retaining our existing people and managing and developing talent is essential to delivering our workforce challenges and critical to our success.
· Learning  - To build capacity for innovation, learning and change;
· Flexible Work Arrangements - wherever possible support agile and flexible working. Our staff benefit package will form part of our offer to attract and retain staff.
· Pay & Reward – Total reward package – implement flexibility to meet objectives for employer of choice, implement terms and conditions in accordance with national policy. Provide a responsive job evaluation process to promote fairness and equity.
· Enhancing the range of staff benefits on offer to all UHB staff.
· Equality – good relations in day to day practices, closing pay gaps for gender pay gap, promoting welsh in the workplace, paid jobs for people with learning disabilities.
· Learning - Delivering our Health Board cultural change programme over the next 10 years will require focus, concerted effort, resources, reflection on outcomes and practice, and learning on an ongoing basis, from the Board and at all levels of the organisation. 
· Health & Wellbeing at work - An Occupational Health service is available which is responsive and provides support for prevention, early intervention and fast track to services and management where appropriate. An employee Psychological Health and Well-being service is available for staff to access, providing counselling and intervention; 
· Staff engagement - A variety of feedback mechanisms are in place so that staff can provide feedback and their voices can be heard; Staff surveys results and engagement indicators are used to enable wards, departments and community based teams to develop and implement actions that are important for staff at a local level and a Health Board level.


The Organisational Development pillar hierarchy (EV8)
The Organisational Development pillar hosts 5 functions which work together in an integrated way to help us transform and continuously improve our working cultures so that staff have a better experience at work, feel supported and can deliver a better quality of care for our patients. 
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WF OD Directorate Organisational Development (EV9)
Head of Organisational Leadership & Development (EV10)
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List of Health Board reports to analyse information regarding future people and skills needs and the availability of talent (EV11, LO1, 1.2)
	Employee Number
	Employee Name
	Person Type
	Gender
	Marital Status
	NI Number
	Age
	Organisation Name
	Position Number
	Position Title

	Area Of Work
	Staff Group
	Role
	Pay Grade
	Grade Step
	Length of Service (Years)
	Length of Service (Months)
	Fixed Term End Date
	Fixed Term Temp Cont Reason
	



List of standard reports 
[image: ]

Talent Profile within the Electronic Staff Record (ESR) (EV12, LO1, 1.2)
[image: ]
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Details on the Health Board’s future people and skills needs & the availability talent (EV13, LO1, 1.2)

[14/04 12:02] Andrew Cavill (Hywel Dda UHB - Apprenticeship Academy Co-ordinator)
Apprentice assessment days
Hi all! The Academy assessment dates for the 2022 Health Care Apprentices have changed to the following: Pembrokeshire - Tuesday 28th June 2022. Carmarthenshire - Wednesday 29th June 2022. Ceredigion - Thursday 30th June. We would love it, if you could come and support us on those days. This is a great opportunity to meet some amazing candidates and help us choose our future Apprentices and Nurses. Please contact myself or the Academy team, if you can support or if you have any questions.  Thank you in Advance.  Andy and the team........                       
Email to Andrew for the Apprentices and Allyson for the Grow your own (EV13, LO1, 1.2)
Thanks very much.
I remember asking something about apprentices when I was filling in my pdp and have just found it.  This is what you sent me in March.  I haven’t re-read it but is it still relevant?  I have copied your details that were in the current teams collaborative forum.  After that sentence are the details you sent me in March.
Hi Catherine.
No problem at all. Please see below…..
Stage 1 – The Academy works with the service to identify Apprentice opportunities. A ‘pathway’ is then designed and includes qualifications, timelines and placements. Once completed, this is then signed off by the academy Governance group.
Stage 2 – social media and web campaign is launched, following the agreed timeline. Information events are held and the job adverts will then go live. 
Stage 3 – After shortlisting, an assessment day is carried out. These include interviews and assessment tasks specific to the service. All Attendees receive feedback on a separate day, regardless of success. Once the Apprentices have been selected, the normal process starts, pre-employment, induction. The Apprentices will also receive a separate induction from the college. 
Problems faced through COVID – The decision was made to put apprentice recruitment on hold to avoid risk and to concentrate on COVID recruitment. The main problems were having to change the entire process to virtual events, including the information events. 
I hope this is ok?

Many thanks
Andy
From: Andrew Cavill (Hywel Dda UHB - Apprenticeship Academy Co-ordinator) <Andrew.Cavill@wales.nhs.uk> 
Sent: 29 April 2022 12:26
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: apprenticeships
Hi Catherine.
More than happy to help. 
If you let me know exactly what you need, perhaps a quick catch up to discuss. 
Andrew Cavill
Cdlynydd Academi Brentisiaethau/Apprenticeship Academy Coordinator
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 29 April 2022 11:05
To: Andrew Cavill (Hywel Dda UHB - Apprenticeship Academy Co-ordinator) <Andrew.Cavill@wales.nhs.uk>; Allyson Thomas (Hywel Dda UHB - Grow Your Own Programme Nurse Manager) <Allyson.Thomas@wales.nhs.uk>
Subject: apprenticeships
Importance: High
Hi Both
I wonder if you could help me please.
I am doing my CIPD and there is a question - Analyse internal information relating to the organisation’s future people and skills needs and the availability of talent. 
I was wondering if you could advise the current process with apprenticeships/grow your own so I can show evidence of what the Health Board currently have in place.
Maybe a paragraph or attachments would be helpful as I am conscious that you are very busy.




Detail on teams collaborative meeting regarding awareness of PADR Workshop (EV14, LO1, 1.3)

[04/03 16:31] Daniel Blyth (Hywel Dda UHB - Culture & People Specialist (Experience and Wellbeing)
Prynhawn Da and Happy Friday smile
Just a reminder to colleagues across Workforce and OD, you are welcome to attend the Performance Management / PADR Workshop.  The OD Team are making great progress in changing attitudes towards PADRs and we would encourage all WF&OD colleagues to champion this message too. 
You can sign up by clicking here. 

Email to Talent Management & Succession Planning regarding PADR and processing details in the Electronic Staff Record to capture details for reporting and to be compliant as a Health Board for recording of PADR’s (EV15, LO1, 1.3)

Hello
No problem best to look at every avenue if not for now maybe in the future.
Attached is the reply I had in June last year, but as said I resent to find where I was entering would come out on a report.
I have now had a reply and will send that in a moment.
Thanks
Cath
From: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning) <Leanne.Slaymaker@wales.nhs.uk> 
Sent: 22 March 2022 11:14
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: PADR conversation
Hi Cath, 
Thank you for this. It’s so helpful. Of course, more than happy to help. Just get in touch when you need me. 
Thank you, 
Leanne 



From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 22 March 2022 09:10
To: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning) <Leanne.Slaymaker@wales.nhs.uk>
Subject: RE: PADR conversation
Ok thanks.
I have also raised a service request to confirm that where details are inserted in the ‘overall comments’ section that this will show in the report.  They have confirmed it will, but I have gone back for confirmation and highlighted to them that where the info is inserted, that is where the report will pick it up from.
Thanks 
Cath
From: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning) <Leanne.Slaymaker@wales.nhs.uk> 
Sent: 22 March 2022 08:37
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: PADR conversation
Thank you Cath.
I did email Jackie about this – hopefully I will get some positive news back. 
Hope you had a lovely break last week 😊 
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 22 March 2022 08:24
To: Leanne Slaymaker (Hywel Dda UHB - Organisation Development Practitioner: Talent Management & Succession Planning) <Leanne.Slaymaker@wales.nhs.uk>
Subject: PADR conversation
Hi Leanne
There is a section where we put ‘overall comments’ such as what went well etc and maybe this is where the questions we discussed could be inserted too. We also discussed whether the questions you required asking could be put on the padr forms below (2nd screenshot). Maybe the Performance Appraisal Development Review Core PADR/Core PADR v4.
[image: cid:image004.jpg@01D83DF3.4B1F0120]

	

	
	

	

	


Screenshots of Lifelong Fund (EV16).
	


[01/03 16:10] Gemma Littlejohns (Hywel Dda UHB - Learning & Development Manager)
The Lifelong Learning Fund is being launched!
Siwmae HDD_Collaborate Workforce Forum dydd Gŵyl Dewi hapus!
We are delighted to inform you that our Lifelong Learning Fund has launched today. Further information is available by scanning the QR code within the posters attached.
You will soon see communications appearing via the Hapi app and Global, but in the meantime, feel free to share any of our posters.
If after receiving the information pack, you have any questions, please let us know.
[image: ][image: ]
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​[20/01 15:27] Scott Thomas (Hywel Dda UHB - Education & Compliance Advisor)
Hi all, just a message to advise there are still a few places left on this years CIPD Level 3 enrolment. If this is something that is of interest to you then please have a look at the information below, then have a conversation with your manager in the first instance. If you are granted approval from your manager, please reach out to workforce.development.hdd@wales.nhs.uk so we can get the ball rolling. Applications are needed before the end of the month. https://www.uwtsd.ac.uk/foundation-people-practice/
[21/01 09:52] Daniel Blyth (Hywel Dda UHB - Culture & People Specialist (Experience and Wellbeing)
Bore da pawb.  Just a reminder that CIPD Wales run a range of CPD events throughout the year.  All are free to CIPD members and students and cover a breadth of topics.
CIPD Wales Events | Eventbrite 
(8 liked) CIPD Wales www.eventbrite.co.uk
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References for Learning Outcome 1 
CIPD (2018) Workforce Planning Practice. London. CIPD.
GOV.UK (2021) Skilled Worker visa: shortage occupations. Available at: 
Skilled Worker visa: shortage occupations - GOV.UK (www.gov.uk) (Accessed: 30 April 2022).
Taylor, S. and Woodhams, C. (2016) Human Resource Management: People and Organisations. 2nd edn. London: Chartered Institute of Personnel and Development.
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2.1 Make reasoned recommendations for how the organisation can maintain an appropriate number of people with the skills required by the organisation. 

Organisations need to constantly review policies and practices so they can expand the contribution of the resourcing and talent management function to organisation success (Taylor, 2022, p.8-9). I work under the hierarchy of W&OD department, however, as shown in (EV8, 9 & 10) there are pillars, and one of the pillars is Organisational Development to which the succession planning team sit. As I work in the Resourcing and Utilisation pillar I have reviewed documents and report on findings and it appears that the skills required are continually being looked at from all avenues within workforce. 

The overall aim of the ‘National Succession Strategy’ (EV3, LO2) is to ensure a future pipeline of outstanding performers across services within NHS Wales, with at least three shortlisted NHS Wales’s applicants for every Board level position by 2025. This document also sets out succession planning for Tiers 1 – 2 and Talent Management and development for Tiers 2 and 3 so there is a clear sustainable pipeline of talent at very senior and executive levels. The outcome is that this strategy is designed to enable talent to be identified and nurtured at an early stage in the careers of those with potential to be senior leaders. In this context an effective succession planning approach implemented across Wales will bring the following benefits;

	Talent identified at all levels and embedded into organisational processes including PADR/appraisal/job planning processes

	Improved staff retention at all levels in NHS Wales

	Availability of candidates that can deliver against strategic objectives

	Increased creativity and innovation to solve organisational challenges

	Attractive career pathways within NHS Wales, to support recruitment and retention in line with the Train.Work.Live campaign

	Increased diversity in senior manager positions

	Lower turnover at Chief Executive and Executive levels



The purpose of The ‘NHS Wales Success Profile’ is that a holistic and inclusive framework is provided which describes the breadth of qualities, motivations and experiences needed from executive directors in the NHS in Wales both now and in the future. Also to underpin a One Wales approach for supporting and enabling aspiring and existing executive directors throughout their career (EV2)

‘The Workforce, OD and Education Strategy 2020 – 2030’ (EV7, LO2) states that Delivering our Health Board cultural change programme over the next 10 years will require focus, concerted effort, resources, reflection on outcomes and practice, and learning on an ongoing basis, from the Board and at all levels of the organisation. Employer of Choice with (1) Delivering Collective and Compassionate Leadership, (2) Recruiting and Retaining Great People, (3) Engaging our Staff, (4) Delivering a Workforce Fit For our Future, (5) Enabling our people to release their potential, (6) Delivering high performing teams, (7) Delivering Innovation, System Learning and Change-Agility, (8) Efficiency & Productivity. The Standard Chartered Bank has a head office in London, although the majority of its profits are from work in Asia, Africa and the Middle East. It operates over 50 countries with 100 different nationalities, and due to this being a competitive nature, the bank has to work hard so that they can retain the best talent (Marchington and Wilkinson, 2009, p.287).

Having analysed the documents I can advise on PADR’s. I recommended that any enhancements would have to be requested to IBM the provider of ESR, followed up with a Business Justification if they were in agreement (this conversation was verbal). I advised that I had raised a service request and that the reply was that we could put comments e.g. the said questions within that field and they could be reported on (EV8). I also advised that maybe another avenue would be if the required questions could be put onto the PADR forms such as within the ‘Performance Appraisal Development Review Core PADR/Core PADR v4’. From my advice comments would be taken forward (EV15). The other is that I can recommend that as all managers have access to the Talent Profile (EV12), which provides a good idea of the current staff within departments and their talent, this can help the pathway for assessing a number of people with skills required. One thing I will take away from this is to also find out if the ESR system holds a report that shows details of staff’s talent profile. The succession planning department already have access to the staff in post reports (EV11) to enable them to evaluate age, staff groups, location etc.
I decided to look at the ‘Strategic Discover Report 2020’ (EV5) paper to see if I could find anything to recommend that had taken place when the pandemic hit. This paper was very thorough and there was nothing I could evaluate to propose recommendations. The Health Board wanted to find out about the changes and innovations that had taken place due to COVID-19 preparedness, and apply this learning to expediting our strategy, 'A Healthier Mid and West Wales'. The Health Board were aware that the pandemic had forced many clinical services and corporate functions to work in radically different ways. There was a small window of opportunity to engage with clinicians before some services were reintroduced, and whilst their experiences were fresh in their minds. With this in mind, the Health Board designed a detailed and robust engagement exercise enabling to gather this important learning from our key leaders across clinical, operational and corporate areas of work within the Health Board and beyond. Due to the short timeframe, the scope of this engagement was limited to around 160 people. Within weeks, the Health Board captured the views of more than 100 senior leaders, mainly through virtual one-to-one interviews. Some people responded to the online version of the questionnaire. A large proportion of respondents said what worked really well, and what brought staff and teams together was working to one clear, common goal.
The final report I evaluated was the ‘People, Organisational Development & Culture Committee’ (EV6A) and from this it is clear that this report brings to light the Workforce Plan. Key elements were as follows:-
	Key workforce metrics to support the workforce planning approach

	Starters and leavers by staff group

	The approach taken to develop a strategic workforce plan

	Workforce density by geography

	Workforce gap

	Road to new hospital 


The recommendations were as such: 
· The People, Organisational Development & Assurance Committee is requested to support the further development of the model and take assurance that a workforce plan is in existence albeit needs further refinement and development. 
· The plan will be supported by an educational plan which will be developed as the detail of roles for the future are know which will support the development of the financial plan required upstream of staffing requirements to enable better financial planning.
The key workforce metrics to support the workforce planning approach (EV6A) shows headcount by staff group from March 2021 being 10,858 to February 2022 11,092. 
The only recommendations I could advise is for flexible working shared posts, if staff retire and return could they come back on reduced hours and job share. Also whether there are enough posts advertised for those with protected characteristics.


Evidence for Learning Outcome 2
All evidence can be found in LO1 evidence section. The reason I did not insert is due to duplication and this would increase the page numbers causing the paper to be larger than needed.
References for Learning Outcome 2
Marchington, M. and Wilkinson, A. (2009) Human Resource Management at Work. London: Chartered Institute of Personnel and Development.

Taylor, S. (2022) Resourcing and Talent Management. 8th edn. Ashford Colour Press Ltd.
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3.1 Identify and explain the rationale for a specific resourcing activity within the organisation.  
Developing Job Descriptions/Person Specification 
Job Descriptions at the moment are being reviewed by myself and my managers due to tasks changing/updating as originally the JD’s were reviewed in 2014. In 2011 the Electronic Staff Record system was rolled out to managers and JD’s were reviewed in 2014 upon implementation moving forward. As rollout has come to an end job roles/tasks have changed and to ensure they are still relevant they require reviewing. An email from my manager confirms to take this forward (EV17). Job descriptions when done correctly, don’t only convey a great place to work, but they attract candidates who are right for the job to apply. This will help companies to recruit talent more proficiently LinkedIn (2016).

3.2 Agree roles and responsibilities with other contributors to the activity. 
After having a 1-2-1 with my manager (EV17) we discussed my role and responsibility in the exercise, with step one being to review the band 4 ESR Support Officer job description and person specification, with the responsibilities being that I ensure that:-

· It is still suiting the business need of the team.
· It is still reflective of the role that is in place considering the changes in service need and response to other changes in the Organisation.
· Ensure that should this role need to be recruited into, we would be in the position for you to enter onto TRAC ASAP. This will require a brief description that would be on the face of the advert (under Advert details on the TRAC guidance - Creating a vacancy request - Trac: User guide.
· Check job profiles if required National job profiles | NHS Employers.
· Confirm with Senior Workforce Manager: Efficiency, Job Evaluation and Business Support whether all roles for review e.g. band 2 & 3 are to be submitted the same time or at a later date.

Job analysis has an important part to play in, identifying training needs, determining pay differences, establishing performance targets and setting up new organisational hierarchy (Taylor, 2022, p.65). 
 
3.3 Identify organisational procedures and legislative requirements which underpin the activity. 
I contacted the relevant manager explaining that I already had a job description but it is being amended quite a lot. We verbally discussed the process and I was pointed to the Health Boards intranet site, where there are templates, useful information and links for job evaluation. I asked the question as to whether there was any other organisational procedures and legislative requirements I was to be made aware of and I was advised that I could refer to the National Profiles and the Job Evaluation Handbook, specifically the 16 factors that every job description must be scored against. I was advised verbally also that should the job go to advert to be made aware of the ‘Discriminatory Words and Phrased in adverts and Person Specifications (EV18). The procedure for amending a job description was as advised via  (EV18), but also via (EV17) from an email with my manager shown below for FAQ:-

· If I have amended a JD slightly (little changes) will it need to be submitted for matching? 
No it wouldn’t necessarily need re-matching but it would need to be sent to me to check that the changes are not “significant” (which would then mean it would have to be re-matched)

· If changes are made, do you need to see all changes tracked on a JD/Person spec?
Yes please - the best way for me to check updated JDs to determine whether they need to be re-matched is through a tracked changes version
If the changes are significant, we would submit the JD (no tracked changes) to Job Evaluation JobEvaluation.HDD@wales.nhs.uk  for matching.
Job descriptions convey the tasks to be carried out, while person specifications shape the human attributes seen as essential to do the job (Marchington and Wilkinson, 2009, p.237).
3.4 Plan and prepare for agreed role, ensuring the availability of any materials or resources required.
In order to work towards the task in amending/updating the Job Description and Person Specification I decided to draw up a plan (Gantt Chart) which would enable me to plan, and prepare to complete the job within a timescale (EV19). One of the main documents in recruitment and selection activities is the job description (Taylor, 2016, p.297).

The resources required was that I needed to be able to access the Health Board’s website to download the materials required to perform the task as these were situated Health Board’s website under the Workforce/Efficiency, Job Evaluation and Business Support tile. These include the following:-

· Job Description Template and Agreement Form (EV20) 
· Job Evaluation details, requesting job match, creating new post, rebanding a post (EV21)
· Discriminatory Words and Phrased in adverts and person specifications (EV22)
· Re-Evaluation of Pay band Policy and Procedure (EV23)
· National job profiles – NHS Employers (EV24)

3.5 Undertake agreed role in a timely and accurate manner, in line with organisational procedures and legislative requirements. 
In order to undertake the role I referred back to my plan (EV19) ensuring I worked in accordance with the Health Boards procedures and legislative requirements such as reviewing the forms/templates firstly making sure they were current and relevant and any wording changed was legally correct (EV22) and secondly noting whether it was an amendment to the job description or a re-evaluation (EV20-24). The job description form that I was updating/amending had not changed so I could use a track system for updating the current job description and my manager could see where I had made changes. As the changes are quite significant it became apparent that it may be a re-evaluation but once the changes had been signed off by my manager I could submit the re-evaluation form to the relevant department.  I also updated the person specification with track changes (EV25). Job redesign needs to be in line with the organisation’s structure when determining job roles and what a job involves CIPD (2021). 

3.6 Reflect on the effectiveness of the resourcing activity in meeting required objectives and report back to stakeholders.

As the job descriptions were job matched in 2014 it was necessary to re-evaluate, however, firstly we were only looking at the band 4 job, and would then evaluate the others at a later date. There were a lot of changes since 2014 (EV25) as the roll out of a project had finished and therefore it was now more of providing help/guidance to managers. The email from my manager confirms that I had made a great start and done a good job as they were not easy to review, write and update. Moreover, that the process will be a lengthy one as it needed to be reviewed by two of my managers before resubmitting for matching. This also provided me with an insight into how much the job role had actually changed and what was being done differently (EV17).  As a manager it also provided me with knowledge of the process and the forms (EV20-24) required in redesigning/designing a job description, also that the job in the future may need to go out for advert and I will become involved in that process using the TRAC system (EV17). 

 


Evidence for Learning Outcome 3
Email with manager regarding Job Description for possible re-matching EV17
Ok great thanks
On the person spec I think anything new I put in here was from the jd I had off bank office to work with when I added w/l details.
Ok I’ll ask Sharon whether we she wants the 2, 3 & 4 together. Please see reply in bold for para below
A few other points to add in that I think we need to draw in
· Deputising for you – this may be new but hasn’t done before and not sure to what depth deputising will be.  Although I know good to grow 
· Proactive identification of issues with data cleansing 
· Participating on sub-groups on an all Wales basis – yes good to put in if doing this in future
· ESR Go – do we need this post to be the support/link with rostering? 
· Update competencies- if the subject matter expert decides the competency is not correct for a role then adjust
· Understanding complex hierarchies 
· Maintaining complex hierarchies. 
· Training/supporting the band 3/2 in the team – 
· Is there anything specific in the band 3 that needs to come into this? 

From: Sarah Barnes (Hywel Dda UHB - Workforce Manager: Systems and Workforce Intelligence) <Sarah.AM.Barnes@wales.nhs.uk> 
Sent: 29 April 2022 15:39
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Cc: Michelle James (Hywel Dda UHB - Head of Digital Workforce Solutions) <Michelle.James@wales.nhs.uk>
Subject: RE: ESR JDs - Band 4 Review
Hi Cath, 
Great start on this thank you, really good job these are not easy to review, write and update. 
Please see attached with some comments in. 
This will be a lengthy process, so you won’t have a finalised JD/PS ready to match for Tuesday especially as Annmarie & Michelle will want to review and comment on this before it is submitted for matching. 
We will need to look at rearranging some paragraphs I think as the job purpose/summary is a bit long; I think a number of the points here need to go under specific headings. 
A few other points to add in that I think we need to draw in
· Deputising  for you
· Proactive identification of issues with data cleansing 
· Participating on sub-groups on an all Wales basis
· ESR Go – do we need this post to be the support/link with rostering? 
· Update competencies- if the subject matter expert decides the competency is not correct for a role then adjust
· Understanding complex hierarchies 
· Maintaining complex hierarchies. 
· Training/supporting the band 3/2 in the team
· Is there anything specific in the band 3 that needs to come into this? 

We need to think what the role needs to do going forwards not just what it is doing now – this will be the same for all JDs we look at. 
Can you possibly ask Sharon if it would be easier for her to have the band 2,3 &4 at the same time or not? 
I will touch base with you next week to put in a suitable time for Michelle, you and I to get together and have the discussion on objectives and the direction of ESR.
I have copied in Michelle in case there is anything that springs to mind that she feels this role has to be doing that I have not picked up on. 
Diolch / Thank you  
Sarah Barnes  
Rheolwr y Gweithlu: Systemau a Deallusrwydd y Gweithlu/Workforce Manager: Systems and 
[bookmark: _MailOriginal] From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) 
Sent: 28 April 2022 13:17
To: Sarah Barnes (Hywel Dda UHB - Workforce Manager: Systems and Workforce Intelligence) <Sarah.AM.Barnes@wales.nhs.uk>
Subject: RE: ESR JDs - Band 4 Review
Hi Sarah

I have had a look at the JD as attached and can have amended accordingly.
Please can you have a look as I am hoping to meet with Sharon on Tuesday.
Thanks
Cath
From: Sarah Barnes (Hywel Dda UHB - Workforce Manager: Systems and Workforce Intelligence) <Sarah.AM.Barnes@wales.nhs.uk> 
Sent: 26 April 2022 10:04
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: ESR JDs - Band 4 Review
Hi Cath, 
As we have discussed, we are systematically reviewing the JDs of the team to ensure they are still relevant (some are old) so as part of this we are staring with Band 4 ESR support officer. 
As Agreed, your role in this exercise (step 1) is to review the band 4 ESR Support Officer JD & person specification.
You are to ensure 
· That it is still suiting the business need of the team.
· It is still reflective of the role that is in place considering the changes in service need and response to other changes in the Organisation.
· Can you also ensure that should this role need to be recruited into, we would be in the position for you to enter onto TRAC asap. This will require a brief description that would be on the face of the advert (under Advert details on the TRAC guidance - Creating a vacancy request - Trac: User guide

If you are unsure about some of the job profiles please see link to help - National job profiles | NHS Employers
Or alternatively happy to have another discussion to ensure it sits with the document team/service objective in your PADR. 
To confirm from your queries re processes for amending the JD – we have had the responses in red to the 2 questions from Job evaluation: 
1 – If I have amended a JD slightly (little changes) will it need to be submitted for matching? 
No it wouldn’t necessarily need re-matching but it would need to be sent to me to check that the changes are not “significant” (which would then mean it would have to be re-matched)
2 – If changes are made, do you need to see all changes tracked on a JD/Person spec?
Yes please- the best way for me to check updated JDs to determine whether they need to be re-matched is through a tracked changes version
If the changes are significant, we would submit the JD (no tracked changes) to Job Evaluation JobEvaluation.HDD@wales.nhs.uk  for matching.
Diolch / Thank you  
Sarah Barnes  
Teams meeting with Senior Workforce Manager EV18
From: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk> 
Sent: 03 May 2022 13:25
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: cipd 3 Identify organisational procedures and legislative requirements which underpin the activity
Yes, you could refer to the National Profiles and the Job Evaluation Handbook, specifically the 16 factors that every JD must be scored against.
Sharon
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 03 May 2022 12:40
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: cipd 3 Identify organisational procedures and legislative requirements which underpin the activity
Sorry me again
Thanks for the explanation of how the process is run and for agreeing to meet with me once I have the JD’s signed off with my managers.
Can I please check that the national profiles relate to organisational procedures and legislative requirements and that there is nothing else as a HB I need to be aware of. Identify organisational procedures and legislative requirements which underpin the activity. 
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) 
Sent: 28 April 2022 14:00
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: JD for examining
Hi Sharon
I have just send a team’s invite.
I have changed the JD quite a bit and have attached prior to our meeting so you can peruse as you will see it was first matched 2014.
Please let me know if you wish to discuss prior to us meeting.
Thanks again.
Cath
[image: ]
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) 
Sent: 28 April 2022 12:29
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation

Yes great thanks.
Do you or shall I put in a team’s diary date
From: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk> 
Sent: 28 April 2022 11:53
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Is 10am any good?
Sharon
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 28 April 2022 11:28
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Hello
I finish at 3.15 (to pick up other half).  I have a meeting 1-2 is there another time you are available.
From: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk> 
Sent: 28 April 2022 10:47
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Hi Cath
Yes of course, I would be happy to go through this with you.
How about Tuesday 3rd at 3pm?
Sharon

From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 28 April 2022 10:31
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Hi Sharon
I have a JD that I would like to go through with you as to whether it needs re-matching.  Could we please put a date in the diary for next week.
Hope that’s okay.
Thanks
Cath
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) 
Sent: 20 April 2022 15:00
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
After next week’s lecture is fine.  I just want to start this as my evidence.
Thanks again. 
From: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk> 
Sent: 20 April 2022 14:58
To: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk>
Subject: RE: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Course Cath! Let me know when you want to meet, before or after next week’s lecture?
Sharon
From: Catherine Thomas (Hywel Dda UHB - ESR Administrator/Workforce Information Manager) <Catherine.Thomas@wales.nhs.uk> 
Sent: 20 April 2022 14:48
To: Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) <Sharon.Richards50@wales.nhs.uk>
Subject: CIPD for Contributing to Resourcing and Talent Planning in the Organisation
Hi Sharon
I was wondering if we could have a meeting/teams regarding the Developing job descriptions etc section of the following.
I am thinking the others are from recruitment and I have liaised with them.
Thanks in advance.
	Plan for amending/updating Job Description, Job Specification EV19
	

	
	

	
	
	
	

	2022
	 
	 
	 

	Task
	May 
	June 
	July 

	Preparation required
	 
	 
	 

	Setup meeting with manager regarding reviewing JD
	 
	 
	 

	1-2-1 with manager to go through which JD's to review
	 
	 
	 

	Agree role and responsibilities
	 
	 
	 

	Use this plan for timescales
	 
	 
	 

	Materials/Resources required 
	 
	 
	 

	Computer required for teams with relative staff
	 
	 
	 

	Access to intranet for mandatory forms
	 
	 
	 

	Time aside to do tasks
	 
	 
	 

	Review templates and fill in accordingly
	
	
	

	Governance
	 
	 
	 

	Contact relevant department for process on organisational procedures and legislative requirements
	 
	 
	 

	Relay any relevant questions/queries to the Senior Workforce Manager: Efficiency, Job Evaluation and Business Support
	
	
	

	Submit the job description and person specification to the Job Evaluation email for re-matching
	
	
	

	Reflect for lessons learnt and process to take forward for further JD's
	 
	 
	 

	Note: Band 3 ESR Administrator, Band 2 ESR Administrator Assistant, Band 5 Project Support Officer job description & person specification will be reviewed at a later date


Job Description Template and Agreement Form (EV20) 
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Review Evidence Template Agreement Form
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Cont………..

Job Evaluation details, requesting job match, creating new post, rebanding a post (EV21)
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Discriminatory Words and Phrased in adverts and person specifications (EV22)
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Re-Evaluation of Pay band Policy and Procedure (EV23)
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National job profiles NHS –Employers (EV24)
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ESR Support Officer Job Description and Person Specification (EV25)
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Tier 1: Chief Executive                 (Succession Planning)


Tier 2: Executive Director        (Succession Planning, Talent Management, Development)


Tier 3: Assistant Director                  (Talent Management & Development) 







Engagement of future leaders


Identification of potential


Succession


Development of capability


Appointment


Induction & Onboarding


Continued support and devlopment
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JOB DETAILS I
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Directorate:
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Managerial Accountable to: (Who is the manager of this post?)
Reports to: (Who does the post holder report to?)
Professionally Responsible to: (VWho is professionally responsible for this post?)
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autonomy of the post. I

You should not use this section to list the duties and responsibilities of the post, as this is
done in the ‘Duties and Responsi s’ section of the Job Description.

MAIN DUTIES AND RESPONSIBILITIES

In this section you should identify in sufficient detail the main duties, tasks, activities and
responsibilities of the post holder including the level of autonomy of the roll.

The job description should be comprehensive enough to enable the job matching panel to
understand the main tasks etc. It is important that only factual information about the role is
included as information provided will result in the outcome of the pay band.
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evaluation and provides further evidence to support the previously submitted job
description.

This will be used as part of the A4C job matching / evaluation review process. Please do
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description by the Job Evaluation Team.

Name of Current Post
Holder(s)
Signature(s)

CAJE No.
(This can be found on your JD)

it ® 8

&/ OpeninDesktop App (S Print |2 Share

100%  Give Feedback to Microsoft




image43.png
- O ®

Page 10f 3

0 Review-Evidence-Template-—Agreement-Form---August2021.doc - o X

@ httpsy/nhswales365.sharepoint.com/:w//sites/HDD_Working-for-us/_layouts/15/Docaspx?sourcedoc=%7B24BF3BB0-8134-449E-044A-8ETBOCTDO2F.. A ¢ # @ | ¢= @ &

[® Accessibility Mode ¢ Openin Desktop App & Print & Share  ***

Name of Budget Holder
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Executive Director:
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JobEvaluation.HDD@wales.nhs.uk
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Please provide further evidence relating to the factors you disagree with in your original job
match / evaluation.

FACTOR EVIDENCE TO SUPPORT A REVIEW

1. Communication

2. Knowledge, Training & Experience
(Qualifications or equivalent experience
essential to carry out the role, not that the
person in the current role necessarily has)

3. Analytical & Judgement Skills
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5. Physical Skills

6. Responsibilities for Patient/Client

Care

7. Responsibilities for Policy and
Service Development
Implementation

8. Responsibilities for Financial and
Physical Resources

9. Responsibilities for Human
Resources

Page 2 of 3 100%  Give Feedback to Microsoft




image46.png
0 Review-Evidence-Template-—Agreement-Form---August2021.doc - o X

> G @ O nhitps//nhswales365sharepoint.com/w:/r/sites/HDD_Working-for-us/_layouts/15/Docaspx?sourcedoc=%7B24BF3BBO-8134-449E-044A-8E7BOCTDO2F... A vg  # & | = & &

[® Accessibility Mode ¢ Openin Desktop App & Print & Share  ***

10.Responsibilities for Information
Resources

11.Responsibilities for Research and
Development

12.Freedom to Act

13.Physical Effort

14.Mental Effort

15.Emotional Effort

16.Working Conditions
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The NHS Job Evaluation Scheme is used to determine the pay bands for all posts on Agenda fol nge contracts. In was introduced in 2004
and relies on consistent application within organisations and across services.

All new jobs, or applications for re-banding, need to be matched or evaluated in order that a pay band can be determined for recruitment

purposes.

Job matching and evaluation is carried out in partnership between staff side and management representatives.

More information on the NHS Job Evaluation scheme can be found on the NHS Employers website.

Requesting a job match or evaluation

A job match / evaluation may originate in one of several ways:
* To allocate a pay band for a new post / vacancy
* To re-band a post that has significantly changed
* To request a review of your job within three months of being job matched / evaluated

Creating a new post
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Jobs change all the time but only significant changes are likely to affect matching or evaluation results.

All new / vacant posts with new or changed job descriptions should initially be compared with posts currently in the organisation. This may eliminate
the need to job evaluate the new post as it may already be in existence within the organisation.

When a new job is identified as having changed significantly or is a new role then it should be submitted for job matching or evaluation.

Re-banding a post

A re-evaluation of pay band (re-banding) can be requested for several reasons.

A manager may request that a post is re-evaluated because of a change of duties.

An employee or a group of staff believe that their post has changed significantly and their application is supported by their manager.

The Re-evaluation of Pay Band Policy and Procedure provides details on the re-evaluation process.




image49.png
+ 9 ® 0

& Job evaluation
C @ () https//nhswales365.sharepoint.com/sites/HDD_Working-for-us/SitePages/Terms%20and%20conditions/Job-evaluation.aspx A D Y8 G| =

GiG

@\m SharePoint L Search this site

Working for Us mation v Staff

12 Sendto v [%) Immersive Reader

Requesting a review

[
®
&
0
8

Having been notified of the job matching / evaluation outcome of their post, an employee or group of employees may be dissatisfied with the result
If this is the case a request can be made to review the job match / evaluation and this should be made within three months.

The request must be made in writing and the potholder(s) must provide details of where they disagree with the match by providing evidence on a job
match review form which should be agreed and signed by themselves and their manager.

Templates Other useful information and links
Please use the job description template and agreement form to submit @ Discriminatory Words and Phrases @ Re-evaluation of Pay Band Policy
any new or significantly changed job descriptions. o (et Spzelnerifens and Procedure

All sections must be completed.
@ National job profiles - NHS @ NHS Job Evaluation Handbook -

Empl NHS Empl
@ Job Description Template and Review Evidence Template mployers mployers

Agreement Form April 21 Agreement Form Aug 21
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DISCRIMINATORY WORDS AND PHRASES IN
/ADVERTS AND PERSON SPECIFICATIONS

‘The test of what might reasonably be understood as indicating an intention to discriminate
is whether an “ordinary, reasonable person with no special knowledge’ would think the
advertisement is discriminatory.

‘The following lists of examples are commonly found in adverts, job descriptions and person
specifications. It is Recruitment’s role to amend or remove anything that could potentially be
construed as discriminatory.

‘These are examples only. Recruitment staff needs to exercise their judgement when checking
adverts. If you have any queries, please seek advice from your Manager, Team Leader or
Supervisor.

Managers, Team Leaders and Supervisor should refer the Recruiting Manager to the Health
Board/Trust’s Equality Manager for advice if there is any Goubt as to the wording contained in
advertising documentation.

DISCRIMINATORY Action Required
Flexble Change to ‘Flexible 3pproach to work or Flexible
approach to neads of the service”
Chiange to "Ability to travel betwaen sites in  tmel
Car owner essential Crange v v
X yeore experionce Remove number of years, Can add “significant” or
years exp: “substantial” experience if necessary
Must say exact requirements, e.g. 'Needs to reach
Physically fit and bend to pick items from the fioor and from
shelves’ - Refer back to Recruiting Manager
Mature Change to mature outiook
Energetic Remove
Youthful Remove
School-leaver Remove
He Change to he/she or they
She Change to he/she or they
‘Good Health Record Remove
‘Good attendance Remove
‘Good personal hygiene Remove
‘Good eye sight Remove
‘Common sense Remove
Honest/Trustworthy. Remove
Sense of Humour Remove
Smart, Tidy Appearance, Punctual,
Reliable, Good Time Keping, Now ok to leave in (WEF Jan 2015)
Pleasant Disposition & Polite

‘There may also be criteria in the Person Specification, which, whilst not discriminatory, is not
suitable for a Person Specification. The manager needs to be able to test whether candidates
meet the essential and desirable criteria and be subjective/factual. The criteria should flow
directly from the duties, be specific to the role, and be measurable so s o judge and select
candidates objectively, and manage future performance

Example: A common criteria found in Person Specifications is ‘Sense of Humour'. How s the
manager going to test this? Does the candidate need to tell them a joke at interview? Even
then, everyone’s sense of humour is different. “Sense of Humour” should be removed.
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NHS jobs need to be matched to nationally evaluated profiles, based on information from
job descriptions, person specifications and additional information.

Using national job profiles

Profiles work on the basis that there are posts in the NHS which are standard and have many
common features. The job evaluation scheme uses a common language and a common set of
terms to describe all jobs. It uses these to highlight similarities between jobs.

Profiles apply these principles to particular job groups, for example administrative services or
health science services.

It is the responsibility of the Job Evaluation Group (JEG) to produce the national job profiles. JEG
is a subgroup of the NHS Staff Council and consists of representatives of both the NHS trade
unions and NHS organisations, including NHS Employers.

Please note, as part of the 2018 pay deal, band 1 closed to new entrants from 1 December 2018.

Band 1 profiles should no longer be used for matching jobs and all band 1 national job profiles
are scheduled to be archived.

Developing job profiles
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are scheduled to be archived.

Developing job profiles

JEG is keen to ensure that profiles remain current as roles and service delivery develops. The
NHS Staff Council Executive has given the Job Evaluation Group permission to carry out a review
of profiles to ensure they are up to date and fit for purpose.

The development of national job profiles is based on completed job analysis questionnaires.
Once drafted, the profiles are reviewed by a wider reference group and then agreed by the
executive of the NHS Staff Council.

Download the latest job profile index (excel document).

NHS job profile index >

Administrative services +

Allied health professionals +

Clinical Practitioners +

A

o
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JOB SUMMARY / PURPOSE

To facilitate, train, coach and support users following the roll out of in-the-implementation-of
ESR ESR Self-Service-.

To deliver specialist training on the ESR Self Service system for managers and employees.
Liaise with stakeholders on queries relating to the ESR Core system such as payroll, bank
office, E-Rostering and recruitment that involves ESR Staff records-system—self service;
B e

To assist in the implementation-and-continuing development of ESR Core/ESR Self
Service -to ensure that it meets the needs of the organisation across all clinical wards and
departments within the Health Board. To communicate any enhancements to the system
for the ESR Core/ESR Self Service to the relevant stakeholders and self-service users.

Add any enhancements required to the ESR Portal page such as portal announcements
and new portal tiles.

Werking-onWork on own initiative_with daily tasks provided.

Catherine Thomas (Hywel Dda UHB - Project Suppor
Update/setup/delete departments and parent levels within the ESR Core system once Formatted: Indent: Left: -0.03 cm, First line: 0 cm
details received from Finance, this ensuring both structures mirror each other to provide an
accurate reporting -assist-the-ESR-Administrator/\Workforce Information-Manager Projest

Suppert Officerin-building-the required-reporting-structures—structure. Liaising with the ESR
Administrator/Workforce Information Manager on any information that is not understood.
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To provide a helpdesk service to ESR- users investigating queries and providing assistance
and advice, this by using the Action point system that interfaces with Zendesk via the ESR
Support Wales Hub-

To develop and maintain effective working relationships with internal and external contacts
including team colleagues, Workforce, IT, Payroll, managers, establishing an effective
communication strategy for all stakeholders to ensure there is engagement of staff at all
levels.

To be responsible for running professional pin registration reports for all professionals such
as NMC/HCPC/GDC/GPhG via ESR and advising managers of any lapses. Working in line
B with the administering-the-Pprofessional re-Rregistration policies for all professionsy-and
o e e e e e

Amend any anomalies received via the Data Quality report and the NHS Occupational Code
Job Role Verifier from the ESR Administrator/Workforce Information Manager.

Run weekly staff in post and amend any anomalies such as missing supervisor, incorrect
location, and other ad-hoc anomalies. Run weekly position report and send to recruitment
team. Run monthly URP User Responsibility and send to Learning and Development.
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Setup any position requests via the ESR Core system for payroll, resourcing and medical
recruitment ensuring details are in accordance with the National Workforce Datasets

Catherine Thomas (Hywel Dda UHB - ESR Administr
Formatted: Indent: Left: 0 cm, First line: 0 cm

z MAIN DUTIES AND RESPONSIBILITIES

- Service Management

- Work with wards/departments to map out the ESR Self Service hierarchy ensuring itis up to
»é date and that all self-service access levels have been provided to the appropriate staff. Once
- access has been provided ensure staff are moved to sit under them within this to enable
© managers to make any relevant changes to the staff's record.the—training—and

% Assess users IT literacy, ensuring training is provided where appropriate.

% The post holder will be responsible for collating training issues and liaising with the supplier,
where appropriate, to resolve them.

Analyse and resolve a range of problems including ESR system issues, access problems
B | and data errors.

Administer the HR implications of Re-registration Policy by ensuring monthly reports are
produced and the necessary checks are carried out prior to the expiry date.
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] Service Improvement
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- Monitor own workload to ensure priorities are met and disruption to users is minimized.

Assist in the implementation of an effective system to evaluate and measure other additional
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Liaise with departmental managers and others regarding requests for information and
reports.

Liaise with staff and managers with regard to processes for professional re-registration
policy.

Work with managers to implement ESR Self Service, providing ongoing advice and
guidance for ESR

| The pestholderpost holder will provide a helpdesk service to ESR users by:
« Providing complex information regarding queries about the use of the system around
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Information ManagerProject Support-Officer.
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L 2000100
- Finance and Resources

Ensure correct use of systems within the scope of the ESR license.

14

.15,

Personal and People Development and People Management
To ensure all staff training needs are identified and that appropriate training is provided in a

timely manner.

16

17,

To deliver specialist ongoing training to users of the system via teams te-group’sclassroom
based also one to one.

18

19

Information Processing
- Develop high quality standard and ad-hoc reports.

2101 .20

22,

.23,

.24,

To ensure confidentiality at all times, only releasing confidential information obtained
- during the course of employment to those acting in an official capacity in accordance with
the provision of the Data Protection Act and its amendments.

.25,

Interrogation of the system to establish the most appropriate and efficient way of extracting,
- manintilatina and nrecentina the infarmation
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Caras

Health, Safety and Securi
- Assists in maintaining own and others’ health, safety and security.

- Acts within legislation, policies and procedures relating to information governance.

Attend statutory / mandatory training

- Quality

Comply with the Board’s data management policies, procedures and standards.

N Equality and Diversi
To ensure that equality and diversity issues are recognised, addressed in accordance with
legislation, policies and procedures.

Effort and Environmental

To have the ability to work with frequent interruptions and competing demands for attention
whilst meeting deadlines set.

Continuous use of VDU is a requirement of the job.

Checking detailed reports and data from ESR for 1 to 2 hours at a time.
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{5 3. Full Doc. Executive Success Profile (1).docx
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Here’s some succession planning information for you — will go through it an our call,

To give you some context, we are currently overhauling our Hywel dda approach but nothing has been finalised for roll out. HEIW are doing some work on a national, nhs wales level which we will be aligned

I have a meeting 9.30 — 10 but am free either side of that until 12 - 12:30 5o c:

Il when suits you.

Thanks,
Leanne
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The Transformation Programme Office (TPO) is responsible for facilitating our transformation If you have any questions on our
Jjourney, helping us realise our strategic ambitions over the lifetime of our Health and Care strategy.  transformation programmes please
contact the team via email:

The purpose of the Transformation and Engagement Programme Office is to drive system wide

transformation across the organisation. X i
Transformation Mailbox (Hywel Dda UHB - Gen.

Generic Account

We do this by providing engagement and project management for key change and transformation

programmes, aligned to the health board’s strategic and planning objectives. These are the

building blocks that help us achieve our long term health and care strategy. <
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2/22 Designing our future models of working

Media Office Hywel Dda (Hywel Dda UHB - Generic Press Office Email)

Communications

Return to staff bull here

The Covid-19 pandemic has had a profound and lasting impact on many aspects of our professional and personal lives, the likes of which we could
never have anticipated just a few short years ago, and which — in all likelihood - we can expect to resonate for a long time to come.

But despite the challenges and hardships that continue to endure, for the NHS — as with so many other areas of public life — Covid has also brought
about an era of great change. The pandemic has accelerated our strategic objectives and ways of working in a way that we might not have been able
to envisage before. It has caused us to look at ourselves and our processes, and has shown us that different ways of working are possible - which we

are keen to explore with you, our staff.
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What's in this issue? Latest updates include:
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a personal message from our Chair and CEQ;

our award-winning staff;

guidance on COVID-19 staff testing, risk assessments and staying
safe;

our new staff intranet;

learning from the patient experience;

making a difference through improved customer service;
our current financial position and overall performance;
Staying cyber safe;

West Wales Dementia Strategy;

Palliative and End of Life Care Strategy;

new developments and opportunities;

and much more [content correct at time of publication].

Check out the team briefing guide and toolkit below to help you brief
your team. We understand you may not be able to physically get
together for your team briefing due to the COVID-19 pandemic, so

please make sure your team/colleagues know where to find a copy
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The Health Board is required to submit a workforce plan as part of its submission for the
Integrated Medium Term Plan and also to support the PBC application process. There are
many parameters which need to be considered as part of this process and it is very difficult to
predict a workforce 10 years into the future however based upon the information available
today an assessment of staffing requirements by job family has been produced which gives a
baseline for the future and allows for refinement and detail to be further developed over coming
months and years.
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Some key considerations the Health Board needs to be aware of include:-

In 10 years, there is a risk that over 30% of our workforce will have retired...

60% of the workforce we have today will be the workforce of “tomorrow”...

...so we need to keep for tomorrow, the “contingent” workforce we have today...

...create development pathways to enable retention...

...average age of retirements has been 61 (2019-21)

return & retire options are critical to ensure participation in workforce...

...aging population and workforce demographic...alternative workforce models will be

critical...

8. ...role/workforce design built on flexibility & lifelong learning principles

9. ...UHB Turnover data indicates a higher rate than all Wales...

10. ...given the commitment and high levels of training & innovative programmes for
workforce development across many professional groups...

11.UHB acts as an active “workforce pipeline” for career progression & development

(especially mid career) *NB this is anecdotal
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Key workforce metrics to support the workforce planning approach
Looking back at our workforce trends the following can be noted:-

Headcount by Month

Staff Group 2021/

03

2021/
0a

2021/
[

2021/
06

2021/
09

2021/
(1

2021/
08

2021/
10

2022/
o1

2022/
02

Add Prof 350 353 350 346 346 359 358 361 374 373 381 378
scientific and

Technic

Additional 2403 | 2395 | 2395 2437 2452 2436 2440 2,409 | 2417 | 2416 2437 | 2,455
Clinical

Services

Administrative | 2,142 | 2132 | 2,133 | 2124 | 2120 2,142 2,163 | 2184 | 2244 2244 2237 | 2255
and Clerical

Allied Health 712 717 714 715 714 716 724 737 740 739 751 755
Professionals

Estates and 1138 | 1144 | 1141 1141 1,116 1112 | 1105 | 1,088 | 1,081 1085 | 1,093 1,090
Ancillary

Healthcare 191 193 191 188 191 191 19 203 206 206 208 208
Scientists

Medical and 690 686 687 690 683 625 636 643 654 655 664 667
Dental

Nursing and 3231 | 3230 | 3231 3237 3234 3241 3283 3285 | 3288 | 3264 3271 3283
Midwifery

Registered

Students 1 1 1 1 1 1 2 1 1 1 1 1
Total 10,858 1n.!51‘ 10,843 | 10,879 10857 10,823 10,907 10911 | 11,005 10,983 11,043 11,092

The Health Board continues to grow (albeit slowly) its workforce through its workforce
strategies.

Starters and leavers by staff group are as follows.

M Evidence M Assignm




image20.png
O | O https//hduhbnhswales/about- X | [ https;//hduhb.nhswales/about- X | [ Workforce Plan incorporating He X | ~+ = o X
(@] (") ()  https://hduhb.nhs.wales/about-us/governance-arrangements/board-committees/people-organisational-developm... {g ] o= : °
=2 | o Q - 4+ 2 @ A vV v¥ v @le B v @&
Midwifery
Registered
Students 1 1 1 1 1 1 2 1‘ 1 1 1 1
Total 10,858 10,851 10,843 10,879 10,857 10,823 10,907 W.Sll‘ 11,005 10,983 11,043 11,092

The Health Board continues to grow (albeit slowly) its workforce through its workforce
strategies.

Starters and leavers by staff group are as follows.

Starters and Leavers by Staff Group, 01 03 2021 to 28 02 2022
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Number of Leavers, Apr '20 to Dec '21
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New turnover benchmarking data from across Health Boards in Wales has recently become
available and there appears in the latest dataset to be a significant swing with Hywel Dda now
showing the lowest turnover in NHS Wales. Also the NHS Wales information excludes staff
moving between Welsh Health Boards. Further analysis excluding this number will be
undertaken within the Health Board to see how close to the Wales figure the Health Board is.
Also information by staff group will be re-assessed to see if any hot spot areas become
apparent.
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Row Labels ] Cover
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ESR Business Intelligence Reporting

NHS Introduction to ESR Business Intelligence

NHS Electronic Staff Record - Business Intelligence

Welcome to ESR Business Intelligence

The addition of ESR Business Intelligence (ESR BI) enhances the range of ESR reporting services. ESR BI unlocks the potential of the vast amount of data stored in ESR, transforming it into valuable manage
and compliance of the NHS workforce is more easily and conveniently available. A wide range of charts and tables have been nationally defined and agreed with the assistance of National Special Interest Gr

whilst permitting local customisation.

Latest BI Updates E-Mail

Click here to sign up to receive any updates made to standard dashboards by email.

Data Refresh
Last overnight data refresh was 02-May-22

Micro ETL
The following data/subject areas were last updated 03-May-22 06:31 AM

Payroll

Enrolments
Audit Change Event Log

Where do I start?

ESR BI presents data via a suite of dashboards. A wide-ranging set of dashboards is provided by the NHS Central Team for utilisation
by all organisations. Each organisation is able to create their own dashboards, and share these with other users with the relevant
user responsibilities. Click on the 'dashboards’ drop-down link to view the dashboards you have access to. First time user tour
functionality is available on the Management Overview Dashboard. Alternatively access one of the following documents for further
information.

For queries or enhancement proposals, please raise a Service Request via the ESR Service Desk.

Alerts

Note: As part of ongoing development, reports are currently bei
CSV/TSV are the same as displayed on the screen.

Latest News
8th April 2022 - The following changes have been made to the

« Two new analyses have been added to the Covid-19 Vac
Profile Dashboard.

« The new analyses enable users to report on the Covid-1S
part of RS3.

7th April 2022 - The following changes have been made to the

« Anew Self Service Benefits page has been added to tl

« For change events that are possible in both Employee Se
provide a guide to the financial savings of changes made
A new Change Date Analysis page has been added to
The page contains summary and detal analyses which cz
entered in ESR.
A prompt for the detail analysis is inluded which enables
made in advance or changes missing a user defined targe

« Further details are available on both dashboard pages.

29th March 2022 - The following changes have been made to

« The below fields have been added to the Position Detail ¢
=" DBS Disclosure Type
= Adult Barred List Check Required

VEHICLE TEST 05 11 2021

NHS Standard Dashboards

NHS Absence Analysis Dashboard
NHS Absence Dashboard
NHS Appraisal Reviews Dashboard
NHS Appraisals and PMPs Dashboard
NHS Assignment Changes Dashboard
NHS Bank and Agency Administration Dashboard
NHS Care Certificate Dashboard
NHS Certifications Analysis Dashboard
NHS Change Event Log Dashboard
NHS Compliance Dashboard
NHS Compliance Trending Dashboard
NHS Data Quality Dashboard
NHS Driving License Checks Dashboard
NHS Education and Learning Dashboard
NHS Element Entries Dashboard
NHS Employee Relations Dashboard
NHS Employment Checkist Dashboard
NHS Financial Cost Analysis Dashboard
NHS HR Forms Dashboard
NHS IAT Dashboard
NHS Introduction to ESR Business Intelligence
NHS Learing Administration Dashboard
NHS Management Overview Dashboard
NHS Medical & Dental Dashboard
NHS National Returns Dashboard
NHS Pay Bill Dashboard
NHS Payroll Dashboard
NHS Payroll Run Analysis Dashboard
NHS Pension Dashboard
NHS Position Analysis Dashboard
NHS Professional Registrations Dashboard
NHS Qualifications Dashboard
NHS Recruitment Dashboard
NHS Staff in Post Dashboard
NHS Staff Movements Dashboard
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Contact Details Employment Details
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Phone (Home) 01267 253126 Job Administrative and Clerical|Manager
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In Shared Folder [E] Calendar - Catherine.Thomas@wales.nhs.uk





