


EXECUTIVE SUMMARY

The NHS faces increased complexity and demand on it’s services and workforce resulting in operational risk (Audit Wales, 2025). Resourcing, talent management and succession planning are fundamental aspects in the strategic aim to solve workforce shortages through new recruitment initiatives and the improved retention of existing talent (Buckingham, 2025). 
Many factors influence how effectively Hywel Dda University Health Board (HDUHB) delivers on its ambitious ten-year workforce strategy. How the health board addresses these factors will determine the level of success it has in positioning itself as an employer of choice, continuously developing an agile workforce capable of adapting to meet current and future demands. 
This report evaluates both internal and external factors that affect the health board, specifically through the lens of talent management and resourcing. Given that our workforce is our ‘greatest asset’ and retaining and developing them is paramount in delivery of strategic aims (HDUHB, 2019a). It recognises the interplay between social, financial and cultural factors that shape the outcomes affecting our workforce. This report also critically analyses key findings from the CIPD (2024a) resourcing and talent planning report against how the health board currently approaches talent management. 
The findings of this underscore how holistic, agile and inclusive strategies are vital in delivery of a workforce for the future. Engaging the workforce through compassionate leadership will enable them to develop and flourish in an environment where everyone is treated ‘fairly and with respect’ (HDUHB, 2025a).
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Resourcing and talent management are fundamental aspects of human resource management, making up two areas of the specialist knowledge with the CIPD profession map (CIPD, 2024d). They are interdependent elements that shape the workforce throughout the employee lifecycle. Where resourcing strategies focus on the attraction and retention of internal and external talent, talent management is more focused on performance, engagement and succession (Taylor, 2025). 
In dynamic labour markets driven by changing demographics, evolving expectations and the available skills attained through educational or vocational routes, organisations face increased pressures to be agile in order to respond competitively (Taylor and Perkins, 2021).  
Effective resourcing uses workforce planning intelligence to inform approaches used to access diverse talent (CIPD, no datea). Having a diverse talent pool within an organisation where roles are strategically aligned to the organisation’s objectives, a resilient and future focused workforce can be established. This enables innovation and the ability to manage change whilst navigating complexities supporting organisational efficiency and effectiveness. This alignment is critical to ensure a competitive advantage, achieve sustainable cultural change and growth in the organisation whilst enhancing employee engagement and experience (Armstrong, 2025). This is especially paramount in the public sector context such as the NHS, where workforce sustainability and service delivery depend on proactive and inclusive resourcing and effective talent pipelines to enable succession planning.  
The importance of talent management and the need for a strategic approach to identify, engage and retain individuals from varying backgrounds forms a critical aspect of Hywel Dda University Health Boards ten-year Workforce, Organisational Development and Education Strategy (HDUHB, 2019a). 
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These findings focus on both external and internal factors which impact talent management in Hywel Dda University Health Board (HDUHB) as well as a critical analysis of the health board’s current strategy and how it aligns to the most recent resourcing and talent management report issued by the CIPD in September 2024. 
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As outlined by Taylor and Woodhams (2022) a PESTLE analysis is an outward focused framework enabling the consideration of external factors that may affect the business. By using this diagnostic framework, the political, economic, sociological, technological, legal and environmental factors impacting the organisation can be assessed (Armstrong and Taylor, 2023). 
It is well known that public sectors, especially the NHS, are facing increased challenges. This evaluation is focused on economic factors outlined in the PESTLE analysis (please see appendix 1) affecting HDUHBs ability to attract, recruit, retain and develop talent. 
HDUHB has outlined the main issues faced, including workforce availability, financial pressures such as increased costs and inflation, population health and high demand (HDUHB, 2025a). These ongoing challenges for HDUHB are further evidenced by the status of targeted intervention in four of the six Welsh government escalation framework domains (HDUHB, 2025b) which directly affect the organisations talent management strategies. 
[bookmark: _Toc215303457]	2.1.1 Budget Constraints

Since 1999, when the funding for health and social care was devolved, the Senedd (previously National Assembly of Wales) has allocated the funding to NHS organisations within Wales (NHS Confederation, 2024). Whilst the percentage of the Welsh office budget allocated for Health and social care has increased from 34% pre-devolution to 49% in 2024/25 (see figure 1), Audit Wales (2024) noted ‘unprecedented financial challenges’ faced by NHS Wales.  
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Figure 1 (NHS Confederation, 2024)
HDUHB recognises that the financial plan for 2025/26 does not comply with statutory breakeven requirements, however, sets out an ambitious target to deliver £43.5m savings to set itself on the path to sustainable healthcare delivery (HDUHB, 2025b). Historical trends, however indicate that the Health Board does not meet its targets. This can drive more strict restrictions on spending especially in areas such as learning, development and growing talent (see figure 2).
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Figure 2 (Audit Wales, 2024)
The budgetary constraints compound geographical issues of the health board which already makes recruitment and retention of great talent a challenge (HDUHB, 2019a). These challenges can result in increased use of temporary workforce which not only comes at a premium cost but can undermine the continuity of care and adversely impact team dynamics. 
To mitigate the impact of budgetary constraints and strategically align effective talent pipelines supporting succession planning an investment in strategic workforce planning needs to be considered. The inability to engage an agile evidence-based approach to workforce planning can result in the perpetuation of skill gaps and workforce shortages (CIPD, 2025). 
[bookmark: _Toc215303458]	2.1.2 Inflation, Cost of Living and National Living Wage

Rising cost of living, coupled with inflation and weak economic growth, has brought increased challenges for organisations (CIPD, 2024a). NHS staff are being driven into the private sector for healthier pay packages and the ability to deliver better quality of care with less work pressures (Rigby et al, 2023). The impact of this attrition is felt across the organisation where remaining employees have increased workload, which contributes to burnout or negative impact on morale and engagement thus ultimately on retention (Armstrong and Taylor, 2023). Furthermore, the diminished gap between the national living wage and the lower banded staff within the NHS further increases challenges for Hywel Dda to recruit and attract talent at the entry levels and increases the risk of financial stress where employees on lower income combat the cost of living. Addressing these challenges requires a holistic approach to reviewing the employee value proposition, including the enhanced qualitative factors such as wellbeing and recognition schemes (Armstrong, 2025). 
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The current estate infrastructure in the health board is a contributing factor to the ability to attract and retain staff.  There is a link between dissatisfaction with inadequate or outdated facilities and lack of control over employees working environment and staff engagement and retention (Taylor, 2025). 
Audit Wales (2025) has identified that a ‘notable proportion of doctors’ have identified working environment as a key driver for them to leave the profession. This is critical for Hywel Dda as Wales retains less doctors than it trains and as such is reliant on attracting doctors from outside its borders. 
The aged estate within Hywel Dda has been identified as a risk to safely delivering services (HDUHB, 2025a). This indicates that staff may be operating under conditions not conducive to good health and wellbeing at work which can undermine morale and efficiency (Taylor and Perkins, 2021). Up to date facilities are essential in supporting staff to maintain and develop the requisite skills now and for the future and to build on our reputation as a health board where employees want to work and train (HDUHB, 2019a). 
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HDUHB serves a population of approximately 385,000 across its three counties (HDUHB, 2025a) and covers 25% of Wales’s land mass (HDUHB, 2025c). It is largely rural and coastal with limited transport infrastructure and a dispersed and diverse population, leading to health inequalities shaped by relative deprivation levels. These socioeconomic factors often exacerbate service demand, increasing the pressure on already challenging working conditions. The highest reason for long term absence in Hywel Dda in 2024/25 was stress, anxiety and depression (HDUHB, 2025a). The additional demands on staff and services can contribute to this and also link to lower morale, burnout and reduced effectiveness, undermining retention strategies. 
There is an increased focus on preventative measures and shifting the culture from treating illness to reducing inequalities by focusing on the wider determinants of health (NHS Confederation, 2025). HDUHB has aligned to the Well-being of Future Generations (Wales) Act 2015 by developing eight wellbeing objectives which aim to address health inequalities, including the development of an agile workforce and supporting people to reach their potential (HDUHB, 2024). This strategic approach supports succession planning, enhances resilience of the workforce by ensuring they are adaptable to change and by championing wellbeing objectives. The culture of valuing staff along with their diverse skillsets is perpetuated throughout all aspects of the health board thus exhibiting itself as an employer of choice for those who are passionate about making an impact on strategic health initiatives.
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In contrast to a PESTLE, a SWOT analysis is a framework typically used to understand internal factors that may impact an organsiations (Taylor and Woodhams, 2022a). Please refer to Appendix 2 for the full SWOT details. 
[bookmark: _Toc215303462]	2.2.1 Strength - Strong Branding attracting purpose driven candidates

The employer brand is influenced by a number of factors which impact both internal employees and how they perform and align to the corporate brand, as well as the reputation of the business and how attractive it is for prospective talent (Rees and French, 2023). A strong brand increases competitiveness in the labour market, helping to acquire and retain the best talent thus building an engaged workforce to connect strategy, policies and its people (CIPD, 2024e).
The clear communication of our health board’s values throughout the employee lifecycle, and the alignment of these to our daily mission allows these values to embody themselves throughout the organisation (HDUHB, no datea). This attracts purpose-driven candidates whose professional motivations align with its mission to improve health outcomes and tackle inequalities. 
The positive reputation fostered by strong branding extends beyond recruitment. It forms the initial stages of the psychological contract, defining expectations perceived by employer and employee (Taylor and Woodhams, 2022b). To cultivate an agile and resilient workforce the health board needs to position itself as an employer of choice, with a transparent employer branding. It must demonstrate a unique offering to the employees through its employee value proposition (EVP) in order to enhance recruitment and retention (NHS Employers, 2024) key aspects in the NHS EVP are demonstrated in figure 3. 
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Figure 3 (NHS Employers, 2025)
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Data driven decisions based on analytics can streamline talent pipelines by identifying high performers, tailoring bespoke learning pathways and highlighting high risk areas to proactively combat staff and skill shortages (Marchington et al, 2021). This evidence-based approach supports strategic workforce planning, aligning recruitment and development efforts based on a pre-emptive response to the service needs and demands.
Workforce Analytics has the potential to improve efficiencies within organisations. It helps to resolve a business problem by fostering collaboration and innovative solutions driving change (McIver, Lengnick-Hall and Lengnick-Hall, 2018). By utilising this to facilitate more evidence-based succession planning the health board can invest accordingly in staff development, positioning itself more effectively to adapt to changes whether driven by internal or external factors and continue to deliver excellent services inline with its people centric approach. 
Whilst embracing workforce analytics would be integral to building a workforce capable of meeting current and future challenges within Hywel Dda, there must be accountability for the decisions affecting talent. By holding managers responsible for their decisions in effectively managing the most expensive resource in the organisation (the people) the efficient use of analytics can be accessed, whereby the importance of the role overlayed with the scope for improvement highlights the greatest opportunity for success (Huselid, 2018).
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Whilst historically the population we serve has seasonal variation due to the high tourism and transient student populus, Stats Wales (2024) shows that 25% of the population within the three counties served by Hywel Dda are 65-year-old or over. As such this indicated that not only do Hywel Dda have the challenge of higher demand on healthcare, with the complex needs of an older population adding increased pressures to already stretched resources. It has an ageing workforce with staff approaching retirement age and a potential loss of established knowledge from the workplace. 
This demographic will probably trigger changes in policies within organisations to ensure that the older workforce is supported and able to work productively (Cotton, 2018).  The health board needs to be agile in order to support older members of the workforce to stay in the workplace, retaining the knowledge within the sector and helping to upskill others within the current workforce, thus maintaining a succession line (NHS Employer, 2022).  
Hywel Dda’s workforce mirrors it’s population (HDUHB, 2025a). As such there is an urgency to proactively develop talent to ensure high profile and critical roles are able to be filled as they become vacant in order to ensure continuity of high-quality care.

[bookmark: _Toc215303465]2.3 - Critical analysis of the current approach to talent management utilised in Hywel Dda University Health Board

HDUHB operates a complex and multifaceted care provision, covering emergency, acute, community and primary care settings. This critical analysis reviews HDUHBs approach to talent management through the lens of three of the key findings from the CIPDs Resource and Talent Planning Report 2024.
[bookmark: _Toc215303466]	2.3.1 Greater focus on developing skills in-house

Whist there has been an increased emphasis in recent years within Hywel Dda on the growing talent through its establishment of the apprenticeship academy in 2019 bringing alternative routes into nursing along with the ‘grow your own’ programme (Cynnal Cymru, 2022), it is highlighted that continued action is required to enable the system to build its capacity to become clinical sustainable (Audit Wales, 2025). 
These programmes allow clear progression routes, mentorship and helps services to shift to focus on a longer term workforce plan since no apprentice will be taken on unless there is an identified vacancy at the end of the programme (Cynnal Cymru, 2022).These strategies help to mitigate risks of workforce shortages but also build camaraderie and boost retention rates (Audit Wales, 2023). 
Whilst internal upskilling and development can present its own set of challenges, whether it be resource restraint, competing priorities in pressurised services or substantial investment to ensure scalability, it not only improves the employees’ abilities and knowledge but increases engagement and lowers attrition (Huselid, 1995). 
Success for Hywel Dda has hinged on being able to encourage change within the culture of an established workforce, supporting reverse mentoring and also expanding the apprentice programme from healthcare into other branches such as engineering and governance (Cynnal Cymru, 2022). For this success to continue and develop, regular review and adaptation of these in house programmes needs to occur to ensure they are strategic, inclusive and ingrained throughout operational and strategic workforce plans. The health board should encourage lateral moves as a form of progression to gain valuable experience and broaden knowledge of the organisation (CIPD, 2024a). 
[bookmark: _Toc215303467]	2.3.2 Small improvement in recruiting diverse candidates 

Hywel Dda is committed to eliminating discrimination and also increasing awareness and understanding of diversity whilst focusing on fostering an inclusive culture (HDUHB, no dateb). Through positive action HDUHB reaches further into diverse talent pools to bring equality of access to applications. Strategically HDUHB has outlined its ambition within its Strategic Equality Plan (SEP) 2024-2028 with four focused areas aligning the drive to good relations between everyone regardless of any protected characteristics or not and eradication of discrimination with the strategic aim of ‘long-term fundamental change’ (HDUHB, 2024b). 
Despite the progress seen in engagement with staff networks and the development of intersectional reporting to drive evidence-based decisions; in the annual equality report the perpetual gender pay gap shows there has been little change over the years (HDUHB, 2025c). This suggests that there is no transformational change and strategies do not sufficiently address the barriers to diverse recruitment. 
Hywel Dda University Health Board has demonstrated a commitment to upskilling its existing workforce to support established and new diverse talent through a wide expanse of training aligned to the four strategic equality objectives. This includes its existing inclusive recruitment training to support managers in the delivery of best practice recruitment at all stages (HDUHB, 2025c). As supported by CIPD (2024a) research hiring diverse talent is in the top five greatest recruitment challenges and has increased since 2022 (see figure 4) especially in board or senior positions. 
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Figure 4 (CIPD, 2024a)

The efforts to embed diversity and deliver against the Anti-racist Wales Action Plan (ArWAP) are evident. However disparity is evident across Wales indicating that strategies are currently insufficient to combat the systematic inequalities within the talent pipeline thus calling for more targeted intervention to address deep-rooted barriers and drive transformational change in workforce representation (NHS Wales, 2025). 
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The integration of advanced data management and workforce analytics can identify trends, model the shape of the future requirements, and tailor interventions to address high-risk areas whilst driving efficiencies aligning business strategy to workforce performance (CIPD, 2018). Increased good quality data presents opportunities within talent management and planning to demand a holistic approach extracting insights to drive talent and ensure adequate resource to train, support and retain staff (Marchington et al, 2021). 
The adoption of analytics enables more precise succession planning, deeper insights in using qualitative data to allow the true drivers of staff performance to be leveraged for successful outcomes (Russell and Bennett, 2015). Data driven decisions enhance the overall agility of decision making within organisations providing sound evidence base in support, however it is contingent on the managers having the data readily available in an easy to digest format such as visually presenting key performance metrics (Armstrong and Tylor, 2023).  
Whilst the health board works to use data to drive decisions there is a recognition that many data sources are fragmented and lack a centralised repository, there are disparate or incomplete datasets resulting in many differing systems with sub-optimal interoperability resulting in data quality concerns (HDUHB, 2025d). These challenges within the health board are further complicated by the sensitive nature of people data and the safeguarding of such data along with its use within regulations. There is also considerable variation as to how each health board workforce plan, whilst many have the intent to operate strategically, they are unable to deliver well supported medium to long term plans due to the operational pressures being faced (Audit Wales, 2025).
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Talent management and succession planning is a continued priority for Hywel Dda University Health Board, establishing aspiring assistant director talent pools in partnership with health education improvement Wales (HEIW), expanding in house development opportunities with coaching network expansion, LEAP (Leadership Engagement with Awesome People) programme along with Hywel Dda Manager and New Consultant programmes to cover all senior and middle management (HDUHB, 2025a). There has also been a quality improvement programme to further explore the themes that were highlighted in the annual equality report which became apparent through intersectional analysis and the establishment of the EDI taskforce to accelerate the health boards work to foster an equitable and inclusive culture (HDUHB, 2025e). 
Whilst there has been significant progress, many barriers remain; including resource pressures and limitations, continued diversity gaps as well as digital complexities. Addressing the challenges will require an integrated approach from all levels of the organisation and aligning to the strategic objectives by further embedding these practices into the framework, underpinning the organisation’s priorities thus enhancing workforce resilience to maintain excellent care to our population. 
Resource and talent management along with effective succession planning are core aspects to how the health board delivers its Healthier Mid and West Wales strategy, to address health inequalities for the wellbeing of current and future generations and enable a responsive workforce adaptable to change and supporting recovery (HDUHB, 2019b). Through increased training, strengthened governance, evolving workforce planning through data modelling, role design and identification effective commissioning of educational pathways can allow a sustainable and resilient workforce prioritising inclusion, wellbeing, and adaptability to be built (HDUHB, 2025f). 
[bookmark: _Toc215303470]4 – Recommendations

The following recommendations are informed by the evaluation and analysis carried out along with broader research undertaken to critically evaluate relevant factors and insights gained from the CIPD (2024) Resourcing and Talent Planning Report and are targeted to strengthen workforce resilience through enhanced talent pipelines and best practice. 
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The health board, by drawing insights from recruitment data can plan proactive interventions such as outreach programmes, enhance candidate experience and optimise all aspects of the recruitment and selection process. Basic monitoring of application number and how these translate through stages of recruitment such as shortlisting, interview and offer are evidenced in annual reports such as the HDUHB (2025c) Strategic equality plan, however deeper diving into the detail behind this, would provide greater insight as to whether the right or wrong people are being attracted (Armstrong and Taylor, 2023). 
Advancing analytics in NHS Wales requires an ethical and human-centric approach conforming to data protection legislation (Armstrong, 2025). Applying analytics in the field of recruitment and selection can forecast future workforce gaps and highlight specialties at risk as well as embedding Equality, Diversity, and Inclusion (EDI) indicators to reaffirm Hywel Dda’s commitment to fairness and representation. 
By coupling quantitative analysis of recruitment metrics and qualitative feedback from applicants richer insights can be gleaned to understand drivers and barriers to develop inclusive pipelines to combat the continued pressures, address diversity gaps and resource limitations. 

[bookmark: _Toc215303472]4.2 – Centralised workforce datasets

Workforce data is fragmented across all NHS Wales entities. The level of duplication and inconsistencies driven by local nuances hinder the efficient delivery of workforce plans across Wales. This is further complicated by gaps in data and the uncertain shape that future service models will take (Audit Wales, 2025). 
By centralising workforce datasets within Hywel Dda it is possible to transform local talent management processes into a strategic evidence base aligning its people to the requisite services at the right time with sufficient skills. If this centralisation of data is considered wider than organisationally, it could enable nationally accurate supply and demand modelling, forecast service fragility and support the equitable opportunities of the talent pipeline and succession planning across Wales not just within one organisation. 
With a centralised dataset, consistency can be achieved, and data quality and accessibility can be improved (Audit Wales, 2023) thus allowing data modelling and scenario planning. This strategic approach will allow talent managers to identify alternative development pathways, engage educators and ensure the required number of places are commissioned to support future demand. By creating this interconnected system nurturing and deploying talent strategically, retention will be improved allowing long-term stability to be achieved whilst improving efficiency and reducing administrative burdens.
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	Political
	· Imminent Senedd vote. Budget allocations are politically negotiated and can be influenced by leadership change
· Current devolution in Wales, whilst allowing tailored strategies to each health board, creates complexity in cross-border recruitment
· Immigration rule and its impact on overseas/international recruitment and access to these talent pools. 
· The National Clinical Framework (Wales) (2021) outline how clinical services should develop and will specify certain detail and quality statements for specific service areas. 
· The Duty of Candour (Wales) 2023 and the Citizen Voice Body (Wales) 2023 – transparency, equality and patient engagement for our service users. 


	Economic
	· Budget constraints and reduced public spending. 
· Inflation and cost of living increases. 
· Lack of investment to improve estates and facilities infrastructure. 
· National living wage increases causing attraction and retention issues as it is bringing agenda for change pay closer to that of national living wage.
· Health inequalities exacerbated by deprivation and increased demands on services.


	Sociological
	· Ageing population reducing talent pipelines from younger generations and adding pressure though more complex care requirements 
· Health and lifestyle trends, obesity, smoking related conditions
· Post Covid workforce challenges such as burnout, flexible models and wellbeing support requirements increasing healthcare inequalities and access issues especially for specialised services and young people.
· Geographical disparities (rurality) creating sustainability challenges and difficulties recruiting. 
· Changing expectations, Gen Z/Millennials valuing intrinsic rewards highly such as purpose-driven roles and innovative, inclusive cultures. 
· Workforce Race Equality Standards (WRES) & EDI reenvisaging talent strategies to address underrepresentation at all levels especially senior management and board.
· Mental Health issues increase retention challenges.

	Technological
	· Digital literacy varies across age groups, social backgrounds and experience. 
· Advancements in tech and how it can impact the workforce as well as its service provision – different ways to access or provide healthcare in hard-to-reach secluded areas of the health board’s geographical remit 
· Advances in all fields such as AI, Genomics, electronic file and telehealth will require continuous agile learning and education. Potential to reshape care pathways and service models.
· Change in roles and functions of staff allowing for the effective use of technology. Re-skill/Upskill the workforce to keep apace
· Changes to governance infrastructure to accommodate the advancements
· Digital solutions to analyse and interpret data providing more detailed insights
· Opportunities to streamline processes (such as recruitment) providing it is ethically governed. 
· Digital inclusion strategies to mitigate exclusion of some communities.
· High focus on security, Cyber, information governance (IG) and data access


	Legal
	· A Healthier Wales: Long Term Plan for Health and Social Care (2021). 
· Well-being of Future Generations (Wales) Act 2015. 
· The Health and Social Care (Quality and Engagement) (Wales) Act (2020). Mandating quality improvement and public engagement
· Workforce regulation – revalidation and safeguarding shaping recruitment and retention policies
· The Duty of Candour (Wales) 2023. 
· The Equality Act (2010)
· Welsh Language (Wales) Measure 2011.
· GDPR / Data Protection Act 2018. Impact on Data handling
· Employment law changes – day 1 rights, flexible working etc 


	Environmental
	· Net Zero work programmes - Welsh Government Net Zero Strategic Plan 2022 set out a net zero target for 2050 
· Impact of adverse weather on care provision especially in the Hywel Dda geography
· Climate related health increasing demand on service and fragility by elevating staff absence.
· Well-being of future generations act outlines reduced environmental impact eg. Greener procurement, renewable energy sources and more efficient estate
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	Strengths
	· Strong Branding attracting purpose driven candidates
· Established Workforce Strategies – 10 year WF&OD Strategy  and the Healthier Mid and West Wales 
· Investment in leadership development at all levels (LEAP for senior and Hywel Dda Manager for bands 3-7)
· People centred focus showing commitment to equality, inclusion and wellbeing
· Access to funded education, apprenticeships, university partnerships and grow your own pipelines offering a range of progression routes for all learners and professional groups
· Active community engagement and future workforce focus 
· Stability and job security
· Good Benefits such as good pension scheme & Generous leave allocations


	Weaknesses
	· Inconsistent execution of workforce plans as per Wales Audit report 2023. 
· Career progression pathways, especially for non-clinical roles, can be opaque or underdeveloped, affecting retention of mid-career professionals.
· Audit Wales noted limited succession planning especially for non-clinical roles
· Administration heavy processes especially in recruitment. Lengthy process can result in losing talent to competitors in high demand areas such as digital fields
· Resource constraints can lead to uneven access to CPD depending on service pressures
· Digital capability and skill gaps
· Underutilisation of Staff voice and lived experience reducing the ability to build trust


	Opportunities 
	· Workforce Analytics overlaying population health with other workforce metrics to understand trends and allow preventative targeted interventions 
· AI and Automation can streamline processes, especially in recruitment, where it can enhance candidate experience and reduce onboarding timescales providing it is wrapped with ethical governance frameworks.
· Grow your own pipeline and Apprenticeships to expand internal development supporting retention and future workforce supply. It could also increase social mobility, especially in underserved communities.
· Leadership Development emphasising cultural impact to improve psychological safety
· Embedding flexible work options can attract a more diverse talent pool and support staff wellbeing


	Threats
	· Workforce burnout and low morale due to high service pressures risk disengagement and attrition if not addressed through internal wellbeing strategies. 
· Political and economic uncertainty will hinder workforce planning impacting talent management strategies
· Siloed working between functions. Lack of integration can hinder holistic talent strategies 
· Inconsistent capabilities at management level can negatively impact staff experience.
· Ageing workforce and population. With a large proportion of staff at or approaching retirement age and limited succession planning provides little mitigation of the risk.
· Resistance to Change: - Cultural inertia may limit the adoption of new talent strategies 
· Equity Gaps in Career Progression without awareness training or internal process reviews may allow bias to persist in promotion, development, and recognition practices.
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Year Overall Actual Recurrent Delivered Delivered
Savings overall savingsasa | non- recurrent
Target savings % of overall recurrent savings
£(M) delivered savings savings (eM)
(EM) target (£M)
2018-19 1l 2 68% 5 21
2019-20 2 18 4% 6 12
202021 342 34 % 24 13
2021-22 16.1 19 20% 73 46
2022-23 204 124 1% 12 04
2023-24 195 14 4% 6 8

Source: Welsh Government Monthly Monitoring Returns and Health Board Finance Reports.
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