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1. Summary 

There is a need for workforce planning in Hywel Dda, but to enable this necessitates the delivery of training that allows the managers to carry this out.  Despite organising workforce planning training for managers, there appears factors that are hindering their attendance.  To ascertain the most appropriate training formats for managers and to understand their preferences, this study carried out a questionnaire and interviews with managers between bands 5 – 9.  Overall, the findings revealed that time and relationships were an important factor in the learning experience of managers, that facilitation of live sessions, both face-to-face and virtual held many professional benefits, including networking opportunities and a deeper understanding of the topic; however, the preferred formatting of learning was relational to the topic and the perceptions of that topic. 


2. Rationale   
This rationale outlines the need and approach for improving workforce planning training within the Hywel Dda University Health Board (HDdUHB).   Despite the acknowledgement in the need to undertake workforce planning activities by managers across the board, there exists a significant gap in the actual work.  The significant capability issues in this activity have highlighted a need for training in workforce planning.
HDdUHB provides health care primarily to the residential population of Carmarthenshire, Pembrokeshire and Ceredigion, but also to its thousands of tourists. Comprising 4 General Hospitals, 5 Community Hospitals, 13 Centres/Clinics, 15 Mental Health facilities and the Community setting (HDdUHB, n.d.), it is part of NHS Wales and governed by the Welsh Government. Working with other public sector organisations, third sector agencies and carers, it looks after the ongoing health needs of its population.  The Health Board has a long-term strategy – the Healthier Mid and West Wales Strategy – whereby support and care is provided more in the communities as close to home as possible (HDdUHB, n.d.).
The Welsh Government requires that each Health Board undertakes a process of planning its necessary workforce to deliver high quality patient care (Welsh Government, 2023).  Workforce Planning is a continual process whereby the organisational strategy and the individual department needs are translated into a plan to  employ the people necessary to fulfil that strategy/needs (CIPD, 2022; Vulpen, n.d.; Schmidt & Laycock, 2009).  Strategic Workforce Planning is when this process is carried out with a long-term view of five years or more (Smithson, Maguire, Honeyman, & Jabbal, 2015).  Within Hywel Dda University Health Board, Workforce Planning has always been done on a relatively short-term basis, this is not classed as strategic.  
To enable the service managers across the Health Board to Workforce Plan effectively and efficiently, learning resources and training are needed that will enhance the individuals’ capabilities (Kumar, 2017; Ordu, 2021).  It is widely acknowledged that training and resources can be a source of new knowledge, or a reminder of/deepen existing knowledge (Bušljeta, 2013).  
Training in workforce planning is believed to be key to build capacity and capability in the workforce, allowing for a more strategic outlook.  The training and facilitation skills within the Workforce Planning Team have been developed to deliver a wide variety of methods and contexts, including face to face, virtual, live, pre-recorded webinars, written, visual, bespoke, generic, using interactive tools and software; all to help engage learners fully and provide different ways to meet their preferred learning styles.

Workforce planning training was initially delivered on a three-part basis consisting of a one-hour introductory webinar, followed by a one-day session, and a subsequent one-hour conclusion webinar.  This was amended, due to capacity issues, to a one-day training session only. Despite overwhelming anecdotal evidence that knowledge on how to Workforce Plan effectively is wanted by managers, number of attendees continues to be limited.  There is a need to understand when, how long and in what format workforce planning training should be offered to managers, by means of suitability and ease of access, to help meet a widespread training need. 

This research aims to address the lack of understanding around how and when to deliver this training by asking the question, how would the delivery of workforce planning education need to look to enable greater accessibility and participation?
Critically analysing factors that could increase participation in workforce planning training from managers and aspiring managers, therefore this study will aim to research, analyse and critically evaluate:
· what methods of delivery of learning would be preferred or better suited to managers working within the Health Board,
· the length of time of learning preferred or more suitable for Health Board managers,
· the formatting of programmes preferred by or more suitable for managers.

While 1,324 individual managers within the banding range 6-9 will be invited to participate, based on the data held on the NHS Wales Electronic Staff Record at the end of May 2023, it is hoped the number of participants will be circa 100.  It is intended that between 5 and 7 interviews will be conducted in addition, which will include some of the questions from the survey so a comparison can be made following a thematic analysis. Managers will be identified from the Staff In Post (SIP) database held within the Health Board’s Electronic Staff Record (ESR).

It is anticipated that a critical analysis of the findings of the study would aid the Workforce Planning Team in how to drive forward the educational aspect of the workforce planning within the organisation. The recommendations following the critical analysis were expected to highlight and prioritise what training to develop and deliver that will increase capacity and capability in the Health Board.

All emails will have email addresses blind copied so nobody knows who else is involved in the research and all details will be anonymised in the findings of the report. Informed consent will be implied through questionnaire completion, and participants will have upfront knowledge on the study’s purpose and confidentiality measures. 
The questionnaire will be vetted by the head of service and the director before dissemination to reduce potential biases and conflict of interest.  The questionnaire will not ask for personal details or any questions calling for identifiable details.
Interviews will be held virtually to maximise confidentiality in lieu of the location of meeting rooms. Any specific names/job roles mentioned in the interviews will be redacted, and all participant details in the interviews will be anonymised by use of codes, i.e. participant 1.  

The data will be collated on the researcher’s professional laptop and stored on the researcher’s Health Board One Drive, with restricted access so that only relevant individuals will have access to the information.  However, all participants will have access to the information that they provide.  All recorded interviews will be deleted after the thematic analyses have been conducted.
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