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Overview of Workforce Planning Arrangements 
Swansea Bay University Health Board 

1. INTRODUCTION

The report provides an overview of the workforce planning arrangements in Swansea Bay University Health Board (SBUHB), including the main findings of a March 2024 Audit Wales’ report, an update on workforce planning training progress and future actions to address workforce planning challenges. 

2. BACKGROUND

2.1. SBUHB’s Current Context

SBUHB are not alone in experiencing significant financial challenges. The impact of the pandemic, rising energy costs and increases in demand due to an ageing population has put significant pressure on the NHS in the UK. As a result, the HB has implemented an agency reduction programme, is initiating additional recruitment scrutiny for the majority of roles and is asking management teams to deliver new and innovative service models within existing resources, to meet increases in demand. 

This will require the Health Board (HB) to continue to shift its focus to disease prevention and early intervention, move services closer to patient’s homes, implement new workforce models where teams work around the patient, systematically apply the prudent health and care principles, and plan services on a regional basis, where appropriate. This will require HB managers to feel confident and capable of managing significant service change and workforce re-design while maintaining and supporting workforce wellbeing, engagement and resilience.  

2.2. The Current Workforce Planning Model in SBUHB

As of March 2025, SBUHB employs one full time permanent strategic workforce planner funded by the Workforce and OD Directorate and one fixed term (12 months) workforce planner, funded by Health Education and Improvement Wales (HEIW) until 31st October 2025. The fixed term post has been funded to train and support mental health service managers with their workforce plans to facilitate the delivery of the national Strategic Mental Health Workforce Plan. The service is overseen by a Head of Strategic Workforce Planner who, as of August 2024, also oversees the HB’s Central Resourcing/ Recruitment Team.  

The strategic workforce planning team within SBUHB operate a “push out” approach to service delivery, which means they upskill managers to develop and write their own operational and strategic workforce plans. To do this, the team facilitate workshops and training events and guide them through the existing workforce planning tools, templates and resources provided by Health Education and Improvement Wales (HEIW). The service areas also have dedicated Workforce Business Partners who support with workforce planning discussions and projects, in addition to general workforce and OD matters. Both teams encourage managers to follow the HEIW best practice Workforce planning principles.  

Over the last 2 years, the strategic workforce planning team have been working with individual professions to support them to develop strategic workforce plans, including facilitating workshops/ providing training for Therapies and Health Care Science; Nursing and Midwifery, Pharmacy and more recently, Theatres and Estates managers and team leaders. However, it is worth noting that the strategic workforce planning team’s remit is much wider than facilitating workforce planning training, which impedes the HB’s ability to increase capacity and capability at pace. For example, the team are responsible for co-ordinating the HB’s annual education commissioning cycle (see this year’s report attached as appendix 1 for noting), the Workforce and OD directorate’s short and long-term people plans and progress reports, the Directorate’s business continuity plans, integrated planning for the HB’s Annual Plan/ IMTP, business case scrutiny groups, regional workforce planning, and horizon scanning.  

2.3. Audit Wales Report 

In 2023, Audit Wales undertook an audit into the workforce planning arrangements in all NHS Wales organisations. The following summarises some of the strengths and risks highlighted in the SBUHB report dated March 2024: 

Strengths: 
· The new People Strategy provides a longer-term focus on addressing workforce challenges
· The HB is working well with partners to find shared solutions to workforce challenges
· Pockets of good practice to support service transformation and redesign
· The Workforce Planning Team and the Workforce Business Partners engage well with service leads to support them with workforce planning, although operational pressures can impact on this
· The importance of regional working to support the development of sustainable services is recognised
· Proactively managing workforce challenges with positive impact and has a good understanding of workforce risks
· Clear intent to improve workforce planning capacity and capability by supporting service groups to take greater ownership of their workforce planning
· The Workforce Planning Team offers a range of training to increase workforce capacity within the operational teams as well as running targeted training at the request of services, particularly for high-risk areas
· The Workforce and OD Committee receives a good range of performance information





Risks: 
· The HB’s sickness rate (7% in quarter 2, 2023) is one of the highest compared to other HBs and it’s vacancy rate (7% as of September 2023) is one of the highest compared to other Welsh HBs
· Proximity to other HBs means SBUHB competes for skilled staff, in a limited talent pool. This is particularly acute for some professions.
· The HB recognises it needs to improve workforce planning and it’s use of data to support it. It also needs to improve completion and consistency of service-based workforce plans
· Limited dedicated corporate workforce planning capacity and is reliant on the capacity of business partners and operational managers to effectively workforce plan
· As the organisation strengthens service group and divisional workforce planning, this may expose new workforce risks or change existing risks
· Whilst the Board receives a quarterly update against IMTP deliverables, including workforce, this is brief in nature

Progress against the Audit’s Recommendations

The audit recognised that the HB had “Limited dedicated corporate workforce planning capacity and is reliant on the capacity of business partners and operational managers to effectively workforce plan”. As a result of the audit and an opportunity to release funds through an upcoming retirement, portfolio responsibilities within the Workforce and OD Directorate were adjusted to enable an additional workforce planning trainer to be appointed, using existing funding. However, this post was affected by the HB’s administrative and clerical recruitment pause and therefore continues to be a vacancy in the team. This is due to be re-submitted to the panel in the new financial year.  The change in portfolio for the Head of Strategic Workforce Planning went ahead in August 2024 limiting training capacity further, with face-to-face workshops being run significantly less frequently. As an interim measure, the team are signposting service managers to HEIW’s bitesize e-learning workforce planning videos, which were launched in March 2024, however uptake to date has unfortunately been minimal (8 enrolled as of December 2024). 

Note a more detailed progress update for the audit’s four main recommendations is provided as appendix 2. 
2.4. Next steps 

In January 2025, HEIW were commissioned to undertake a deep dive into workforce planning arrangements in SBUHB. The remit for this work is:

· To explore the workforce planning process and supporting structures currently in place
· How this aligns with the development of the organisation’s planning processes, including the development of the HB’s Annual Plan/IMTP
· Whether workforce planning is embedded within managers’ roles and integrated (i.e. alignment between Workforce, Finance and Service Planning)
· Identify areas of good practice and areas for improvement
· Make recommendations on how workforce planning could be improved based on good practice from across Wales and beyond 
· Identify actions to enable managers to undertake workforce planning activity
HEIW are aiming to undertake the review in Q4 of 2024/25 and Q1 of 2025/26 and will provide a report and set of recommendations for the HB to consider. In the interim, HEIW are funding accredited Workforce Planning training for the HB’s Assistant Workforce Business Partners, to extend the scope of trained professionals within the Directorate and widen reach.  This will support the HB to build a foundation of capability and capacity in workforce planning and workforce transformation as part of our organisational design requirements.

3. GOVERNANCE AND RISK ISSUES

· There is a risk is that there will be no funding to support the recommendations of HEIW’s deep dive analysis 
· There is currently funding for a permanent workforce planning trainer for the team, which was paused by the administrative and clerical scrutiny recruitment panel. This will be re-submitted in the new financial year for consideration 
· Failing to upskill managers in workforce planning has a financial risk for the HB e.g. poor workforce planning can result in unfilled vacancies, potential increase in sickness absence due to staff burnout, increased spend on temporary staff and not being able to meet service demand due to not planning for workforce supply, both now and in the future. 

4.  FINANCIAL IMPLICATIONS

HEIW’s deep dive analysis will be conducted free of charge, however the recommendations may require additional investment.

5. RECOMMENDATION

That the members 

· Consider the range of issues and risks discussed in the paper  
	Governance and Assurance


	Link to Enabling Objectives
(please choose)
	Supporting better health and wellbeing by actively promoting and empowering people to live well in resilient communities

	
	Partnerships for Improving Health and Wellbeing
	☐
	
	Co-Production and Health Literacy
	☐
	
	Digitally Enabled Health and Wellbeing
	☐
	
	Deliver better care through excellent health and care services achieving the outcomes that matter most to people 

	
	Best Value Outcomes and High Quality Care
	☐
	
	Partnerships for Care
	☐
	
	Excellent Staff
	☒
	
	Digitally Enabled Care
	☐
	
	Outstanding Research, Innovation, Education and Learning
	☐
	Health and Care Standards

	(please choose)
	Staying Healthy
	☐
	
	Safe Care
	☐
	
	Effective  Care
	☐
	
	Dignified Care
	☐
	
	Timely Care
	☐
	
	Individual Care
	☐
	
	Staff and Resources
	☒
	Quality, Safety and Patient Experience

	Effective workforce planning can support quality, safety and patient experience

	Financial Implications

	HEIW’s deep dive analysis will be conducted free of charge, however the recommendations may require additional investment
Effective workforce planning can ensure the Health Board is using its resources effectively, appropriately and can also help to reduce spend on variable pay/ temporary staff

	Legal Implications (including equality and diversity assessment)

	Effective workforce planning can support the Health Board to meet relevant legislation e.g. Nurse Staffing Act 

	Staffing Implications

	Effective workforce planning requires the appropriate resources and time to undertake it

	Long Term Implications (including the impact of the Well-being of Future Generations (Wales) Act 2015)

	Effective workforce planning can support national Workforce priorities (e.g. healthy workforce, focus on prevention and wellbeing, sustainable workforce, appropriately skilled workforce).

	Report History
	NA


	Appendices
	Appendix 1 - Annual education commissioning report
Appendix 2 – SBUHB Progress against the Recommendations in the Audit Wales 2024 Report
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