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Regular Report from the Director of Workforce & OD 

1. INTRODUCTION
This is a regular report which sets out the key national and local issues impacting on our workforce. It covers the period 1st June to 31st July 2026.

2. BACKGROUND
The following issues are covered in this report:
1. NHS Staff Standards
2. National living wage
3. Workforce Equality Standards Report
4. SEQOHS accreditation for our Occupational Health Services.

3. Key Issues

3.1 NHS Staff Standards
A set of standards have been developed by the Department of Health and Social Care (DHSC) and set out what staff can expect from their employer in the following areas:
a) Line management (including how to best support line managers)
b) Health and wellbeing (physical environment, rest spaces, and occupational health and wellbeing support)
c) Preventing and reducing violence against staff
d) Championing sexual safety
e) Tackling racism
f) Promoting flexible working.

The Health Board plans to adopt these standards with effect from 1st April 2027. An implementation plan is being developed which will be shared with the Committee at a future meeting.

3.1a Line management 
Staff can expect supportive, fair, developmental and compassionate line management, enabled by employer support for line managers to help staff to perform well, feel valued and fulfil their potential. 

This standard is about making sure staff are supported by their line managers, and that line managers are properly supported by their organisation to provide high quality line management to their teams. This standard recognises that wider pressures, limited time and poor systems can make good line management difficult. The standard is about changing that by creating a culture where line management is valued, supported and properly resourced by organisations, so all staff experience fair, consistent and compassionate management.

Line managers should expect their employer to help them to do their job well. This means line managers should expect:

· training and development to help them manage people effectively, especially for those new to line management
· enough time in their job to carry out line management responsibilities properly
· simple, accessible HR policies and processes that help rather than hinder
· supervision, advice and support from their own manager
· opportunities to give feedback to their employer about what helps or gets in the way of supporting staff.

The standard recognises that line managers are staff too. It is about improving systems and support, so line managers can support their teams consistently and compassionately. 

Under this standard, staff should expect that their line manager:

· listens to them and takes their concerns seriously
· treats them fairly, with respect and compassion
· carries out regular, meaningful appraisals with feedback that helps them do their job
· provides them with support for issues when they need it
· gives them clear objectives and regular feedback
· actively supports their development and career progression
· creates a team environment where everyone feels safe to speak up
· takes action when problems arise, and escalates issues when needed
· Staff should also feel part of a team with shared goals, where differences are handled constructively and everyone is treated with respect.

Line management has a big impact on how people feel at work. Good line management helps staff feel listened to, supported and valued. Poor or inconsistent line management can lead to:

· stress
· low morale
· people leaving their jobs
· teams struggling to work well together.

When line managers are properly supported, they are better able to support their teams. This leads to:

· clearer objectives
· better feedback
· stronger teamwork
· safer, more inclusive working environments.

This standard also matters because good line management underpins the other staff standards. Progress on tackling racism, reducing violence, championing sexual safety, supporting flexible working and improving health and wellbeing all depend on line managers having the time, confidence and support to act.

By valuing line management and giving it the attention and resources it deserves, the NHS can improve staff experience more consistently and create workplaces where people can do their best work and want to stay.

Success against the standard will be measured by what staff have to say about their experience of their line manager. This will be done through the NHS Staff Survey, including questions on:

· appraisals and whether they help staff agree clear objectives for their work and how valued they feel their work is by their organisation
· career development and whether staff feel like they have access to the right opportunities to develop their potential
· whether their line manager takes a positive interest in their wellbeing, and whether they will help with any problems faced in a compassionate way
· their team and whether they feel a valued member of their wider team and with a set of shared goals.

3.1b Health and Wellbeing
Staff can expect their organisation to protect their health, safety and wellbeing at work. Employers are responsible for supporting staff wellbeing, preventing ill-health associated with work and helping staff to feel safe, cared for and able to perform well.   
 
This standard is about making sure that NHS organisations are proactively supporting the health and wellbeing of their staff and taking action to prevent work-related illnesses. It is important that organisations care for staff and prioritise their wellbeing so that they feel safe, well and able to perform their roles.

The 2025 NHS Staff Survey shows that many NHS employees have experienced physical and psychological impacts as a result of their work, and not enough staff feel that their organisation takes positive action on health and wellbeing. 

This standard builds on existing expectations, requiring organisations to make progress across wider determinants of staff safety, health and wellbeing, and sets clear expectations on employers to take a preventative, data driven and accountable approach to staff health and wellbeing. 

Under this standard, staff should expect:

· their organisation to actively protect their health, safety and wellbeing at work
· clear leadership accountability for staff wellbeing, including oversight at board level
· an evidence-based and needs-driven local health and wellbeing approach shaped by staff feedback, data and partnership working
· that basic wellbeing needs are met, including to rest, eat and drink while at work with arrangements that are suitable to different operational settings
· managers who are trained to support health and wellbeing, and to have regular, supportive conversations
· fair and inclusive support, including:
· reasonable adjustments for disabled staff and those with long-term conditions
· support for pregnant and breastfeeding staff
· support for those experiencing perimenopause or menopause
· access to occupational health and wellbeing support, with recommendations acted upon
· ongoing improvement of staff health and wellbeing outcomes informed by workforce data and staff experience.

The health, safety and wellbeing of NHS staff is fundamental to delivering safe, high-quality patient care. The NHS Staff Survey shows persistent levels of work-related stress and burnout. This standard makes it clear that employers should not just react when staff are struggling but take action earlier to keep people well. It focuses on using information and evidence to spot problems, taking responsibility at leadership level, improving day‑to‑day working conditions, supporting managers and making sure staff can get the right health and wellbeing support when they need it. This helps keep staff safe, well and able to do their jobs.

Injury and harm caused while working, and poor wellbeing, leads to absenteeism and staff leaving their roles. Preventing harm and protecting staff wellbeing improves retention and morale and has positive benefits for patient care. 

Success against the standard will initially be measured through the NHS Staff Survey, including through questions on whether staff:

· feel their organisation takes positive action on health and wellbeing
· have felt unwell in the past 12 months due to work-related stress
· feel burnt out because of their work
· Violence prevention and reduction staff standard.

3.1c Violence & Aggression
Staff have a right to feel safe and supported at work, in an environment that takes meaningful action to prevent and reduce violence, aggression, intimidation or abuse in any form. Staff should have access to simple, safe and supportive channels for reporting violence in the workplace; timely, compassionate support after any violent or harmful incident; and the right training to equip them with the confidence and knowledge to keep themselves and others safe.

We know from the 2025 NHS Staff Survey results that the number of staff who experience violence while working in the NHS continues to rise.

The violence prevention and reduction staff standard will build on the work already underway in this area in partnership with NHS Employers and trade unions. This includes preventing and reducing violence, aggression, intimidation or abuse in any form.   

This standard sets out targeted action that employers must take to prevent and reduce violence and abuse, as well as work with partners in the police and elsewhere to create a culture whereby violence against NHS staff is unacceptable.  

Under this standard, staff should expect:

· their employer to implement and embed the violence prevention and reduction (VPR) standard, which helps NHS organisations to assess and manage risks around violence, so that staff feel safe, supported and empowered to report violence, and so their employer can measure and improve their response to violence
· accessible reporting systems to help them report any incidence of violence
· access to high quality, post-incident psychological and welfare support from their manager, who understands how to ensure staff receive post-incident support and where to signpost staff to
· HR policies and procedures that provide them with the right support following incidents and during any investigations
· appropriate training to equip them with the confidence and knowledge to keep themselves and others safe
· opportunities for staff to feed back to their employer, so that they can shape and contribute lived experience to any changes planned in their organisation.

The NHS Staff Survey for 2025 shows that violence against NHS staff continues to be a major issue. 

Staff must know that they are listened to and that appropriate action will be taken. The staff standard aims to ensure that NHS staff can:

· safely report violence in the workplace
· receive timely and compassionate support
· receive the right training they need to feel confident and keep themselves and colleagues safe.

Success against the standard will be measured by what staff have to say about their experience of violence in the workplace. This will be done through the NHS Staff Survey, including questions on whether: 

· staff have personally experienced physical violence at work from patients, service users, their relatives or other members of the public, managers or other colleagues
· they or a colleague have reported any incidents of physical violence at work.

3.1d Championing sexual safety 
Staff have a right to feel safe and supported at work, in an environment that is free from sexual harassment, abuse and unwanted or inappropriate sexual behaviours. Staff can expect their organisations to take clear, consistent action to prevent sexual misconduct and harassment; promote a culture of transparency and openness that ensures incidents are reported and acted upon promptly and appropriately; training to be provided on how to recognise and report inappropriate behaviours; an approach that centres on the victim, with support provided to those affected; and that lessons are learned to reduce the risk of future incidents.

This standard sets out how to make sure that staff are able to go into their workplace and feel safe and protected from inappropriate sexual behaviour. The 2025 NHS Staff Survey results about unwanted behaviour of a sexual nature shows that there is still a problem that has to be tackled and it is unacceptable that staff should be subject to these behaviours.  

This standard is about reinforcing the work that is already underway by NHS organisations in championing sexual safety. It sets out:

· what organisations must do to prevent unwanted sexual incidents
· how staff should be protected and supported
· how to learn from such incidents so staff are able to work in an environment free from sexual harassment, abuse and unwanted sexual behaviours.

Under this standard, staff should expect: 

· their employer to uphold the 10 principles of the NHS Sexual Safety Charter
· to be able to work in an environment where they are not subject to any form of sexual abuse, harassment or inappropriate comments and that they feel safe in their workplace
· that all investigators of sexual misconduct allegations are specially trained for this role
· for their boards and leaders to work to track progress on tackling sexual misconduct and ensure that all policies and procedures are maintained and updated
· that everyone, no matter what grade, should complete the Understanding sexual misconduct in the workplace e-learning
· that all staff are familiar with the sexual misconduct people framework so that they understand how to recognise and report sexual misconduct
· that robust staff policies are in place, so individual staff do not suffer any detriment as a result of reporting any concerns about behaviour
· that any relevant concerns about behaviour from other members of staff, where appropriate, are shared with future employers and host organisations.

The 2025 NHS Staff Survey results show that unwanted behaviours of a sexual nature are still a major issue. 

We want staff to be able to come to work and feel confident that they are going into a place of safety, free from inappropriate sexual behaviours from either colleagues or members of the public. If staff do encounter these behaviours, then they must have the assurances that that their concerns and complaints will be listened to. 

Staff must know that they will be listened to, appropriate action will be taken and that they will be supported throughout any process. 

Success against the standard will be measured by staff reporting incidences of unwanted behaviour of a sexual nature in the workplace. This will be done through the NHS Staff Survey, including questions on: 

· how many times they have been the target of unwanted behaviour of a sexual nature in the workplace. This can include offensive or inappropriate sexualised conversation (including jokes), touching or assault
· whether the behaviour is from other staff.

3.1e Tackling Racism 
Staff should feel safe and supported at work, in an environment where their organisation takes sustained and meaningful action to prevent all instances of racism and discrimination in the workplace. 

All staff should expect to experience a safe working environment, free from racism and discrimination. Data from multiple sources such as the NHS Staff Survey shows that ethnic minority staff have poorer experiences at work.

This standard is about ensuring all NHS organisations take robust and meaningful action to foster positive change in organisational cultures, to improve experiences and outcomes for ethnic minority staff. 

This standard will help to embed a consistent preventative approach across all NHS organisations that not only reduces but tackles the existence of racism and the culture and conditions that have allowed this to thrive across the NHS.

Under this standard, staff should expect:

· to work in an inclusive team environment where they are treated fairly, are listened to and have their concerns taken seriously
· clear consequences for racist behaviour, whether that’s from patients, their relatives or other members of staff
· their managers and board to take meaningful action if problems arise and escalate issues when needed
· to have access to simple, accessible HR policies and processes that prioritise wellbeing and restorative support
· updated grievance, disciplinary and investigative processes that are responsive to the experiences of racism and are unbiased
· to have opportunities where staff can safely give feedback to their employer to improve and inform local plans, particularly where they have lived experience
· that their organisation’s board is accountable for tackling racism with consequences for poor performance
· that their organisation will work to implement inclusive recruitment and talent management practices by developing a recruitment and career progression plan that ensures equity of opportunity for all staff but particularly ethnic minority staff.

Compared to White staff, ethnic minority staff face greater levels of bullying and harassment, are significantly less likely to be appointed to roles from shortlisting and have a level of board and senior leadership representation that is significantly below their overall level in the NHS workforce. 

The 2025 NHS Staff Survey showed that instances of staff experiencing discrimination at work from patients, their families and the general public, managers or other colleagues, had increased again and are higher among ethnic minority staff compared to White staff. 

Given these inequalities, this standard sets out the minimum national expectations for how all NHS organisations must prioritise, prevent, respond to and learn from incidents of racism in the workplace. It will encourage NHS organisations to proactively work to eliminate the conditions in which racism and racist behaviour thrive.

Success against the standard will be measured by what staff have to say about their experience of racism in the workplace. This will be done through the NHS Staff Survey, including questions on: 

· career progression in their organisation and specific data on this for staff members from an ethnic minority background and other protected characteristics like gender, religion, sexual orientation and disability
· whether staff have experienced harassment, bullying or abuse at work from patients or service users, their relatives or other members of the public and from managers or other colleagues
· whether staff have experienced discrimination at work from patients or service users, their relatives or other members of the public and from managers, team leaders or other colleagues.


3.1f Promoting flexible working 
NHS staff can expect flexible working (flexibility in how, where and when they work) to be openly encouraged and supported, fairly and equitably considered, and embedded into everyday practice, creating a ‘flexible first’ culture rather than treated as an exception. Requests must be considered objectively and not unreasonably refused, and where they cannot be agreed, alternatives will be explored.

Flexible working in the NHS helps staff manage their lives, boosts wellbeing and improves retention and patient care.

This standard is about NHS organisations creating a positive, fair and transparent culture in which flexible working is normalised as part of everyday operational practice. This may include changes to working patterns, hours and roles and/or the location in which work takes place. Terms used to refer to flexible working could also include agile, hybrid, dynamic, smart, and remote and home working.

It is intended to ensure that flexible working is proactively offered, openly discussed and consistently applied, from job adverts and interviews, through workforce planning, appraisal and ongoing conversations between staff and managers.

It also makes clear that senior leaders have responsibility for creating the conditions that empower staff to make requests, and that enable managers and leaders to respond to both staff needs and service requirements.

Under this standard, staff should expect:

· flexible working to be openly encouraged, supported and promoted by their organisation’s board and leaders
· their organisation to capture and review information about flexible working requests and outcomes, so that practice can be improved over time and shared transparently with staff
· that requests for flexible working are considered objectively and not unreasonably refused and, where a request cannot be agreed, alternative options are explored with the requester
· flexible working is considered as part of normal workforce planning and will be an option in all job adverts
· approaches to flexible working recognise that what is possible will vary depending on roles, services and operational context
· decisions and outcomes to be handled in a way that is fair, transparent and consistent, and for informal arrangements to be regularly reviewed
· the implementation of preference-based team e-rostering for all frontline workers (where operationally appropriate).

While there have been some improvements in relation to flexible working in the NHS, there is still a long way to go to ensure all staff have fair and equitable access, which is consistently felt by all staff across the NHS.

Flexible working supports recruitment and retention across the NHS, helping organisations build long‑term workforce capability and capacity.

It can also improve staff wellbeing and experience, which in turn supports productivity and the sustainability of NHS services.

By setting clear, consistent expectations, this standard is intended to reduce variation in experience for staff and ensure flexible working is a normal part of working life across the NHS, rather than something that depends on where they work or who they work for.

Success against the standard will be measured by what staff have to say about their experience of flexible working opportunities in their organisation. This will be done through the NHS Staff Survey, including questions on:

· how satisfied staff are with the opportunities for flexible working patterns
· how committed their organisation is to helping you balance your work and home life
· whether they can approach their immediate manager to talk openly about flexible working.


3.2 National Living Wage
The Welsh Government announced its intention to pay the Real Living Wage from 1 April 2026. This meant that the increase for staff in band 1&2 ranged from 3.8% to 5.9%. 

The National Living Wage in Wales, which is the statutory minimum for workers aged 21 and over, is set at £12.71 per hour. This represents a 4.1% increase from the previous year. 

The Real Living Wage is a voluntary rate calculated independently by the Living Wage Foundation based on the actual cost of living, including essentials like food, rent, and bills. In Wales, the Real Living Wage for 2026 is £13.45 per hour, higher than the statutory National Living Wage. This rate applies to all workers over 18.
 
I can confirm that these increases have been processed by payroll and the Health Board is compliant with the Real Living Wage.

3.3 Workforce Equality Standards
Attached in appendix one is the new style report setting out the Health Boards performance against the workforce equality standards which have been derived from the staff survey results.

The report identifies three areas where the Health Board scores below the national average. These are workforce behaviours, wellbeing and safety and workplace conditions.

At this stage the report is being shared for awareness. An assurance report will be submitted to the next Committee meeting on the actions that are being taking in response to this assessment, which includes the implementation of the NHS Staff Standards as set out in section 3.1 above.

3.4 SEQOHS Accreditation
I am pleased to report that following an external review of our Occupational Health Services we have been awarded with the SEQOHS accreditation. This accreditation demonstrates the team’s commitment to working to nationally recognised standards and is testament to the hard work that they have undertaken this year.
The SEQOHS accreditation consists of six domains that occupational health services must meet:
1. Governance and leadership: ensures effective leadership and governance within the service
2. Resources and processes: focuses on the resources available and the processes used to deliver services
3. Outputs and outcomes: measures the effectiveness of the services provided
4. Information and communication: addresses the communication and information management within the service
5. Quality assurance and improvement: involves continuous improvement and quality assurance practices
6. Sector-specific standards: includes additional standards tailored to specific sectors, such as the NHS. 
These domains help ensure that occupational health services are safe, effective, and quality-oriented.
SEQOHS accreditation is valid for 5 years with an annual review.

4.  OPEN AUDIT RECOMMENDATIONS 
Not applicable.

5. FINANCIAL IMPLICATIONS
None identified.

6. RECOMMENDATION
Members are asked to receive the report which is provided for assurance.

	Governance and Assurance

	Strategic Objectives

	Strategic Objectives
(please choose which is impacted)
	People of Swansea Bay live healthier, fairer and more prosperous lives
	☐
	
	Care is high quality, safe, efficient and delivers the best possible outcomes for people in partnerships  
	☐
	
	Care is delivered in partnership with our communities in safe and appropriate setting, supported by innovation
	☐
	
	The health board is a great place to work where staff feel valued and work together towards a common goal
	☒
	
	The health board is a resilient, sustainable and responsible organisation
	☐
	Health and Care Standards

	Standards (please choose which applies)
	Safe Care
	☐
	
	Timely Care
	☐
	
	Effective Care
	☐
	
	Efficient Care
	☐
	
	Equitable care
	☐
	
	Person-centred Care
	☐
	
	Staff and Resources
	☐
	Enablers (please choose which applies)
	Whole Systems Approach
	☐
	
	Leadership
	☒
	
	Workforce
	☒
	
	Culture
	☒
	
	Information 
	☐
	
	Learning, Improvement and Research
	☐
	Quality, Safety and Patient Experience

	None Identified

	Financial Implications

	None Identified

	Legal Implications (including equality and diversity assessment)

	As set out in the report

	Staffing Implications

	As set out in this report

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

	None identified

	Report History

	Not applicable

	Appendices

	Appendix 1: Workforce Equality Standards
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