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The purpose of the report is to provide a further update to the Committee on our progress in achieving the “The Health Board is a great place to work where staff feel valued and work together towards a common goal” strategic objective by reporting on progress against the People Strategy 2024-2029. It describes the steps taken to develop the content of the work programmes and engage with stakeholders, test content and to bring the Strategy to life.  The report focuses on two work programmes within Pillar 1 of the Strategy, PADR Improvement Plan and Staff Experience and Staff Engagement Plan.


	Key Issues

	 
The seven pillars of the People Strategy were shared with the Committee in February 2026 outlining the key programmes of work that sit beneath each pillar.  Progress has now been made in developing the detail of these programmes using a Plan on a Page methodology and engaging with stakeholders to test and refine our priorities and actions.

As a result of the engagement, we have listened to feedback and updated our Plans on a Page for Pillars 1, 5,6 and 7.  This report shares the updated plans for two work programmes within Pillar 1 ‘Engaged, Motivated & Healthy, namely; ‘Personal Development Review Improvement Plan’ and ‘Staff Experience and Staff Engagement Plan’ 
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	Recommendations

	Members are asked to:
· Receive Assurance of progress made in meeting objectives within the identified People Strategy work programmes. 




SPOTLIGHT ON PILLAR 1 OF THE PEOPLE STRATEGY

1. INTRODUCTION

The purpose of the report is to provide a further update to the Committee on our progress in achieving the following strategic objective: “The Health Board is a great place to work where staff feel valued and work together towards a common goal” by reporting on progress against the People Strategy 2024-2029. It describes the steps taken to develop the content of the work programmes and engage with stakeholders to test programme content and to bring the Strategy to life.  The report focuses on two work programmes within Pillar 1 of the Strategy, PADR Improvement Plan and Staff Experience and Staff Engagement Plan.

2. BACKGROUND

The People Strategy was approved in 2024/25 and during 2026, work has progressed to determine our workforce priorities within a challenging and transformational organisational climate.  The People Strategy work programme is organised into 7 key pillars and 21 work programmes.  These work programmes were selected as they directly contribute to the achievement of the organisation’s strategic objective, ‘The Health Board is a great place to work and where staff feel valued and work towards a common goal’.  
[image: ]
Since February’s Workforce & OD Committee, progress has been made in developing the detailed content of each work programme by using a Plan on a Page methodology in which the goals, milestones and impact are succinctly described.  Plan on a Page outlines have now been developed for all 21 work programmes.  During June and July, a series of engagement events took place within the Workforce & OD community to test the work programmes plans on a page and provide assurance and validity around direction of travel.  These engagement events were held online and in person and focussed specifically on 4 of the 7 pillars, namely Pillar 1 ‘Engaged Motivated and Healthy, Pillar 5, Excellent Education & Learning, Pillar 6, Leaders that Live our Values and Pillar 7 ‘Equality, Diversity & Belonging’and the 10 work programmes that sit beneath these pillars.  Engagement for Pillars 2,3 and 4 will take place in September.
These engagement events were invaluable in providing feedback on the draft work programmes and whilst there was consensus that we are focussing on the most appropriate areas for improvement, the feedback also highlighted some areas that helped us fine tune our approach.  The engagement tested our use of language, highlighted the pivotal role of leadership capability and the need to ensure appropriate communication and feedback mechanisms are built into our plans to share outcomes.  These themes have enabled us to adjust our plans and are now integrated into our Plans on a Page.
As a demonstration of progress, Appendix 1 & 2 contain the Plans on a Page for two work programmes within Pillar 1 ‘Engaged Motivated & Healthy’, namely Personal Development Review Improvement Plan and Staff Engagement Plan.  In providing a spotlight on these two work areas our progress is as follows:
· Personal Development Review Improvement Plan
The purpose of the Personal Appraisal Development Review (PADR) Improvement Plan (Appendix 1) is to improve PADR compliance, strengthen the quality and reliability of PADR data, and support a more consistent approach to appraisal delivery across Swansea Bay University Health Board. This is an ambitious target to reach 85% compliance as it is set against a baseline compliance position of 73.73% in December 2025 and a backdrop of significant financial challenge and organisational transformation.  With the development of the new care group structure during 2026/7 and beyond, this will continue to be a challenge.  However, working with service groups and HR Business Partners, progress has been made. 
As detailed in Appendix 1, strengthening PADR data quality is identified as a priority programme in Goal 1 and by working closely with service groups and HR Business Partners, significant progress has been made.  The initial scoping phase identified that the barriers to sustained improvement included ESR hierarchy and line management data quality, manager capacity, administrative burden and variable local oversight. 
A phased improvement approach has been adopted with the initial phase focussing on ESR data validation, review of reporting structures, identification of staff without a recorded PADR and improved oversight of compliance risks. This has increased confidence in organisational reporting and enabled more targeted support to be directed towards areas of lower performance. As a result, organisational compliance has improved from 73.73% in December 2025 to 79.09% in June 2026, moving the Health Board closer to the Welsh Government target of 85%.  This is a notable improvement in performance and 6% improvement since July 2025.
Our focus on improvement will continue in line with the goals and milestones detailed within the Plan on a Page. As compliance improves, our attention will shift towards strengthening the quality of PADR conversations, embedding a culture of continuous improvement and ensuring PADRs add value for individuals, teams and the organisation.

· Staff Engagement and Staff Experience Action Plan
As a result of stakeholder engagement, the purpose of the Staff Engagement and Staff Experience Plan shifted and, with the future creation of the new organisational structure as a result of Organised for Success, clarity and accountability for action and improvement is essential.  The plan is to develop a consistent, Health Board-wide accountability framework and staff experience action planning approach that improves staff engagement, survey participation and confidence that feedback leads to meaningful action.  This will shift emphasis from staff engagement being led corporately to locally owned and clinically led.
This priority programme is underpinned by a need to improve our Staff Survey response rate (19% in 2025) and a reduction in our staff engagement score from 71.2% to 70.3%. Staff feedback also highlighted concern about trust, psychological safety and belief that action will be taken following feedback.
Appendix 2 provides the full details of the plan, key milestones, driver metrics and risks with the overall aim of improving our staff participation, engagement scores and consistent delivery of local action plans.  Accountability for driving forward these aims will be key and therefore the development of an accountability framework which sets out roles and responsibilities across the organisation will be our first priority.  As this is an emerging and dynamic picture, desktop research is currently underway to look at best practice with the aim of aligning this framework to the new organisational structures when they go live in 2027.
The development of an accountability framework aligned with Organised for Success (O4S) and the Culture Change Programme will mean the creation of a standardised staff experience and engagement action planning process; integration of actions into performance review arrangements; and improved communication of actions and outcomes to staff.

3. GOVERNANCE AND RISK ISSUES
· Capacity within WOD directorate to complete milestones​ as some resource removed due to financial pressures.
· Impact of organisational change on culture, behaviours, systems and processes may divert attention away from the work programmes.  
· Climate of change may directly impact sustained improvement in PADR rates and challenge the ambitious target of Staff Survey completion rates and the key resulting actions. 
· Organisational change will require alignment of ESR and reporting structures.  This may result in PADR compliance rates stagnating or even deteriorating whilst structures are aligned to reflect the new organisational structure.  Data quality is key and requires constant monitoring and updating. 
· Significant operational pressures, staffing shortages, and competing priorities may limit managers' capacity to complete PADRs, even with improved systems and resources. 

4.  OPEN AUDIT RECOMMENDATIONS 
There are no open audit recommendations.

5. FINANCIAL IMPLICATIONS
The resource required to lead on the two work programmes described in this paper is accounted for within existing Workforce & OD resources.  However, engagement with service leads will be required in order to successfully deliver on these plans.  This time is not accounted for per se, but assumed as part of leadership and management duties.

The Plan on a Page approach aims to determine our workforce priorities against the resource we have available, set out as 21 work programmes under the 7 objectives in the People Strategy in a challenging and transformational organisational climate.  Any additional Workforce & OD priorities determined nationally or locally over and above what is described in our work plans will require us to review these and replace these priorities in line with capacity.

6. RECOMMENDATION
Members are asked to:
· Receive Assurance of progress made in meeting objectives within the identified People Strategy work programmes.
	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

	Both PADR and Staff Engagement/Experience Action Plans are key enablers in driving improved staff morale, wellbeing and experience across the Health Board. The direct correlation between patient experience and staff experience is well documented. 

	Financial Implications

	
The resource required to lead on the two work programmes described in this paper is accounted for within existing Workforce & OD resources.  However, engagement with service leads will be required in order to successfully deliver on these plans.  This time is not accounted for per se, but assumed as part of leadership and management duties. 

The Plan on a Page approach aims to determine our workforce priorities against the resource we have available, set out as 21 work programmes under the 7 objectives in the People Strategy in a challenging and transformational organisational climate.  Any additional Workforce & OD priorities determined nationally or locally over and above what is described in our work plans will require us to review and replace these priorities in line with capacity.


	Legal Implications (including equality and diversity assessment)

	The NHS Wales Staff Survey is a Welsh Government and Welsh Partnership Forum mandatory requirement for capturing and reporting the experiences across organisations and NHS Wales and results are performance benchmarked.  PADR is also a National Workforce Performance metric.  Current organisational and system challenges may impact on PADR compliance, engagement scores, response rates and performance. 

	Staffing Implications

	Both PADR and Staff Engagement/Experience Action Plans are key enablers in driving improved staff morale, wellbeing and experience across the Health Board. 
Capacity within WOD directorate to complete milestones​ as some resource removed due to financial pressures.
Impact of organisational change (Organised for Success) on culture, behaviours, systems and processes may divert attention away from the work programmes.  
Significant operational pressures, staffing shortages, and competing priorities may limit managers' capacity to complete PADRs, even with improved systems and resources. 


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

	The paper impacts on the Well-being of Future Generations (Wales) Act 2015 as the priorities outlined will impact on the long-term delivery of the Health Board’s People Strategy, being a great place to work and the culture and behaviours of the organisation now and in the future.  It aims to support staff, through working together to improve staff experience, wellbeing and morale and in turn, that of the population we serve. 

	Report History

	23/3/2026 – People Strategy Progress Report presented to Workforce & OD Committee.


	Appendices

	Appendix 1 – Plan on a Page – Personal Development Review Improvement Plan
Appendix 2 – Plan on a Page – Staff Engagement and Staff Experience Improvement Plan
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