	2. Staff Engagement / Staff Experience Action Plans – Develop a consistent framework that supports accountability for actions across services that enhances staff experience and engagement
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Programme Lead: Julie Lloyd

	1. Problem Statement 
	2. Scope

	Background: Swansea Bay is committed to being a great place to work where all staff feel valued and work together towards a common goal.  This strategic objective aims to be delivered through our People Strategy and success in delivering this objective is evaluated and measured through Workforce intelligence/performance monitoring and in particular, the annual NHS Wales Staff Survey and subsequent Health Board and local service Action Plans.  
Problem: Whilst up-take for the 2025 National Staff Survey improved on the previous year (increasing by 6% to 19%), Swansea Bay was 14% lower than the national average at 30%.  Our engagement score had also dropped from to 70.3% from 71.2% in 2024 (acknowledging that there has been a drop in the engagement score across NHS Wales, our engagement scores were lower than the national average overall and in 5 of the 7 engagement questions).  
Feedback from staff indicates low levels of trust in the organisation, low psychological safety and belief that meaningful action will be taken as a result of giving feedback or raising concerns.  The main reasons staff gave in 2024 for not completing the staff survey were aligned to this.
There is inconsistency in the approach taken by services/Directorates to identify priority areas and develop action plans which are then communicated widely along with meaningful action taken.  
Impact: It is well researched that staff experience and engagement in healthcare are intrinsically linked to patient experience and outcomes. Having a consistent framework that supports accountability for actions across services will enhance staff experience and engagement and so in turn that of our patients and service users.  The status quo will result in further disengagement and loss of trust in the organisation.
	In Scope:
All Staff Groups 
	Out of Scope: 
Volunteers, temporary staffing, contractors,
commissioned partners 

	
	3. Programme Goal(s)

	
	· Development of an accountability framework aligned to O4S and Culture Change Programme, that enables improved up-take of the national Staff Survey across services.
· Development of Staff Experience action plans that enable delivery of evidenced, meaningful change / improvement consistently across services. 

	
	4. *Key Exit Criteria (what will success look like)

	
	· An accountability framework that is built into performance review mechanisms for all services.
· Action Plans and their delivery are communicated widely with staff across services, delivered in collaboration and monitoring is embedded via performance review mechanisms.
· Yearly incremental improvement across Workforce performance metrics for services

*Organised for success (O4S) creates a risk around these exit criteria and driver metrics, acknowledging the impact of organisational change on culture, behaviour, systems and processes. To mitigate, the accountability framework should be developed and rolled-out aligned to the timeframes of O4S and form part of the management and performance infrastructure.  Reports are to acknowledge the risk of impact on up-take with the national staff survey and engagement scores in 2026.

	5. Short term objectives 2025/26
	6. Medium term objectives 2026/27
	7. Key Programme Milestones

	1. Analyse and translate the current benchmark data for staff engagement and experience, along with the top 3 Health Board priorities for 2025.
2. Draft a proposed Exec-led, Health Board wide Staff Survey action plan for delivery and cascade to services.
3. Deliver relevant actions under the responsibility of the Director of WOD as per required timelines detailed in the action plan.
4. Utilise DICE’S annual Comms Campaign to make a continuous, explicit link back to the voices of staff throughout the year, highlighting the meaningful change that has resulted from the staff survey and to enhance up-take i.e. flu campaign.
	5. Identify existing best practice across services in respect of Staff Experience / Engagement Plans for 2025-2026.
6. Development of an accountability framework aligned to O4S and Culture Change Programme that enables improvement across workforce performance metrics for services
7. Development of standardised Staff Experience / Engagement Action Plan template for services, aligned to best practice and the accountability framework.

	Milestones​
	Lead​
	By When​
	Status

	
	
	Analyse and translate the current benchmark data for staff engagement and experience, along with the top 3 Health Board priorities for 2025.
	JL
	March to May 26
	Completed

	
	
	Draft a proposed Exec-led, Health Board wide Staff Survey action plan for delivery and cascade to services.
	JL
	01/06/26
	Completed

	
	
	Deliver relevant actions under the responsibility of the Director of WOD as per required timelines detailed in the Exec-led, Health Board Staff Survey action plan.
	WOD
	01/10/26
	In progress

	
	
	Work with DICE in the utilisation of the annual comms campaign to make a continuous, explicit link back to the voices of staff throughout the year.
	JL, DICE
	June 26 on-going
	In progress

	
	
	Development of an accountability framework and standardised staff experience plan template aligned to O4S and Culture Change Programme
	LJ, JL
	Quarter 4, 26-27
	Not Started

	8. Key Risks
	9. *Driver metrics
	10. Impact: planned benefits relating to Health Board Strategic Objectives

	1. Capacity within WOD directorate to complete milestones​ – loss of local staff survey lead post in OD
2. Organised for success, its timelines and impact on hierarchy / services being able to relate to the findings and deliver meaningful action.
3. [bookmark: _GoBack]Impact of organisational change on culture, behaviours, systems and processes and so engagement score.  Success and delivery of metrics will be impacted.
	Yearly increased up-take with the national Staff Survey and improvement in engagement score
	Supports delivery of WOD1 – Engaged, Motivated & Healthy Workforce

	
	
	It contributes towards strategic objective 4; The Health Board is a great place to work where staff feel valued and work together towards a common goal

	
	
	Core to our One Bay Way and organisational values and behaviour framework

	
	
	Contributes to delivery of Wellbeing of Future Generations Act and Public Health objectives – the Health Board as an anchor organisation and employer of choice

	
	
	



