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	This report provides the Workforce and OD Committee with an update on progress against the four recommendations arising from the Internal Audit Review of Staff Retention, which received a Reasonable Assurance opinion. The report outlines actions completed, work currently underway and the rationale for the agreed implementation timescales. It seeks to provide assurance that appropriate arrangements are being strengthened to improve retention intelligence, evaluation, governance and organisational oversight, and requests that the Committee note progress made to date and take assurance from the actions being progressed.


	Key Issues

	The Internal Audit Review of Staff Retention provided Reasonable Assurance and identified four medium-priority recommendations relating to retention metrics, evaluation, leaver intelligence and governance. Actions are underway against all recommendations and will strengthen workforce intelligence, organisational oversight and reporting arrangements. This work supports delivery of the Health Board's People Strategy and Corporate Objectives by promoting workforce sustainability, staff experience and retention. No significant increase in organisational risk has been identified; rather, the actions will further strengthen assurance and reduce potential workforce risks over time.


	Decision / Action required
	No

	Recommendations

	The Workforce and OD Committee is requested to:

· Consider the findings of the Internal Audit Review of Staff Retention and the subsequent discussion at Audit Committee.
· Take assurance from the progress made against the four medium-priority audit recommendations, including actions completed and those currently in progress.
· Take assurance that arrangements are being strengthened to improve retention intelligence, evaluation of retention initiatives, governance and organisational oversight.
· Consider the rationale for the agreed implementation timescales and the work already underway to deliver the audit recommendations.
· Receive further progress updates through established workforce governance arrangements as appropriate.




Retention Audit

1. INTRODUCTION

The purpose of this report is to provide the Workforce and OD Committee with an update on progress against the recommendations arising from the Internal Audit Review of Staff Retention (Reasonable Assurance), which was presented to Audit Committee in May 2026. The report outlines actions completed and underway, provides assurance regarding governance arrangements and timelines, and highlights next steps to strengthen retention intelligence, evaluation and oversight.

2. BACKGROUND

Reasonable assurance has been received from Audit and Risk following the completion of the Retention Audit. The report highlighted that retention performance remains strong across the organisation and that SBUHB turnover is below the NHS Wales average. The report recognised that SBUHB already has several established programmes that support retention within the organisation and that SBUHB has completed a large number of actions against the HEIW Nurse Retention Plan and therefore retention is not identified as a critical organisational risk. 

From the Audit report, four medium priority recommendations were made:

Recommendation 1: Alignment of Metrics for Retention Initiatives

Actions undertaken

Work has commenced to strengthen the alignment between retention activity and workforce performance measures to provide a clearer assessment of organisational impact. Retention metrics, including turnover, vacancy rates, sickness absence and flexible working data, are now routinely reviewed through the Recruitment and Retention Group.
The Health Board's Retention Framework is being finalised and is scheduled for implementation in Autumn 2026. This will provide a structured approach to monitoring retention activity and reporting outcomes.
Progress has also been made against the HEIW Nurse Retention Framework. Since completion of the audit, an additional action has been delivered through the introduction of rotational posts for newly qualified nurses within the March 2026 student streamliner intake.
 
In Progress

As part of the Organised for Success programme, Care Group structures are being established. Once operational, the Retention Lead will work with Workforce Business Partners to implement a consistent reporting approach for retention-related metrics across all Care Groups.
This will support stronger organisational oversight and ensure retention information is routinely escalated through workforce governance arrangements.

Timescales

The agreed implementation date remains March 2029.

The timescale reflects the need to embed new Care Group structures, establish reporting arrangements and generate sufficient data to evaluate impact. It should not be regarded as a delay in action, as key workstreams, including the Retention Framework and reporting arrangements, are already underway.
Retention performance remains favourable, with turnover below the NHS Wales average. As such, this recommendation is focused on strengthening assurance, reporting and evaluation rather than addressing an immediate workforce risk.

Recommendation 2: Evaluation of Retention Initiatives

Actions undertaken

The Health Board already evaluates a range of initiatives that support retention, including leadership development, wellbeing services, flexible working, staff recognition and education programmes. These arrangements routinely capture participation, feedback and user experience data.
The audit identified an opportunity to strengthen the link between these evaluations and retention outcomes. Work has therefore commenced to develop a more structured approach to assessing the contribution of retention initiatives to workforce stability.

In Progress

An Annual Retention Effectiveness Review is being developed and will bring together workforce metrics, staff survey findings, exit interview themes and retention activity to provide a more comprehensive assessment of retention performance.
Whilst it is not possible to directly attribute an individual's decision to stay to a single intervention, triangulating workforce data with programme outcomes will provide greater insight into which initiatives are supporting workforce stability and staff experience.

Timescales

The agreed implementation date remains March 2028.

This reflects the need to establish consistent reporting arrangements through the emerging Care Group structure and allow sufficient time to embed organisational changes arising from Organised for Success.

The Annual Retention Effectiveness Review is expected to commence during 2027, enabling baseline information to be established and reporting arrangements refined before full implementation.

Recommendation 3: Leaver Intelligence and Exit Interviews

Actions undertaken

Significant progress has been made in strengthening the Health Board's approach to capturing and using leaver feedback.

A new exit interview questionnaire has been developed and the associated digital platform completed. The process has been shared with Trade Union colleagues through Partnership Forum, ensuring continued engagement through established social partnership arrangements.

The Health Board also continues to promote completion of the national ESR leavers' questionnaire. Whilst participation remains voluntary, improving awareness and demonstrating how feedback is used will help strengthen response rates and organisational learning.

In Progress

A communications campaign is being developed to support the launch of the new exit interview process alongside the Retention Framework in Autumn 2026.

In addition, a dedicated module within Brilliant Basics will support managers to:
· Conduct effective leaver conversations.
· Promote completion of exit questionnaires.
· Record leaver reasons accurately within ESR.
· Understand how leaver intelligence informs workforce improvement activity.

Feedback will be analysed alongside ESR data and wider workforce metrics to identify themes, workforce pressures and opportunities for improvement.

Timescales

The agreed implementation date remains March 2028.

Whilst the questionnaire and digital platform have already been delivered, additional time is required to embed the process, improve participation rates and establish meaningful trend analysis.

This recommendation responds directly to the need to strengthen organisational learning from staff departures and ensure findings are routinely used to inform retention activity.

Recommendation 4: Governance

Actions undertaken

Work has commenced to strengthen governance arrangements supporting recruitment and retention across the Health Board.

A review of existing forums has been undertaken, including the Recruitment and Retention Group and Flexible Working Group, to ensure responsibilities and reporting arrangements are clearly aligned. Flexible Working has also been incorporated within the Plan on a Page framework, providing improved visibility of activity and outcomes.

Both Flexible Working and the new Exit Interview Framework have been discussed through Partnership Forum, ensuring continued engagement with Trade Union colleagues.

In Progress

A revised governance framework is being developed to establish clear accountability, reporting and escalation routes from Care Groups through to Board-level committees.

Alongside this, governance mapping and a standardised reporting template are being developed to ensure retention information is reported consistently across the organisation.

Once implemented, the framework will strengthen accountability, improve escalation of workforce risks and provide greater visibility of issues affecting retention, wellbeing, recruitment and workforce sustainability – a draft of the proposed governance structure is shown in Appendix 1.

Timescales

The agreed implementation date remains March 2029.

The timescale reflects the need to align governance arrangements with the emerging Care Group structure and allow sufficient time for reporting processes to become fully embedded.

Whilst retention performance remains strong, the recommendation will strengthen organisational assurance by ensuring workforce intelligence is escalated consistently and considered within strategic decision-making.

The Internal Audit Review concluded that Swansea Bay University Health Board has a strong strategic approach to staff retention, supported by retention performance that remains favourable when compared with the NHS Wales average. Progress against all four audit recommendations is underway, with several key deliverables already completed. The planned actions will strengthen the organisation's ability to evaluate retention initiatives, understand the experiences of staff leaving the organisation, and ensure that workforce intelligence is consistently reported and used to inform decision-making. The Committee can therefore take assurance that the recommendations are being actively progressed and that appropriate governance arrangements are in place to oversee delivery and monitor ongoing improvement.

3. GOVERNANCE AND RISK ISSUES

Risk Assessment

The Internal Audit Review of Staff Retention concluded with a Reasonable Assurance opinion and identified four medium-priority recommendations. The review recognised that staff retention remains a strength for Swansea Bay University Health Board, with workforce turnover remaining below the NHS Wales average and no significant increase in organisational risk identified.

The actions outlined within this report are intended to further strengthen existing arrangements relating to retention intelligence, evaluation, governance and organisational oversight. In particular, the development of enhanced exit interview processes, improved reporting arrangements, strengthened governance structures and the implementation of an annual retention effectiveness review will support the early identification of workforce risks and enable more informed workforce planning and decision-making.

The actions being progressed will therefore contribute to reducing the risk of workforce instability, support the delivery of the Health Board's People Strategy and provide enhanced executive and committee assurance regarding staff retention and workforce sustainability.

Equality Impact

Due regard has been given to the potential equality implications associated with the actions outlined within this report. The recommendations relate primarily to improvements in governance, reporting, workforce intelligence and evaluation processes and do not introduce any changes to terms and conditions of employment, workforce policies or employment practices.

At this stage, no adverse equality impacts have been identified, and a formal Equality Impact Assessment is not required. Retention initiatives continue to be available to all staff and support the Health Board's commitment to equality, diversity, inclusion and fair access to workforce opportunities. Equality considerations will continue to be considered as retention initiatives and governance arrangements are further developed and implemented.

4.  OPEN AUDIT RECOMMENDATIONS
 
The Staff Retention Internal Audit Review received a Reasonable Assurance opinion and identified four medium-priority recommendations. All recommendations remain open and are being actively progressed in line with the agreed management actions.

	Recommendation
	Target Date
	Status
	Progress Update

	Recommendation 1: Alignment of Metrics for Retention Initiatives
	March 2029
	In Progress
	Retention metrics are routinely reviewed through the Recruitment and Retention Group. The Retention Framework is being updated to incorporate audit recommendations and will be launched in Autumn 2026. Further work will be undertaken through the emerging Care Group structures to strengthen reporting and oversight arrangements.

	Recommendation 2: Evaluation of Retention Initiatives
	March 2028
	In Progress
	Work is underway to develop an annual Retention Effectiveness Review, bringing together workforce metrics, staff feedback, exit interview themes and retention initiative evaluations to provide a more comprehensive assessment of organisational retention performance.

	Recommendation 3: Leaver Intelligence and Exit Interviews
	March 2028
	In Progress
	A new exit interview questionnaire and digital platform have been developed. A communications campaign and manager guidance are being developed to support implementation and improve the collection and use of leaver intelligence.

	Recommendation 4: Governance
	March 2029
	In Progress
	Governance arrangements are being reviewed to strengthen accountability, reporting and escalation routes. Governance mapping and the development of a standardised reporting framework are underway and will align with the emerging Care Group structure.



All audit recommendations are progressing in accordance with the agreed management responses. Whilst the formal implementation dates extend to 2028 and 2029, several key actions have already been completed or commenced. Progress will continue to be monitored through the Health Board's established workforce governance arrangements and reported to the Workforce and OD Committee as appropriate.

5. FINANCIAL IMPLICATIONS

There are no significant additional financial implications arising from the recommendations contained within this report.

The actions associated with the Internal Audit Review of Staff Retention are being progressed through existing Workforce and OD resources, established governance arrangements and current workforce programmes. This includes the development of the Retention Framework, implementation of the exit interview process, enhancement of reporting arrangements and strengthening of retention governance.

At this stage, the required resources are accounted for within existing budgets and workforce plans, and no additional funding allocation is required

6. RECOMMENDATION

The Workforce and OD Committee is requested to:
1. Consider the findings of the Internal Audit Review of Staff Retention and the subsequent discussion at Audit Committee.
2. Take assurance from the progress made against the four medium-priority audit recommendations, including actions completed and those currently in progress.
3. Take assurance that arrangements are being strengthened to improve retention intelligence, evaluation of retention initiatives, governance and organisational oversight.
4. Consider the rationale for the agreed implementation timescales and the work already underway to deliver the audit recommendations.
5. Receive further progress updates through established workforce governance arrangements as appropriate.

	
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

	Effective staff retention contributes to workforce stability, continuity of care and a positive patient experience. The actions outlined within this report will strengthen the Health Board's ability to identify and address workforce issues that may impact staff wellbeing, engagement and service delivery. Improved retention intelligence, evaluation and governance arrangements will support proactive workforce planning and help maintain safe, high-quality services for patients.


	Financial Implications

	There are no significant additional financial implications arising from the recommendations contained within this report. Actions are being progressed through existing Workforce and OD resources, established governance arrangements and current workforce programmes. The required resource is accounted for within existing budgets and workforce plans, and no additional funding allocation is required at this stage. Any future resource implications identified through implementation of the recommendations will be considered through the Health Board's normal business planning and financial governance processes.


	Legal Implications (including equality and diversity assessment)

	The recommendations outlined within this report support compliance with the Health Board's Governance Framework by strengthening workforce reporting, organisational oversight and assurance arrangements. No specific legal concerns have been identified because of the proposed actions. Due regard has been given to equality, diversity and inclusion considerations, and no adverse impacts have been identified. The recommendations relate primarily to governance, reporting and workforce intelligence processes rather than changes to employment policies, terms and conditions or service delivery. Equality considerations will continue to be monitored throughout implementation to ensure retention initiatives remain fair, inclusive and accessible to all staff groups.   


	Staffing Implications

	The actions outlined within this report are expected to have a positive impact on staff experience, workforce sustainability and retention. The recommendations focus on strengthening retention intelligence, evaluation, governance and organisational oversight rather than introducing changes to staffing establishments, workforce structures or terms and conditions of employment. Delivery of the actions will be undertaken through existing Workforce and OD resources and will support improved understanding of workforce trends, leaver experiences and factors influencing staff retention across the Health Board.


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

	The actions outlined within this report support the long-term sustainability of the Health Board's workforce by strengthening staff retention, workforce planning and organisational resilience. The recommendations align with the Well-being of Future Generations (Wales) Act 2015 through the application of the five ways of working, particularly long-term planning, prevention, collaboration and involvement. The development of improved retention intelligence and governance arrangements will support evidence-based decision-making and workforce sustainability. No adverse implications for the Welsh Language or Welsh speakers have been identified, and retention initiatives will continue to promote equitable access and inclusion for all staff groups.


	Report History

	

	Appendices

	Appendix 1 – Proposed Governance Structure
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Appendix 2: Proposed Recruitment and Retention Governance Structure

,’.‘ Workforce & OD Committee

Recruitment & Retention Group

Care Groups will report retention intelligence, workforce risks, emerging themes and local retention activity
through the Recruitment & Retention Group. The Recruitment & Retention Group will provide organisational
oversight, identify cross-cutting themes and escalate key risks, issues and assurance to the Workforce & OD
Committee for strategic consideration and oversight.
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