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· Ongoing focus via AHP, HCS & Pharmacy Professional Workforce Board to support financial recovery of the health board.
· Ensuring that AHP and HCS professional leads receive clear and comprehensive briefing on the scope of the Organise for Success Programme, to support informed engagement and effective contribution to the development of future care group leadership models.
· Alignment of Occupational Therapy & Physiotherapy part-time commissioned places, recruitment processes and workforce availability necessary to fully maximise the benefits of the ‘grow our own’ model.
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THERAPIES AND HEALTH SCIENCE WORKING GROUP 

1. INTRODUCTION
The purpose of this report is to draw to the attention of the committee, key workforce issues and risks relating to Allied Heath Professions and Health Science services and any mitigation undertaken.

2. KEY ISSUES
2.1 Education and Workforce Development

2.1.1 Allied Health Professions, Health Science & Pharmacy Professional Workforce Board (PWB)
The Allied Health Professions (AHP), Healthcare Science (HCS) & Pharmacy Medicines Management (PMM) Professional Workforce Board continues to provide professional oversight, assurance and challenge in relation to workforce planning, recruitment, vacancy control and financial sustainability across AHP, HCS and PMM professions.
The Professional Workforce Board (PWB) noted continued improvement in sickness absence, now below the Health Board target, alongside a sustained reduction in variable pay reflecting strengthened workforce controls and rostering arrangements.  Significant organisational pressures remain in relation to workforce affordability, vacancy controls and headcount reduction expectations, with risks identified around service sustainability, staff wellbeing and displacement to variable pay where recruitment is held.  The importance of applying professional context when interpreting workforce data, particularly for small and specialist services was recognised.  The PWB is progressing further work to strengthen consistent service-level workforce and business planning to support sustainable delivery and provide ongoing assurance.

2.1.2 Organise for Success Programme
AHP and HCS professional leads were briefed as part of the DAHPHS Professional & Governance meeting on the Health Board’s Organise for Success Programme.  The briefing focused on Phase 2, which relates to engagement on future care group leadership models, and forms part of the transition from geographically based service groups to six thematic care groups. AHP & HCS Leads will continue to engage through established leadership routes.

2.1.3 Occupational Therapy and Physiotherapy Part-time 
Commissioned Places 2026-27
Swansea Bay University Health Board has adopted a targeted and sustainable approach to growing its Therapy workforce through the part-time Occupational Therapy route in 2026/27, securing three commissioned places, all of which have been utilised by internal candidates. This contrasts with higher levels of commissioning across other Health Boards (e.g. significant Occupational Therapy requests in Betsi Cadwaladr UHB), where lower conversion from applicants to filled places has been observed.
Across Wales, a total of 43 Occupational Therapy and 14 Physiotherapy places were requested, with only 13 Occupational Therapy and 4 Physiotherapy candidates put forward, demonstrating a clear gap between planned workforce growth and actual uptake. This position is further influenced by a reduction in overall AHP commissioning for 2026/27, including a 34% reduction in Occupational Therapy commissions, which has constrained available places and impacted uptake. Within Swansea Bay, this is reflected in one of the three Occupational Therapy candidates currently being held on a reserve list, having met the requirements for entry but unable to be offered a confirmed place due to limited commissioned capacity.  There were also five physiotherapy applicants in 2026/27, however none were offered places.
Within this context, Swansea Bay University Health Board’s full utilisation of its allocation, supported by an established internal pipeline, reflects a deliverable and aligned model of workforce planning. The “earn and learn” approach continues to support retention by enabling staff to develop within their current teams and contributes to building a locally trained workforce aligned to service need. However, realisation of these benefits is dependent on effective transition into registered roles. Current constraints in recruitment timelines mean that newly qualified internal candidates may need to seek opportunities externally, as internal advertisement for Band 5 posts has not routinely aligned with graduation timelines. This presents a risk to return on investment and workforce retention, and highlights the need for a consistent approach to internal recruitment of newly qualified staff to fully maximise the benefits of the “grow our own” model.
Overall, this model represents a strategic and cost-effective approach to workforce supply and service sustainability; however, alignment between commissioning, recruitment processes and workforce availability remains critical to ensure the intended benefits are fully realised.

2.1.4 Pathology Healthcare Support Worker Education Funding
Health Education & Improvement Wales (HEIW) Healthcare Support Worker development funding is managed centrally within SBUHB, with departments submitting requests across education, resources, and staffing.  Pathology received a small proportion of the overall allocation and has therefore prioritised proposals that offer the greatest workforce benefit and value for money.

Pathology relies on skilled support staff to maintain safe and effective services.  The key issue is how limited funding can best be used to support workforce development, career progression, and retention, while also addressing service resilience and statutory training needs.

The training request focuses on education-based development for Bands 2-4, including IBMS Certificates of Achievement, Level 2 role-specific qualifications, and essential Health & Safety training.  These priorities support structured progression pathways, improve workforce capability, and represent a cost-effective use of a modest allocation.

Delivery of training can be affected by external qualification delays, funding cycle misalignment, and competition for resources across the wider Health Board.  Previous attempts to access resource and staffing support have also been constrained by local processes and timescales.  These factors may limit the departments ability to fully maximise funding unless allocations are timely and appropriately targeted.


3. GOVERNANCE AND RISK ISSUES
Governance and risks have been highlighted in the individual sections identifying the current key issues for the AHP and HCS workforce.

4.  OPEN AUDIT RECOMMENDATIONS 
None to note.

5. FINANCIAL IMPLICATIONS
Service group finance partners are informed of financial risks highlighted in the report where applicable.

6. RECOMMENDATION
Members are asked to Receive the information in the report.


	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

	A sustainable AHP and HCS workforce is essential to provide effective, patient centred care with improved outcomes for patient, carer and workforce. 
Patient safety runs through education standards and requirements and is inseparable from an excellent learning environment and culture that values and supports learners and educators. 


	Financial Implications

	Financial risks associated with the key themes described are not specified in the paper and are operationally managed via Service Groups.


	Legal Implications (including equality and diversity assessment)

	As set out in the paper. 


	Staffing Implications

	As described in the paper.


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

	This paper reflects The Well-being of Future Generations (Wales) Act (2015) and working relationships between organisations helping to meet the longer-term needs of NHS Wales and enhance the sustainability of the healthcare workforce.


	Report History

	


	Appendices
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