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	Purpose of the Report
	Effective values-driven, adaptive leadership and management is at the heart of delivering excellent staff and patient experience.  Leaders that live our values is a core priority within our People Strategy (People Aim 6) and this report provides a baseline of how the organisation currently supports the development of our leaders and managers and, through a variety of data sources, identifies ways in which we can improve and do things differently. 

	Key Issues



	Context – Our leaders and managers operate in a climate of extreme pressure. Financial austerity, performance targets, staffing shortages, increased demand for services, significant service transformation and external monitoring represent some of the daily challenges.  Leading teams in a post pandemic world is a further consideration with altered psychological contracts, a tired workforce, increased financial constraints but requirements for flexibility and creativity.

Access to support & learning - Ensuring our leaders and managers have access to skills development and CPD is crucial and we have a long history in Swansea Bay UHB of providing a comprehensive range of in-house programmes.  These include technical management skills programmes as well as behaviour-based leadership development, co-ordinated and delivered by the Learning & Organisational Development team within Workforce & OD and also Nurse Education within Corporate Nursing.

Listening to feedback - Our staff voices through the Staff Survey (2023) and our Big Conversation (2023) provide a focus for leaders and managers to improve staff experience and engagement 

Fit for purpose & future focus - Recognising the changing context and pressures on our leaders and managers, our internal development and support must also keep in step with the pace of change. A review of our programmes has suggested areas for improvement and implementation.


	Specific Action Required 
(please choose one only)
	Information
	Discussion
	Assurance
	Approval

	
	☐	☐	☒	☐
	Recommendations

	Members are asked to:
· ACKNOWLEDGE that our leaders and managers operate in a climate of extreme pressure and that development constitutes one part of a system wide approach to organisational effectiveness. 
· BE ASSURED plans are in place to prioritise a ‘Brilliant Basics’ approach as underpinning knowledge for all new and existing managers, with updates planned for existing leadership & management programmes.
· APPROVE the approach and endorse the release of staff to attend leadership & management development as an integral part of culture change and our performance improvement journey. 

.




LEADERS THAT LIVE OUR VALUES – MANAGEMENT AND LEADERSHIP DEVELOPMENT

1. INTRODUCTION

Effective values-driven, adaptive leadership and management is at the heart of delivering excellent staff and patient experience.  Leaders that live our values is a core priority within our People Strategy (People Aim 6) and this report provides a baseline of how the organisation currently supports the development of our leaders and managers and, through a variety of data sources, identifies ways in which we can improve and do things differently.

2. BACKGROUND

Our leaders and managers operate in a climate of extreme pressure. Financial austerity, performance targets, staffing shortages, increased demand for services, significant service transformation and external monitoring represent some of the daily challenges.  Leading teams in a post pandemic world is a further constraint, as our workforce is tired and yet the demands to transform, be creative and cut our costs are undisputed.  This requires an adaptive style of leadership which is underpinned by compassion but cognisant of the evolving pressures and shaped by staff engagement and staff involvement to inform our actions and decision making. However, great leadership alone cannot hold the key for unlocking the performance paradigm.  It requires our systems and processes to work in harmony to enable accountability and adaptability to flourish.  This report provides an insight into how we are developing our leaders and managers in Swansea Bay; it shares the outcomes of our programmes review, with actions on how we address accessibility and spread which focuses on doing the basis brilliantly.

3. A HISTORY OF LEADERSHIP & MANAGEMENT DEVELOPMENT IN SWANSEA BAY UHB

Ensuring our leaders and managers have access to skills development and CPD is crucial and Swansea Bay UHB has a long history of providing a comprehensive range of in-house programmes.  These include technical management skills programmes as well behaviour-based leadership development, co-ordinated and delivered by the Learning & Organisational Development team within Workforce & OD and also Nurse Education within Corporate Nursing. There is also a Primary and Community Care Academy that has developed a Leadership development programme for collaboratives leads and the Senior Management Team (SMT).

Programmes offered comprise both multi-disciplinary transactional, technical managerial skills development, transformational behaviour-based leadership development and profession-specific management and leadership development.  They range from front-line supervisory to senior leadership development.  An outline of the programmes currently offered are included in appendix 1.  It is also important to acknowledge the range of fully funded management and leadership development qualifications offered through our Apprentice Academy in partnership with local education providers, as well as the programmes promoted and offered via HEIW and Academi Wales in addition to those in-house.  

The majority of our Management and Leadership Development programmes have been in place since 2017.  Our behaviour-based leadership programmes ‘Footprints’ and ‘Bridges’ were developed in response to the results of the 2018 NHS Wales Staff Survey and focus on compassionate leadership, aligned to our organisational values.  
Since these programmes were first launched, the organisation has experienced significant socio cultural, economic and political changes, major service transformation and the impact of living through and consequences of the Covid-19 pandemic.  All of these factors had a major impact on our leaders and managers at Swansea Bay and their roles in sustaining service delivery.  Changes to local and national government and senior structures within Swansea Bay also continue to play their part in the dynamic nature of leadership and the requirement to exercise adaptability and compassion at a time of sustained pressure and financial austerity. The Lord Darzi Review (2024) articulates these constraints and the impact on leaders and managers and is an important reference point for Swansea Bay in determining how we support our leaders and managers and the systematic change that is needed.

4. Review of our leadership & management programmes – fitness for purpose
Recognising the context and significant change that has impacted the Health Board over the last 3-4 years and understanding the importance of Management, Leadership and Leadership Style being the most impacting factor on Culture, Climate and Performance (Korn Ferry Institute, 2017), a review of our Leadership and Management Programmes delivered by Learning & OD was undertaken during the Summer of 2024.  
The review aimed to identify fitness for purpose and included 6 focus groups held across sites including clinical and non- clinical managers (see Appendix 2 for full report

4.1 The key findings included:
· The multi-professional and uni professional programmes currently provided work well, meeting the differing professional needs of staff groups.
· Our Behavioural based leadership programmes (Footprints, Bridges) met the leadership needs of attendees (average rating: 4.3 stars out of 5 = Excellent).
· Participants valued face to face learning for community of practice, building relationships and learning, as leadership can be isolating
· Longer sessions (full days or consecutive days would be more manageable from a release perspective).  Consider hybrid options
4.2 How we can improve:
· More focus on compassion, collective and adaptive leadership
· Access – wait times to access programmes can be long.
· Support to attend can be an issue – protected time for learning
· Consider how we measure the impact
· Can we create ‘aspiring’ programmes for succession planning
· Leading in multi-generational work environment and impact on style
· Importance of senior leader visibility and understanding of staff experience
4.3 Other data sources:
Our small scale review has also been expanded to take into account wider Workforce intelligence including; feedback on Leadership and Management as a main theme coming out of Our Big Conversation Staff and Stakeholder Engagement Programme (2021), the results of the NHS Wales Staff Survey (2023) and reports/themes from the Guardian Service.  The key themes from arising from the wider workforce intelligence included:
· Accessibility is an issue.  Great feedback from our programmes, however, there are often long waiting times to access the programmes due to facilitator capacity
· We need to focus on getting the basics right – managers with the fundamental technical skills of management – new managers and existing managers
· Improve staff engagement by building confidence and trust - feedback suggests that managers listen but do not always take action.

5.  Listening into Action

In response to the review of our leadership & management programmes and taking into account feedback from other workforce intelligence sources, our 2 priority actions are as follows:

Priority #1 – Getting the basics right.  We will develop a ‘Brilliant Basics’ on line learning tool for new and existing managers.  This will be bite size learning modules which covers all of the basic areas that managers to need to be aware of to manage themselves, their team and their services effectively.  As an on line tool, this will be available 24/7 enabling managers to access and revisit the modules at a time that is convenient to them.  This just in time approach to learning will also serve as refresher training when managers need to access protocols that may be needed infrequently and can be constantly kept up to date.   A multi-professional working group has been established to scope this project with priority areas for go live and a project plan is being developed.  Phase I will go live in January 2025.

It is important to note that the creation of ‘Brilliant Basics’ will be in addition to our existing Management and Leadership Development programmes.  The Brilliant Basics on line tool will enable the organisation to build underpinning technical management skills and knowledge and a solid foundation on which Swansea Bay can support and develop its existing and future managers and leaders.

Priority #2 – Review of existing leadership & management programmes.  We will take on board the feedback from the review (2024) and integrate these into updated versions of the programme, specifically focussing on adaptive leadership and multi-generational leadership given the context and demands on today’s leaders.  We will also review our criteria for accessing the programmes and working with the service delivery groups understand how best to support and prioritise managers and leaders based on organisational need.  This work will be carried out by December 2024.  We will also continue to use feedback from the NHS Staff Survey within our leadership programmes as a mirror to reflect staff experience and the leader’s role in shaping team culture and organisational performance. 



5. GOVERNANCE AND RISK ISSUES
The following outlines the governance and risk issues associated with this report:

· Due to the quick turnover and appointment/promotion of new leaders across services during the pandemic, there is potentially a cohort of managers and leaders that do not have the requisite knowledge and skills required for the current context and challenges facing the organisation. 
· Capacity and organisational pressures are impacting prioritisation and release for staff to attend Management and Leadership development programmes, with some feedback indicating that managers are asked to take annual leave to do so.  Time allocated for CPD is taken up with completion of mandatory training, which is only set to increase.  Therefore, sponsorship is required from the organisation, Executive team and Service Groups / Directorates for Leadership and Management Development to be prioritised.
· Our current internal capacity does not allow us to significantly add more management/leadership development offerings. This many mean we take a portfolio approach and consider what is done when based on priorities. It may also be an opportunity for exploration area with the Joint Committee with Hywel Dda.

6.  FINANCIAL IMPLICATIONS
We frequently utilise a small number of bank staff to cover elements of our leadership programmes based on expertise, skill, knowledge and experience.  This is based on the individual’s desire for flexibility and also to effectively manage cost based on demand.  It is important that we maintain this arrangement so that we have flexibility in managing our resource within our budget allocation and is protected from the work associated in reducing variable pay. 

7. RECOMMENDATION
Members are asked to:
· ACKNOWLEDGE that our leaders and managers operate in a climate of extreme pressure and that development constitutes one part of a system wide approach to organisational effectiveness. 
· BE ASSURED plans are in place to prioritise a ‘Brilliant Basics’ approach as underpinning knowledge for all new and existing managers, with updates planned for existing leadership & management programmes.
· APPROVE the approach and endorse the release of staff to attend leadership & management development as an integral part of culture change and our performance improvement journey. 
· 

	Governance and Assurance


	Link to Enabling Objectives
(please choose)
	Supporting better health and wellbeing by actively promoting and empowering people to live well in resilient communities

	
	Partnerships for Improving Health and Wellbeing
	☒
	
	Co-Production and Health Literacy
	☐
	
	Digitally Enabled Health and Wellbeing
	☐
	
	Deliver better care through excellent health and care services achieving the outcomes that matter most to people 

	
	Best Value Outcomes and High Quality Care
	☐
	
	Partnerships for Care
	☐
	
	Excellent Staff
	☒
	
	Digitally Enabled Care
	☐
	
	Outstanding Research, Innovation, Education and Learning
	☐
	Health and Care Standards

	(please choose)
	Staying Healthy
	☐
	
	Safe Care
	☐
	
	Effective  Care
	☐
	
	Dignified Care
	☐
	
	Timely Care
	☐
	
	Individual Care
	☐
	
	Staff and Resources
	☒
	Quality, Safety and Patient Experience

	It is well documented that a strong correlation exists between patient and staff experience.  Research also confirms that Leadership and Leadership Style is the most impacting factor on Culture, team Climate and Performance, which in turn impacts on turnover, sickness absence, morale and engagement (Korn Ferry Institute, 2017).  All of these impacting factors ultimately impact on patient experience.

	Financial Implications

	We frequently utilise a small number of bank staff to cover elements of our leadership programmes based on expertise, skill, knowledge and experience.  This is based on the individual’s desire for flexibility and also to effectively manage cost based on demand.  It is important that we maintain this arrangement so that we have flexibility in managing our resource within our budget allocation and is protected from the work associated in reducing variable pay. 

	Legal Implications (including equality and diversity assessment)

	Equity of access to leadership development and managers being trained in the knowledge and skills required to apply ER processes and policies correctly that have legal implications i.e. MAAW Policy or flexible working policy and links to disability or other discrimination.


	Staffing Implications

	Capacity and organisational pressures are impacting prioritisation and release for attendance at Management and Leadership development programmes, with some feedback indicating that managers are asked to take annual leave to do so.  Time allocated for CPD is taken up with completion of mandatory training, which is only set to increase.  Therefore, sponsorship is required from the organisation, Executive team and Service Groups / Directorates for Leadership and Management Development to be prioritised.
Furthermore, our current internal capacity does not allow us to significantly add more management/leadership development offerings. This many mean we take a portfolio approach and consider what is done when based on priorities. It may also be an opportunity for exploration area with the Joint Committee with Hywel Dda.


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

	The health board has a 10-year vision to be a high-quality organisation. The right leaders with the right skills are essential to us delivering this and being an anchor organisation.  

Given the research confirming that Leadership and Leadership Style is the most impacting factor on Culture, team Climate and Performance, which in turn impacts on turnover, sickness absence, morale and engagement there is a clear link to wellbeing, retention and local employment.


	Report History
	First report.


	Appendices
	Appendix 1 - Current Management and Leadership Development offering at Swansea Bay
Appendix 2 – Review of Management & Leadership Development Findings Report
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