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1. INTRODUCTION

The following is a report on the implementation of the Social Partnership Duty within Swansea Bay University Health Board, as set out in the Social Partnership and Public Procurement Act (SPPP) 2023. 

The Social Partnership Duty came into effect on 1st April 2024. Under this duty public bodies, in carrying out sustainable development, will be required in so far as is reasonable, to seek consensus or compromise with their recognised trade unions. This applies when setting well-being objectives (in line with the Well-being of Future Generations (Wales) Act 2015) and making decisions of a strategic nature about the reasonable steps they intend to take to deliver the objectives set.

The Act requires public bodies to produce an annual report to evidence how it has complied with the duty, which must be submitted to the Social Partnership Council for scrutiny. This report has been agreed with the recognised trade unions, and it is now submitted for scrutiny.


2. DEVELOPING SOCIAL PARTNERSHIP IN SWANSEA BAY UHB

In preparation for the Social Partnership Duty which came into effect on 1st April 2024, representatives of Swansea Bay University Health Board, along with representatives from other Health Boards, other public bodies and Trade Union colleagues, participated in the Social Partnership Duty Reference Group in order to understand and prepare for the implementation of the Social Partnership Duty. This group was facilitated by the Social Partnership, Employability and Fair Work Directorate of Welsh Government. 

The Social Partnership Duty was included as an agenda item at the Health Board Partnership Forum and at the sub group of that forum during 2023 and 2024, and staff side were also kept informed via their own union mechanisms. Opportunities were given to Health Board staff, including staff side representatives, to attend national workshops in relation to preparing for the Social Partnership Duty.
 
In internal discussions, it became clear that the Health Board could already demonstrate that it met some aspects of the legislation as there is  already a strong culture of partnership working and partnership working  arrangements in place within the organisation including the Health Board Partnership Forum, the local service group partnership forums, the sub group of the Partnership Forum, which meets fortnightly, and a range of other working groups with staff side representatives in their membership. 

In addition to the range of meetings that staff side participate in, the Interim Director of WFOD has regular catch-up meetings (bi monthly) with the Chair and Vice Chair of Staff Side, and beyond that there is an open access policy for staff side representatives to contact the Director of WFOD or any other the WF team to discuss any issues or concerns.

There are also bi monthly meetings between the Chief Executive and the Chair and Vice Chair of Staff side, which also includes the Director of WFOD.


3. DEVELOPING OUR PEOPLE STRATEGY 

The Health Board has developed a 10-year "One Bay Way" vision, a 5-year People Strategy, and a new Partnership Compact with TU Partners, all aimed at enhancing employee relations and creating a high-quality work environment. Trade Union colleagues were actively involved in shaping these strategies by participating in engagement sessions and providing feedback on drafts. This collaboration ensured that the final documents were clear and aligned with the needs of all staff. The People Strategy, for instance, was refined based on feedback from formal partnership meetings, leading to more understandable strategic aims.

The Workforce and OD Directorate delivery actions for the annual plan/ IMTP were based on high level actions included within out People Strategy. The People Strategy was developed and agreed in partnership with TU colleagues prior to its adoption in January 2024 and was signed by the CEO, the Director of WFOD and both the Chair and Vice Chair of Staff side. 

The People Strategy was shaped in collaboration with our TUs and includes the principles and focus that the Health Board aspires to, in respect of staff well-being. This was based on what staff raised as part of Our Big Conversation which was an extensive piece of engagement work involving over 1,400 staff members, undertaken to understand how staff were feeling.

Initial feedback suggested that the challenges we needed to overcome were: 
• TU colleagues not always feeling heard 
• Processes were taking too long 
• Processes felt too punitive rather than restorative 
• Processes were sometimes confusing and stressful for all involved 
• Not everyone understood each other’s roles 

This feedback drove the development of our People Promise, the new 5-year People Strategy and a new Partnership Compact with our TU Partners. The responses also led to the recognition of our need to undertake a best practice review of our employee relation practices. The People Promise sets out what our staff can expect from the HB in terms of support and also what the organisation expects from them and this in turn led to the development of the Partnership Compact.

The principles of the new Partnership Compact were agreed in our Partnership Forum meetings and with LNC members. The principles describe how we will work together to deliver our People Strategy and are based on the 6 quality domains to support us to achieve our vision to become a high-quality organisation. The wellbeing of our staff and providing positive working environments is crucial to achieving our One Bay Way vision to become a high-quality organisation and the compact describes how we will work together to deliver the People Strategy. The compact states that we will work together to ensure all our interactions with staff are people centred, equitable, timely, safe, efficient and effective.

This work in the area of improving Social Partnership Working has been recognised and received an HPMA Cymru award in 2024 and was highly commended during the 2024 local annual One Bay Way Awards.

5. BEST PRACTICE REVIEW

The Best Practice review was launched in 2023 in partnership with our TU colleagues with the following objectives: 
· Ensure we are person centred in the way we manage our Employee Relations cases and we avoid harm 
· Work collaboratively with our TU colleagues 
· Review the baseline application of policies, procedures and practices to consider what we are doing well and where can we improve processes to enhance the employee experience and prevent avoidable harm.
· Introduction of open-door policy for case discussion with TU colleagues
·  Focus on informal resolution where possible 
· Work in partnership with TU colleagues to start the journey together in a collaborative way. 

As part of this approach, we held an avoidable employee harm workshop with key stakeholders to initiate this Best Practice journey and we continue to run workshops to improve our ER processes in partnership. 

Feedback suggests that TU colleagues now feel that their voice is heard and this in turn is positively improving the working environment to help us stay safe, ensure work is healthy for staff and encourage openness in relation to the delivery of care. All TUs feel there has been a positive impact brought about by this work. 

In the future we intend to continue to work together in partnership to implement improvements to practice and we will conduct feedback sessions with key stakeholders to understand how policies and procedures translate into practice and gain valuable first-hand experience from those who manage, support and are subject to a process. We intend to hold regular training workshops to introduce new ways of working and support a cultural change to approaching ER matters, develop a fluid action plan to support continuous improvement 

Our Staff Side Chair and Vice Chair have commented as follows in relation to the work to date: We recognise how far we have already come. We both want it to be a place that our people want to work and appreciate that doing that together in partnership will be more effective. We are not afraid to change and will continue to evolve. Our compact is about pledging this together for the benefit of our staff.

6 .SPEAKING UP SAFELY WORKING GROUP

This group, comprising of Trade Union partners and those key roles linked to raising and reporting concerns, was established in November 2024.  The overarching aim of the group is to support delivery of elements of People Aim 1: Engaged, Motivated and Healthy as part of our People Strategy, and our commitment to staff having a voice that counts, which means feeling safe and confident to speak up and when they do, we listen, act and respond. 

The working group also contributes to our on-going efforts to foster a culture of openness and safety within Swansea Bay UHB, ensuring that all employees feel empowered to voice concerns and report issues without fear of retaliation.

The objectives of the group are:
•	    To enable and support collective ownership and delivery of section 6 of the National Speaking Up Safely Framework and associated action plan.
•	To maintain up-to-date communications, training and/or resources for employees and managers on how to speak up safely and importantly take appropriate action / feedback as a result of someone speaking up/raising concerns.
•	To monitor and review the effectiveness of speaking up mechanisms and work collectively to implement a central system of recording.
•	To advise on compliance with relevant legal and regulatory requirements, including delivery of recommendations set out the internal audit review report (January 2025).
•	To advocate and support collective promotion of a culture of transparency and accountability. also held in partnership. 

7 PATIENT/STAFF CONCERNS GROUP

As part of understanding the experience of staff on the ground, the concerns being raised, how these are being addressed and to evaluate the success of the Working Group in achieving its objectives, a Patient/Staff Concerns group has been set up in partnership, which feeds into the Speaking Up Safely Working Group. This enables staff side representatives to raise any concerns they may have regarding inappropriate treatment from the public towards our employees - this allows us to work in partnership to support our employees in work, using the processes we already have in place. This also provides an opportunity to identify any gaps in our processes which can then feed into the Speaking Up Safely Working Group.

Staff side are also panel members at the Injury Allowance Panel meetings where we review declined IA applications – this is a relatively new process currently held on an ad hoc basis as required. 

8. BRILLIANT BASICS

As part of the work to improve our processes for the benefit of staff, the Brilliant Basics learning platform has been launched. This is a new digital management development tool offering bitesize learning and information to managers on a 24/7 basis.

This learning platform, developed in partnership, provides quick and easy access to information including bitesize learning packages, toolkits and user guides on the key topic areas needed by managers including, Finance Basics, Managing Attendance at Work, PADR, Leadership Toolkits, ESR and Recruitment, etc It also gives access to policies and documentation as needed.

Feedback on this platform is encouraged to ensure it covers information that managers feel they need.

9. DEVELOPING THE ANNUAL PLAN

The health board’s wellbeing objectives are incorporated into our strategic objectives. There was extensive engagement with the Board and Executives and staff side representatives, through the Integrated Planning Group, Health Board Partnership Forum and Health Professionals Forum.  
The Health Board’s Annual Plan development commenced at a workshop in September 2024 where there was broad representation from across the Service Delivery Groups. Ongoing engagement was undertaken through the Integrated Planning Group which has membership from the SDGs and corporate areas. 
The planning team also worked closely with Senior leadership teams of the Service Delivery Groups. In the later stages of plan development, the plan was presented to Health Professionals Forum and Stakeholder Reference Group. 
There were a number of workforce planning workshops at which the importance of working closely with staff side colleagues in relation to any changes was clearly emphasised.
The Annual Plan was submitted to the Partnership Forum both in draft and final form. The well-being initiatives contained within the plan were jointly agreed and there were a number of working groups in social partnership around this agenda, particularly in relation to flexible working and agency reduction for example.
A summary video of the plan, a summary plan and the Welsh translation was made available through the health boards inter and intranet.
Moving forward, staff side representatives are now invited to attend the regular Annual Planning Oversight Group
10. SUB GROUP OF PARTNERSHIP FORUM
This group is a subcommittee of the Health Board Partnership Forum which in turn is a subcommittee of the Health Board. The group is made up of representatives of the three main unions plus the Trade Union IM member, the Chair, Vice Chair and Secretary of staff side. The group meets fortnightly.

This group is able to address any issues that affect the working lives of staff within the organisation. It is intended that this group is able to expedite operational and strategic matters to ensure that progress against our objectives is agile and timely. 

The group aims to work in partnership to provide a swift and effective conduit for informal and formal communication, in order to enable engagement and consultation with Staff Side representatives at the earliest possible point to support a speedy resolution of workforce issues across a broad range of subject areas. Where it is the view of the Sub group that matters should rightly be considered by the whole HBPF then the matter can be escalated.  

As part of its remit the sub group receives all consultation documents in advance of their issue to ensure that Trade Unions are aware of any proposed changes to working arrangements, in advance of the consultation starting, so that they are in a position to answer questions from their members more easily. This does not replace normal pre-engagement with local union representatives. 

We also work in social partnership with the BMA and through the local negotiating committee (LNC). Relationships are positive and there have been effective outcomes from partnership working in this arena, e.g., the revised job planning guidance. 


11. IMPLEMENTATION OF NON-PAY ELEMENTS OF PAY AWARD

A small working group was established including the staff side chair and vice chair to consider all aspects of the Non-Pay Elements of the pay award and agree the priorities to be included within our response to Welsh Government.  A number of the non-pay elements have been implemented and there are action plans in place in terms of some other elements. The most recent compliance report submitted to Welsh Government is attached at Appendix 1. 

12. AGREEMENT

This Annual report on Social Partnership Working within Swansea Bay UHB has been developed in partnership. The Chair of staff side has shared the draft report widely with colleagues on the Health Board Partnership Forum and sought views and comments on, or suggested additions to, the content of the report. No additional comments or suggestions were received and the draft report was formally agreed on behalf of the Health Board Partnership Forum via its Sub Group as a fair reflection of Social Partnership working within Swansea Bay UHB.

13. ACTION
The report is to be submitted to the Social Partnership Council for scrutiny. It is hoped that it demonstrates a clear and active commitment to working in Social Partnership for the benefit of staff, patients and the organisation. 
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