[image: ]
[bookmark: _GoBack]Management Response – Taking Care of the Carers?

Health Body: Public Health Wales 	
Completion Date: 28 January 2022

	Ref
	Recommendation
	Management Response / Action
	Target Completion Date
	Responsible Officer

	R1
	Retaining a strong focus on staff wellbeing 
NHS bodies should continue to maintain a strong focus on staff wellbeing as they begin to emerge from the pandemic and start to focus on recovering their services. This includes maintaining a strong focus on staff at higher risk from COVID-19. Despite the success of the vaccination programme in Wales, the virus (and variations thereof) continues to circulate in the general population. All NHS bodies, therefore, should continue to roll-out the Risk Assessment Tool to ensure all staff have been risk assessed, and appropriate action is taken to safeguard and support staff identified as being at higher risk from COVID-19.
	Continued promotion and monitoring of completion of All Wales Personal COVID-19 risk assessment tool to identify high-risk individuals in high-risk health care settings so that appropriate action can be taken to reduce or remove them from the risk, including working directly with staff networks to publicise the benefits of completion. 
Require all staff to complete the assessment and upload scores into ESR (Electronic Staff Record) so that those in any of the vulnerable categories can be identified and supported 
Introduction of measures such as social distancing and one-way systems and vigorous cleaning processes implemented throughout the organisation, with sanitiser and cleaning wipes provided throughout all premises. 
        In line with the latest Welsh Government guidance, staff are required to continue to work from home where possible. For staff working at home, whether this is occasionally or all of the time, please complete the iHasco ‘Health and Safety for Homeworkers’ training, which includes a DSE assessment. Supporting resources are available on our SharePoint pages, including how to set up safe home working arrangements. 
Staff mandatory wearing of face coverings in non-Covid secure areas and moving through buildings. Papers submitted to QSIC regarding compliance with Covid regulations and audit spot checks on Covid-19 measures.  
Sharing of regular updates on how we are making our buildings a safe place to work. 
Necessary equipment and guidance provided to colleagues working from home to ensure safe working of staff in their homes. 
Creation of “Working in our Buildings” on the staff SharePoint site, giving quick and accessible information to assure colleagues of safe working practices on site
Future working principles shared with staff to facilitate return to safe working in the future 
	Ongoing, review April 2022
	Neil Lewis

	R2
	Considering workforce issues in recovery plans
NHS bodies should ensure their recovery plans are based on a full and thorough consideration of all relevant workforce implications to ensure there is adequate capacity and capability in place to address the challenges and opportunities associated with recovering services. NHS bodies should also ensure they consider the wider legacy issues around staff wellbeing associated with the pandemic response to ensure they have sufficient capacity and capability to maintain safe, effective, and high-quality healthcare in the medium to long term.  





























      
	        Reactivation and recovery of essential and priority services was one of four key organisational work-streams through 2020-2021. This group met regularly to provide soft intelligence on reactivation status and risks, including workforce implications, and reported to the Business Executive Team. 
        To further support recovery planning, the organisation convened a Recovery Co-ordination Group to co-ordinate the reactivation and recovery of services. Workforce was a standing agenda item at the meetings of the Recovery Co-ordination Group and written updates were received at each meeting, highlighting any workforce issues and risks, with the aim of ensuring adequate capacity and capability to address the challenges and opportunities associated with recovering our services.
        The organisation's 2021-2022 Operational Plan sets out detailed milestones towards recovery and detailed plans are in place to ensure adequate resources to enable recovery. Workforce is recognised as a key factor in successful recovery - requiring sufficient workforce capacity and capability, through recruitment and returning staff from the organisation's Health Protection response back to core functions. In our Screening Services Division, a detailed recovery plan has been developed, costed and agreed. The plan sets out the capacity required in each programme for recovery, including additional staffing where required.
        The IMTP currently under development also details specific workforce challenges and actions required to ensuring adequate capacity and capability to enable recovery of our services.
        Through ‘Our Conversation’, we identified the factors our colleagues have told us are present when they are successful and working at their best, what is important to keep hold of as we head into a new phase, and what they think the future of work in Public Health Wales looks, sounds, and feels like. Nine themes emerged from this work: 
 
· Wellbeing and flexibility 
· Technology 
· How we’re designed and collaboration 
· Our people / future workforce 
· Management and Leadership 
· Estate and facilities 
· Skills and progression / growth 
· Communication Culture and behaviours
 
        Many of these themes are addressed under digital/ agile working and the Executive and Leadership teams have started further conversations about the culture of the organisation and what this might mean for leadership development. This work will be used to develop principles to underpin an organisational approach of ‘Work Where it Works Best.’
	March 2022
	Neil Lewis 

	R3
	Evaluating the effectiveness and impact of the staff wellbeing offer
NHS bodies should seek to reflect on their experiences of supporting staff wellbeing during the pandemic by evaluating fully the effectiveness and impact of their local packages of support in order to: (a) consider what worked well and what did not work so well; (b) understand its impact on staff wellbeing; (c) identify what they would do differently during another crisis; and, (d) establish which services, programmes, initiatives, and approaches introduced during the pandemic should be retained or reshaped to ensure staff continue to be supported throughout the recovery period and beyond. NHS bodies should ensure that staff are fully engaged and involved in the evaluation process.
	Feedback received from the second Wellbeing Survey ran in October 2020, following the initial one in March 2020, enabled us to identify five key areas for improvement, where colleagues told us we could be doing more to support their wellbeing and overall experience with Public Health Wales. These formed the basis of an action plan which has been rolled out during 2021 and which sets out some of the improvements to be introduced directly because of colleague feedback.
Focus on five key areas: 
1. Feeling safe when attending a PHW workplace
2. Role of the line manager
3. Maintaining a healthy work-life balance whilst working from home
4. Access to Health and Wellbeing support and resources and understanding which of these are appropriate 
5. Feeling valued and supported by the Executive Team and Divisional Senior Management Teams
Further Wellbeing Survey run in December 2021, designed to seek colleague feedback around progress within the above areas. Results are currently being analysed, with a view to identifying where further improvements may be required.
Initial results suggest that staff do not have time to access wellbeing resources on offer, so work is ongoing with our Leadership Team and the Wellbeing and Engagement Partnership Group to identify actions which will allow staff time needed to support their own wellbeing. 
Specific support for line managers, in the form of online, externally provided Wellbeing Workshops, have evaluated well, and have led to further commissioning to meet demand, with a parallel course now on offer for non-line managers. Delivery of support using MS Teams is likely to continue as it has proved convenient for many staff. Further rollout of team wellbeing check ins is ongoing to fully explore local actions required to support wellbeing for teams. 
We had committed to participating in the All-Wales Staff Survey and accompanying pulse surveys scheduled for 2021, but a decision was taken nationally to delay these until 2022.
	March 2022
	Neil Lewis 

	R4
	Enhancing collaborative approaches to supporting staff wellbeing
NHS bodies should, through the National Health and Wellbeing Network and/or other relevant national groups and fora, continue to collaborate to ensure there is adequate capacity and expertise to support specific staff wellbeing requirements in specialist areas, such as psychotherapy, as well as to maximise opportunities to share learning and resources in respect of more general approaches to staff wellbeing.
	We continue to have representation at National groups, including the National Health and Wellbeing Network, and are involved in the design and production of resulting wellbeing products.
We are considering how to launch the All-Wales Workforce Wellbeing guide within the organisation, to ensure that staff and managers are aware of how it can be used with existing resources and how we can gain feedback on its effectiveness. 
	May 2022
	Neil Lewis

	R5
	Providing continued assurance to boards and committees
NHS bodies should continue to provide regular and ongoing assurance to their Boards and relevant committees on all applicable matters relating to staff wellbeing. In doing so, NHS bodies should avoid only providing a general description of the programmes, services, initiatives, and approaches they have in place to support staff wellbeing. They should also provide assurance that these programmes, services, initiatives, and approaches are having the desired effect on staff wellbeing and deliver value for money. Furthermore, all NHS bodies should ensure their Boards maintain effective oversight of key workforce performance indicators – this does not happen in all organisations at present.
	Regular assurance reports are provided to the business Executive Team (BET) and People and Organisational Development Committee (PODCOM). Such reports provide evaluation data on how wellbeing products are being used within the organisation, for example, Line Manager wellbeing workshops for 100+ managers (and now extended to all staff). 
Further long-term evaluation is planned of the impact of wellbeing initiatives. 
	Ongoing
	Neil Lewis 

	R6
	Building on local and national staff engagement arrangements
NHS bodies should seek to build on existing local and national workforce engagement arrangements to ensure staff have continued opportunities to highlight their needs and share their views, particularly on issues relating to recovering, restarting, and resetting services. NHS bodies should ensure these arrangements support meaningful engagement with underrepresented staff groups, such as ethnic minority staff.
	We will be running annual engagement surveys, which we acknowledge to be an initial measure.  We also participate in the Medical Engagement Scale (MES), which assesses the level of engagement of medical staff with organisational goals.  We will continue to use this data as a broad-brush indicator to confirm if what we have learned, using a variety of other methods, including focus groups, team wellbeing check ins, feedback from enabling functions, is a reliable gauge of organisational views. This will allow us to see any “hot spots” and map any changes taking place over time.
We continue to work with our staff networks, and Trade Union colleagues, who are represented at our Wellbeing and Engagement Partnership Group. Data from the surveys is analysed by protected characteristic and shared with the relevant staff network for their views and to agree appropriate actions. 
We had committed to participating in the All-Wales Staff Survey and accompanying pulse surveys scheduled for 2021, but a decision was taken nationally to delay these until 2022.
We will be considering our approach to engagement at an organisational level, 
	Ongoing
Review date June 2022
	Neil Lewis



	Please indicate below how the Board Members Checklist will be used to inform debate within your organisation			

	Board Members will continue to be provided with regular reports detailing staff wellbeing offer(s) and will have the ongoing opportunity to ask specific questions on any element, whether in response to papers/information provided, or otherwise. Information on how the wellbeing budget is spent is available, and information on how e.g., staff access wellbeing resources is regularly provided. Evaluation of our wellbeing offer is ongoing, and informs our rationale to continue to offer, or pause, any intervention. Directorates/divisional leads will continue to work with our Leadership and Executive Teams to consider any revised actions to be taken to support our aim of good wellbeing for all, and if there are any interventions to be provided e.g., whether aimed at all staff or at particular groups/occupational areas. Detail will continue to be provided to the Board on the ways in which we engage with staff, including outcomes of our planned work on our approach to wellbeing. 
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