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	Purpose

	This paper presents a summary of work completed, underway and planned to support:

· Staff Wellbeing and Engagement
· Recruitment
· Resilience

The aim of the paper is to support and add value to planned discussions within the People and Organisational Development Committee on the 21 April 2021 
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	The People and Organisational Development Committee are asked to 

· Consider the updates provided and take assurance from the live and planned activity supporting staff resilience, wellbeing and recruitment within Public Health Wales. 

	


	Link to Public Health Wales Strategic Plan

Public Health Wales has an agreed strategic plan, which has identified seven strategic priorities and well-being objectives.  

This report contributes to the following:

	Strategic Priority/Well-being Objective
	All Strategic Priorities/Well-being Objectives

	

	Summary impact analysis  


	Equality and Health Impact Assessment
	Not required

	Risk and Assurance
	People-related risks are reflected in the Strategic Risk Register (Risk 1) and in various risks monitored on the Corporate Risk Register. 

	Health and Care Standards
	This report supports and/or takes into account the Health and Care Standards for NHS Wales Quality Themes 

	
	Theme 1 - Staying Healthy


	
	Theme 7 - Staff and Resources


	

	Financial implications
	None to note

	People implications 
	As described in the paper






Purpose

This paper provides the Committee with an overview and summary of activity undertaken to support:

· Staff Wellbeing and Engagement
· Recruitment
· Resilience


Staff Wellbeing and Engagement

This section provides an update on work to support and engage our people, together with our future-focussed conversations linked to our organisational recovery.


2.1 Wellbeing and Engagement Partnership Group (WEPG)

This group has been in place since September 2020 and aims to ensure integrated and collaborative approach to our desired outcomes of effective engagement and good wellbeing for all. 

The group continues to meet monthly, with a key function to monitor progress of the Tell Us How You Are Doing survey action plan (organisational level), and its main five key priority areas, namely:

•	Feeling safe when attending a PHW workplace
•	Role of the line manager
•	Maintaining a healthy work-life balance whilst working from home
•	Access to and guidance on wellbeing support and resources
•	Feeling valued and supported by the Executive Team and Divisional Senior Management Teams.

The group will continue to be a key point of reference in developing and taking forward the outputs of Our Conversation on future ways of working.

2.2 Further support for wellbeing

Following the second Tell Us How You Are Doing staff wellbeing survey, wellbeing workshops were provided to enable line managers to support their teams, with the aim of keeping staff engaged and emotionally connected. The workshops received exceptional feedback and further sessions are planned. 

There is ongoing support for all staff to access regular 30-minute virtual Care Space sessions, which are run by trained in-house facilitators.  Sessions allow attendees to participate in shared experiences with a focus on self-care.  Feedback has been excellent and extended sessions are planned, following a successful pilot.

Team Listening Sessions have started to be delivered in areas of identified need, with the aim of allowing a safe space for people to speak freely about their working situations so that interventions/ support required can be determined.


2.3 Personal Risk Assessments and Staff Vaccinations

The All-Wales Personal Risk Assessment tool was initially rolled out to all staff in Public Health Wales last June, helping staff and managers identify and manage risk on an individual level.

The completion rate as recorded in ESR as of the end of March 2021 is 47.6%; this has dropped considerably since January, as individuals came out of compliance as the 6-month review period passed.  Further work will be undertaken with the directorates through the Business Managers and WEPG in order to improve activity and compliance.

Staff vaccinations continue to be offered in line with guidance from the Joint Committee on Vaccination and Immunisation (JCVI) and in order of priority groups.  As of 12 April, 1,586 employees have received their first dose-71% of our total workforce and 975 employees are now fully vaccinated (44%).  Specifically relating to front-line workers, 90% have been given their first dose – 865 in total - and 80% are fully vaccinated. Ongoing data entry means that the true number of vaccinations given is likely to be higher.

2.4 Diversity and Inclusion

2.4.1 Diversity and Inclusion Week, 11–15 January

Diversity and Inclusion Week took place once again in January, this time with all the talks held online on Teams, and once again our staff had the opportunity to hear from a range of people with different perspectives and lived experiences. The Reverend Canon Sarah Jones shared her story of gender transition and David Beeney discussed mental health issues in the workplace, and how we can all support each other in such difficult times. In addition, there were videos shared before and during the week from the National Autistic Society. The final session of the week was a panel discussion involving the Chairs of our staff Diversity Networks, which was a valuable opportunity for us all to hear about some of their challenges and achievements over the year of the pandemic, such as the Black Lives Matter movement, virtual Pride, and the challenges common to some of our staff with disabilities, and family and caring responsibilities (predominantly women) as they have had to adapt to working from home.

2.4.2 Reporting

Following approval by Board, in January 2021, we published our Annual Equality Report and Workforce Equality Report for 2019–20. The Reports are part of our obligations under the Equality Act, and they show how we are meeting the needs of the Act, as well as the objectives we set ourselves in the Strategic Equality Plan for 2016–20. All of this work contributes to making the work of Public Health Wales more effective in addressing the priorities we have set ourselves in our Long-Term Strategy, including promoting healthy behaviours, securing a healthy future for the next generation and influencing the wider determinants of health. The Report also demonstrates how the organisation’s focus on equality is helping us to contribute to Wales’ Well-being Goals, including A Healthier Wales and A More Equal Wales. 

The Workforce Equality Report outlines what we know about the personal characteristics of our staff and shows that over time we are becoming a more diverse organisation, which better reflects the demographic in Wales. The Report also discusses what we are doing to better respond to the needs of this diverse workforce, and what challenges still face us. 

This February saw the publication of our Gender Pay Gap Report, which reflects our position as of 31 March 2020. The report revealed a gender pay gap of just under 22%, despite our organisation consisting of 76% women; this is attributable to our having more men in senior roles and proportionately fewer men at more junior levels. We will be holding some focus groups in April to explore this in more detail and will be providing an updated to BET later in the first quarter of the year.

2.4.3 Workplace Diversity Networks

The five diversity networks within PHW are:

· Black Asian and Minority Ethnic Network
· Enfys (for LGBT+ staff)
· Porffor (for Disabled staff)
· We Care (for staff who are carers)
· Women’s Network

Each of the networks has continued to meet regularly online to share information and support, with some reporting that online meetings have enabled new members to join who might not have been able to before when meetings usually took place in on site.


2.5 Our Conversation/Future Ways of Working

As previously discussed, our People Strategy 2030 has committed to engaging with staff about how work might be shaped around their lives. Having all adapted to new ways of working during the pandemic, be that with new people, taking on new responsibilities, working in different places and/or at different times, we acknowledged that now is the right time to start those discussions – and many colleagues are already doing so informally.

‘Our Conversation’ is the format for the initial engagement summits which ask participants to share:

· The success factors present when they are most happy and proud to work here – what are the ‘goods’ and ‘bests’ we should take forward into the future?
· What are the emerging successes of how we have worked more recently/are working now? – What are the new ways we want to keep?
· What does Public Health Wales look like in 2025? How are we working, where are we working, what do we do...? And many more prompts.

The concept was piloted with leaders from our enabling functions and Trade Union partners, it was received positively and feedback is helping us shape the final content/ positioning.

We are pleased to confirm that as of March 31st, nearly 200 colleagues have registered to take part in Our Conversation, running from mid-April to the end of May, and we are offering everyone who cannot attend the opportunity to submit reflections, thoughts and experiences via a workbook.  Any free places will be communicated mid-April.

2.6 Advanced Statutory and Mandatory Training

Meetings are underway to discuss the restart of in-person statutory/mandatory training, largely focussed on advanced level courses applicable for frontline (Screening) staff.  These were postponed in December 2020 as Covid-19 transmission in the community rose exponentially, however we must attend to the reality that colleagues are continuing to carry out activities, or work in environments, for which advanced training is required but not currently provided.  These include Advanced Basic Life Support and Violence and Aggression Breakaway training, the focus of which has been raised by renewed attention on women’s safety.  

Discussions will be based on, and ultimately decisions informed by, the need to ensure colleagues have relevant and up to date skills and are able to demonstrate competence in practise and the organisation is carrying out its legal responsibilities for staff training, but done so in a way that poses minimal risk of infection to those staff groups and others.

Recruitment

Current operational Recruitment activity continues with the focus on the Health Protection Business Case and ensuring we are proactively recruiting in line with business needs.

The organisation has grown significantly over the last 3 years, as illustrated below, and will continue to increase as appointments within Health Protection are made. Please note all figures represent our total establishment and bank additional hours. The increase in total headcount up to March 2021 can be attributed to a number of factors not limited to the Hot/Cold Laboratory investment, bank staff working regularised hours to support IP5, as well as increase in establishment in CDSC Surveillance, 
Consultants in Health Protection, Vaccination nurses and the NHPRC.

	March 2020 (actual) 
	March 2021 (actual) 
	March 2022 (planned) 

	1711.3 
	1948.3 
	2153.7 



[bookmark: _GoBack]In terms of the approved investment in Health Protection, 127 new posts have now been approved and are at various stages in the recruitment process. These latest 127 are not included in the March 2021 figures stated above.

The table below provides a high-level view of appointments. Please note that in some cases new appointees may have to provide up to three months' notice with their current employer, which will impact significantly on appointing times and start dates:

	Vaccination Posts
	Approval
	Posts
	Post Signed Off
	Post Advertised
	Candidate Offered
	Offer Accepted
	In Post

	Total
	27 January 2021
	17
	↔
	17
	↑
	15
	↔
	8
	↑
	7
	↑
	7

	
	
	
	
	
	
	
	
	
	
	
	
	

	Urgent Critical Permanent Posts
	Approval
	Posts
	Post Signed Off
	Post Advertised
	Candidate Offered
	Offer Accepted
	In Post

	Total
	01 October 2020
	6
	↔
	6
	↔
	6
	↔
	6
	↔
	6
	↔
	6

	
	
	
	
	
	
	
	
	
	
	
	
	

	Urgent Critical Posts
	Approval
	Posts
	Post Signed Off
	Post Advertised
	Candidate Offered
	Offer Accepted
	In Post

	Total
	27 January 2021
	19
	↔
	19
	↔
	15
	↑
	9
	↔
	8
	↔
	8

	
	
	
	
	
	
	
	
	
	
	
	
	

	Resilience Posts
	Approval
	Posts
	Post Signed Off
	Post Advertised
	Candidate Offered
	Offer Accepted
	In Post

	Existing
	10th February 2021
	46
	↔
	35
	↑
	21
	↑
	2
	 
	0
	 
	0

	New
	
	28
	↔
	7
	↑
	4
	 
	0
	 
	0
	 
	0

	Enabler
	
	11
	↔
	6
	↑
	3
	↔
	2
	↔
	2
	↔
	2

	Total
	 
	85
	↔
	48
	↑
	28
	↑
	4
	↔
	2
	↔
	2

	
	
	
	
	
	
	
	
	
	
	
	
	

	Overall Totals
	127
	↔
	90
	↑
	64
	↑
	27
	↑
	23
	↑
	23



Bank and agency recruitment has also been utilised to provide additional levels of resilience in the National Contact Centre and National Health Protection Response Cell.

Staff Resilience

Peer group meetings with the National Health Protection Response Cell (NHPRC) have been held to understand current challenges, with a system-wide review of operation.  Mobilisation arrangements for a large proportion of staff have currently been extended until 31 May 2021.
A Task and Finish group has been established to implement these transitional processes.  This includes 1:1 meetings between substantive line managers and mobilised National Contact Centre (NCC) staff which will provide an opportunity to:
· Review the individual’s personal experience of mobilisation including; impact on health and wellbeing, acknowledgment of the contribution made, impact on personal development and growth.
· Identify any immediate training and/or other support needs to enable a smooth return back into the business.
· Discuss continued involvement with the NCC to understand surge capacity
Meetings will be arranged by the substantive line manager, to take place between 26 April 2021 and 7 May 2021.

The team have recently restarted a programme of training for line managers on Managing Attendance at Work. Currently, nearly two-thirds of Line Managers have participated.

Risks and Challenges

An emerging, but not surprising, challenge for us all is the impact of the last 12 months+ on staff wellbeing and morale.  As colleagues who have been redeployed start to return slowly to substantive positions and teams, support will be required at individual and team level, both for colleagues themselves and line managers.  The team are working on developing a concise, but robust, toolkit to support this area of work.  

As we gradually experience the changes associated with relaxations to the restrictions in Wales, we should observe positive impacts on staff, particularly those who have been isolated from family/friends, and those who have had caring responsibilities for children of school age. Understandably, we will continue to provide flexibility for colleagues needing to attend to changes impacting either them individually or the wider community and will be exploring what these adapted ways of working have meant to them during Our Conversation.  

Pending confirmation of the longer-term plans for the NHPRC, there remains challenge of managing expectations and being clear about what resources are still required to support the health protection response, and how we may need to ensure people are available and trained to mobilise into response roles as and when required.

We will continue to navigate and balance the delivery of work still rooted in the Health Protection response and the reactivation of other work and services. 
	Date:  12 April 2021
	Version: Draft
	Page: 9 of 9



image1.jpeg
lechyd Cyhoeddus
Cymru

Public Health
Wales




