	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Invest in domestic education and training supply to respond to health and care needs

	WG Priority area(s):
	Contributes to Action 23 in the National Workforce Implementation Plan

	Deliverable:
	1.1.1 Develop a comprehensive Education and Training investment Plan to respond to assessed workforce requirements for Health and care

	
	

	Baseline:
	The Education and Training plan is a statutory responsibility of HEIW and is undertaken on an annual basis to secure investment from Welsh Government for the commissioning of education and training to maximise the contribution of all professions and occupations in healthcare.  In 2023-24 the investment approved by Welsh Government was £295m, with this increasing to £321.77m by 2025-26 under current financial plans.

	
	

	Quarter 1:

	Milestones
	· Hold commissioning shaping workshops to consider workforce intelligence and strategic considerations to inform the education and commissioning recommendations.

	Actions
	· Undertake data validation of the submitted commissioning requests.
· Work with HEIW professional leads to assess health board and trust requests, undertake robust review against the strategic backdrop ensuring balance and equity across professions in line with forecasts and workforce plans.

	Quarter 2:

	Milestones
	· Submit education and training recommendations to Welsh Government.

	Actions
	· Collate final recommendations and draft the supporting narrative.
· Finalise the plan and submit to CEO of NHS Wales for approval.

	Quarter 3:

	Milestones
	· Communicate the approved Welsh Government decision to health board and trust colleagues.

	Actions
	· Make any required changes as a result of decision taken by Welsh Government and begin implementation of the communications and engagement plan.
· Undertake stakeholder engagement to disseminate the decisions and share the reasoning for the decisions taken in finalising the recommendations.

	Quarter4:

	Milestones
	· Undertake lessons learned evaluation of process, utilising the information to inform next year’s process.

	Actions
	· Report Lessons learned findings to the steering group for review and approval.
· Publish Final Standard Operating Procedure for creation of the plan.

	
	

	Risks
	A significant amount of engagement work takes place throughout the Education and Training Plan creation, there is a risk posed to validating the information if service leads are unable to engage due to current pressures.  Delays to or a lack of approval of the proposed education and training investment by Welsh Government could have significant impact on commissioning due to the prescriptive nature of the application and appointment process of trainees and learners.

	Outcomes
	There are very clear indicators included in the Education and Training plan regarding increased numbers of students and trainees and the expansion of new commissioned education opportunities.  This ongoing investment is focused on providing a wide ranging and skilled supply of healthcare professionals for the future.

	Alignment with workforce plans
	A dedicated assistant planner has been appointed to support delivery of the plan.  The Education and Training plan provides the commissioning numbers which represent numerous national workforce plans.

	Alignment with Financial plans 
	There is no additional funding required to deliver the plan for submission.

	Digital / Technology
	Support will be required from the data analytics team in HEIW to provide sense making of the data received via the national template.  The work in the education and training plan represents a significant number of data streams, work with the data analytics team is already underway to map the education to employment pipeline in full and understand requirements for data in understanding a full NHS Wales career lifespan.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Invest in domestic education and training supply to respond to health and care needs.

	WG Priority area(s):
	Placement learning has a critical influence on the readiness of the registrant workforce to deliver ministerial priorities.  Also contributes to Action 24 in the National Workforce Implementation Plan

	Deliverable:
	1.1.2. Implement an improvement programme for clinical placements and training and education environments

	
	

	Baseline
	Significant increases in healthcare student and trainee numbers across Wales in recent years has placed a substantial premium on placement capacity.  There is an urgent need to ensure the provision of high-quality, safe practice learning opportunities across primary, secondary, and tertiary health settings, social care, independent and third sector environments to meet placement demand.  Activity will build on the work to date in expanding the breadth and enhancing the quality of placement learning to afford students and trainees continuing opportunities to meet the proficiency requirements of their professional programmes, register on time, and contribute to a sustainable healthcare workforce in Wales.

	
	

	Quarter 1:

	Milestone
	· Publish a HEIW Annual Placement Plan for 2023-24 for HEI student placement allocation circuits across Wales.
· Publish ‘Guide to nursing student access to primary care GP Practice placements’ as part of HEIW Strategic Programme for Primary Care.
· Co-develop HEIW education and training standards that align with practice learning expectations for commissioned programmes.

	Actions
	· Establish HEIW Placement Programme Board.
· Engage with stakeholders on draft plans and contribute the placement view across HEIW areas of work.
· Work with education and placement providers on Placement Plan allocation circuit numbers.

	Quarter 2:

	Milestone
	· Undertake review of Practice Education Facilitator (PEF) and equivalent roles deployed and publish National Care Home Education Facilitator (CHEF) report.
· Undertake review of scoping roles (Diagnostic Radiography & Imaging, Physiotherapy, Occupational Therapy).
· Publish ‘All-Wales placement accessibility principles’ as part of review of placement capacity utilisation.

	Actions
	· Engage with key stakeholders on report outcomes.

	Quarter 3:

	Milestone
	· Draft proposal for social care and independent healthcare sector placement opportunities.
· Establish Mental Health PEF roles to develop placements for Allied Health Professions in psychological health services (identified in the HEIW Mental Health Workforce Plan).
· Evaluate annual reporting data from HEIs on new education contract placement performance criteria to inform the future vision of students/trainees’ practice learning experience.

	Actions
	· Engage with stakeholders to establish requirements to expand social care and independent healthcare sector placement opportunities.
· Confirm essential role criteria, objectives, and induction requirements for 3 x mental health PEF’s.
· Review each Higher Education Institution (HEI) placement data submission, identify relevant actions and feed back to each HEI as part of annual contract monitoring cycle.

	Quarter4:

	Milestone
	· Review regulatory body standards and action implications for simulated placement learning time to ensure full utilisation of digital technologies to broaden student learning opportunities.
· Evaluate HEIW multi-professional PEF pilot role implementation.
· Publish an All-Wales Multi-Professional Raising Concerns Toolkit for students/trainees.
· Initiate an evidence-based business case for CHEF role expansion in Wales.
· Produce baseline data forecast of placement capacity against Education and Training Plan student numbers.

	Actions
	· Engage with stakeholders on the evaluation for multi-professional PEF pilot including data gathering.
· Work with HEIW Digital Learning Team on toolkit development and an All-Wales map of placement availability.

	
	

	Risks
	There will be an expectation for relevant Directorate RO reporting into the refocused HEIW Placement Programme Board to clearly outline placement requirements and reflect any further milestones.  The broad scope of objectives is dependent on securing a new Band 8a dedicated Programme Manager (placements).  Service pressures impacting on placement capacity, stakeholder coproduction and engagement.

	Outcomes
	HEIW will work with partners to increase healthcare placements across Wales.  We will be able to demonstrate multi-professional governance, alignment, and efficiency in response to placement capacity requirements and placement quality.  This will be measured through all Wales data flows which will show numbers and locations of placements across Wales and ongoing education contract performance management data.

	Alignment with workforce plans
	Multi-professional alignment of HEIW placement work requires an 8a Programme Manager which has been agreed within the current education and commissioning budget but not appointed yet.  Secondment support will be required (0.4 full-time-equivalent at Band 8a for 6 months) in Q2 and Q3 for priority workstream – this post has been agreed within current education and commissioning budget but not appointed yet.

	Alignment with Financial plans
	Funding for 3 x Mental Health PEFs is identified within the Mental Health Workforce Plan.  Recurrent investment business case proposals will need to be developed for further CHEF roles subject to Q4 evidence-based review which is likely to recommend 3 x new Band 6 recurrent roles as part of the education and training plan for 2024-25.  Further multi-professional PEF roles may be subject to Q4 evaluation of pilot roles which is likely to propose 6 x new Band 7 recurrent roles as part of the education and training plan for 2024-25.

	Digital / Technology
	Data is key to placements generation and development.  A high level of data involvement is required from the digital team.  2023-24 placement workstreams aligned to digital are identified.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Invest in domestic education and training supply to respond to health and care needs

	WG Priority area(s):
	Contributes to Action 22 in the National Workforce Implementation Plan

	Deliverable:
	1.1.3 Continue to implement required transformation of education and training for the multi-disciplinary pharmacy team in line with the regulator’s Initial Education and Training Standards by August 2026

	
	

	Baseline:
	The General pharmaceutical Council has developed the standards for the initial education and training of pharmacists and pharmacy technicians which set out the knowledge, skills, understanding and professional behaviours a student and/or trainee pharmacist/technician must demonstrate to pass their initial education and training and to join the professional register.  HEIW are leading a portfolio of work to transform the education and training for the pharmacy team in line with these standards. These include programmes relating in changes to the educational delivery for pharmacists and pharmacy technicians.  This plan will enable the wider Pharmacy Team across NHS Wales to play a much greater role in providing clinical care to patients and the public in line with the recommendations from A Healthier Wales.

	
	

	Quarter 1:

	Milestones
	· Respond to the findings of the Welsh Government review of acute sector services.
· Complete preparatory work for the pharmacy undergraduate placements for the next academic year.
· Draft Novice Independent Prescribing (IP) programme plan.
· Undertake comprehensive engagement to shape the requirements of each of the programmes.

	Actions
	· Review the findings of the Welsh Government review of acute sector services and generated a formal response.
· Complete contract negotiations with HEI’s on undergraduate pharmacy placements, map out and cost.
· Engage with stakeholders to reflect the independent prescribing outcomes into the Foundation Training model.
· HEIW draft plan for Novice IP completed and approved by Transformation Board/Exec.
· Consult with stakeholders on the Royal Pharmaceutical Society Advanced Practice Framework.
· Establish external working groups to explore and describe the framework for Post Registration Education and Training Programme for Pharmacy Technicians; identify gap-fill requirements between current standards and Level 4 and workforce demand for gap-fill for Pharmacy Technicians and explore and describe the support staff education and training pathway.

	Quarter 2:

	Milestones
	· Consider and agreed proposed changes to the pharmacy foundation training model.
· Complete the digital assessment of undergraduate pharmacy placement management.
· Complete external engagement for the Novice IP Programme.
· Present the costed plans for Post Registration Framework for Wales (Pharmacy Technicians).
· Present the costed plans for Existing Workforce Development and Transition Programme (Pharmacy Technicians).
· Transition the RPS Advanced Practice Framework into HEIW core business operations.

	Actions
	· Analysed and proposed the changes to the pharmacy foundation training model.
· Consider the evidence and information gathered from the Pharmacy Technician engagement phases.
· Presented the first draft of the Support Staff Education and Training Pathway.

	Quarter 3:

	Milestones
	· Agreed the implementation for Foundation Training Year incorporating Independent Prescribing.
· Approve the design of a fully costed Novice IP Programme.

	Actions
	· Agreed the Post Registration Foundation programme contract with HEI’s.
· Reviewed the first semester and developed the second semester of undergraduate pharmacy placements.
· Opened the Existing Workforce Development and Transition Programme for Pharmacy Technicians to applicants.
· Completed the consultation on the Support Staff Education and Training Pathway.
· Completed the consultation process on the proposed Post Registration Framework for Pharmacy Technicians.

	Quarter4:

	Milestones
	· Complete the Post Registration Education and Training Programme Framework for Pharmacy Technicians.
· Complete the Support Staff Education and Training Pathway.
· ORIEL entries approved for Foundation Training Year incorporating Independent Prescribing.

	Actions
	· Complete recruitment to the 3rd iteration of the post registration foundation programme.
· Reviewed the second semester of undergraduate placements and complete the annual contractual review.

	
	

	Risks
	If we are unable to engage with the service to inform these proposed changes, then there is a risk that plans could be misaligned with the service expectations resulting in a plan that does not deliver the required improvements necessary to deliver a sustainable workforce.

	Outcomes
	Students will be able to apply for a fully IP Foundation Training Year, to start in August 2025, in March 2024.  Increased capacity within Undergraduate Placements will mean more students experience funded placements (glidepath).  The Novice IP Programme will be developed to support Pharmacists exiting the Post Registration Foundation Programme in August 2024.  Pharmacy Technicians exiting the HEIW programme will register with enhanced skills (Level 4).  The existing Workforce programme will be available to support gap-fill for Pharmacy Technicians where requested by employers/employees.  We will measure this using entry and exit from HEIW programmes.

	Alignment with workforce plans
	Where costed plans are being developed, any additional resources will be included within these plans.

	Alignment with Financial plans
	Where costed plans are being developed, any additional resources will be included within these plans.

	Digital / Technology
	Continued support from the HEIW data analytics team will be required.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Invest in domestic education and training supply to respond to health care and needs

	WG Priority area(s):
	Enables all ministerial priorities

	Deliverable:
	1.1.4 Implement strategic review phase 2 priorities including the redesign and re-procurement of health professional post registration education programmes.

	
	

	Baseline:
	The strategic review of HEIW commissioned post-graduate health professional education was established in 2021/22 and ensures new education contracts meet stakeholder needs and delivers a workforce that is interprofessional and can deliver in an evolving environment.  In April 2023, Education Commissioning and Quality (EC&Q) will be a third of the way through the 5-year strategic review of postgraduate education (comprises 15 education programmes).  This activity will deliver a robustly assessed education and training provision that is fit for purpose and provides students and trainees with up-to-date learning and widespread support.

	
	

	Quarter 1:

	Milestone
	· New HEIW wide multi-professional work-based learning qualification development framework starts.
· Engage national post-registration education stakeholders to establish a multi-professional vision.

	Actions
	· Launch to all HEIW professional leads involved in work-based learning qualifications development.
· Host national post-registration education stakeholder event, collate feedback and use to inform visioning work.

	Quarter 2:

	Milestone
	· First learners enrol on new education contracts for Healthcare Support Worker, Critical Care nursing and pre-registration clinical photography work-based learning.
· Contract Award of Clinical psychology (CAAPs, DClinPsy, CBT).

	Actions
	· Collaborate with the education providers to ensure smooth launch and a high-quality onboarding for new learners.
· Undertake evaluation and final review and approval in readiness for contract award of Clinical psychology (CAAPs, DClinPsy, CBT) with the initial cohort to begin in September 2024.

	Quarter 3:

	Milestone
	· Compile outcomes / priorities from multi-professional strategic post-registration event and present to Programme Board for approval.
· Undertake evaluation of Distance learning part time nursing and Specialist Community Nursing.
· Contract Award for Practitioner Training Programme part time.

	Actions
	· Communicate new vision for multi-professional post-registration education to key stakeholders.
· Undertake evaluation and final review and approval in readiness for contract award of Practitioner Training Programme part time with the initial cohort to begin in September 2024.
· Work with service leads across system to evaluate the tenders as part of the procurement of education for the distance learning part time nursing and specialist community nursing.

	Quarter 4:

	Milestone
	· Award of contract for Independent Authorisation of Blood Transfusion.
· Undertake evaluation of Independent Prescribing and Ultrasound tenders.
· Develop procurement documentation for commissioning of Advanced Practice education.

	Actions
	· Undertake evaluation and final review and approval in readiness for contract award of Independent Authorisation of Blood Transfusion education.
· Work with service leads across system to evaluate the tenders as part of the procurement of Independent Prescribing and Ultrasound education.

	
	

	Risks
	Current lack of sonography educators at National Imaging Academy for Wales risks viability of future sonography education.  New Nursing and Midwifery Council standards for specialist community nursing provides the opportunity to develop an All-Wales Practice Assessment Document (PAD) to standardise assessments.  Service input is required from NHS Wales and Higher Education Institutes to develop the All-Wales PAD to achieve this timeframe in line with the new education specification. Current pressures within the system could risk the development of the PAD.

	Outcomes
	New education contracts awarded to drive improvement and change as per the key themes of Welsh Language, Inter-Professional Education, recruitment and supporting student wellbeing.

	Alignment with workforce plans
	Ongoing support from Education Improvement manager post needed to drive the improvement agenda, building on implementation of pre-registration contracts.
Current temporary project officer role to be made permanent to support this ongoing work in collaboration with phase 1.

	Alignment with Financial plans
	Current support to progress this work is in place, however business case to secure permanent project officer will be submitted

	Digital / Technology
	Ongoing support from HEIW workforce analytics required to quality assure Higher Education Institute data submissions and create a database to strengthen ongoing performance reporting.  Ongoing support from eLearning team to develop new education packages on Y Ty Dysgu to support postgraduate education as is being successfully implemented for genomics.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Invest in domestic education and training supply to respond to health and care needs

	WG Priority area(s):
	Contributes to Action 20 in the National Workforce Implementation Plan

	Deliverable:
	1.1.5 Identify the priority areas for the first phase of the Work Based Learning element of Y Ty Dysgu

	
	

	Baseline
	Y Ty Dysgu (YTD) is a new learning management system which has been procured and launched by HEIW in 2022-23. This offers a completely new approach to the availability of centralised Work Based Learning and Apprenticeship resources and links.

	
	

	Quarter 1:

	Milestones
	· Develop content and specification of the Work Based Learning landing page.

	Actions
	· Agree registration parameters and accessibility for Healthcare Support Workers (HCSWs).
· Provide Work Based Learning and Apprenticeship pictures etc for landing page.
· Identify and agree future priorities areas for development.

	Quarter 2:

	Milestones
	· Level 7 Clinical Photography Work Based Learning qualification delivery via YTD scoped and recommendations to support September 2023 cohort of learners.
· Process developed for the continuous improvement of external learning provision, including Apprenticeships

	Actions
	· Level 7 qualification completed with Awarding Body.
· Centre Approved Assessment Strategy completed.
· Complete HEIW Awarding Body Centre Approval.
· Task and Finish Group to scope and agree recommendations for delivery via YTD.
· Scope approaches to establish quality assured future processes for external partnership working of accredited WBL qualifications, particularly Apprenticeship qualifications.

	Quarter 3:

	Milestones
	· Assessor and Internal Qualification Accreditation qualification delivery via YTD for ongoing cohorts of learners.

	Actions
	· Creation of e-learning delivery materials.
· Establish a process for learners to access 24/7 training.
· Enable a facility for booking assessments.

	Quarter4:

	Milestones
	· Updated clinical induction and joint induction resources made available via YTD with interactive capability.
· Report recommendations for processes implementation to drive continuous improvement of external learning provision, including Apprenticeships.

	Actions
	· Update clinical induction workbook.
· Create practical scenario assessment activities and map to clinical induction workbook.
· Scope the interactive capabilities for mapped workbook completion.
· Update joint induction resources in partnership with Social Care Wales for availability via YTD.
· Process for external learners to access YTD e.g. Social Care colleagues
· Develop best practice approaches through quality assured processes for external partnership working of accredited Work Based Learning qualifications, particularly Apprenticeship qualifications.

	
	

	Risks
	This risks to delivery include the possible lack of availability of subject experts to develop resources; the capacity of the HEIW digital and Work Based Learning team due to delays in recruitment; and the capability of the new learning management system and the absence of the functionality to be able to undertake the assessment component of WBL.

	Outcomes
	Individuals undertaking WBL learning qualifications will be able to access resources and undertake training via the YTD platform in a more flexible manner which will aid in encouraging wider Work Based Learning.  It will provide a centralised quality assurance platform for accredited Work Based Learning.  This will be measured through annual data collection reports for HCSWs accessing clinical induction will include those accessing via YTD.  We will also record and report numbers of learners undertaking and achieving Assessor, IQA, Clinical Induction and Clinical Photography qualifications.  We will also have developed best practice approaches for Apprenticeship delivery to drive attraction.

	Alignment with workforce plans
	A business case will need to be submitted to continue funding of the WBL Learning Technologist post and the External Quality Assurance Manager post to make these posts permanent. 

	Alignment with Financial plans
	Intention to make the Work Based Learning Technologist post and the External Quality Assurance Manager post permanent posts.

	Digital / Technology
	The Learning Technologist will work closely with the YTD digital team to achieve this deliverable.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Invest in domestic education and training supply to respond to health and care needs

	WG Priority area(s):
	Pre-registration education contributes to the development of the registrant workforce to deliver on primary and community care, emergency care, planned care and recovery, diagnostics, cancer, and mental health Welsh Government Priorities.

	Deliverable:
	1.1.6 Ensure effective implementation of the pre-registration contracts to deliver the agreed benefits with a focus on continuous improvement through quality and performance management

	
	

	Baseline:
	Pre-Registration education commissioning in Wales accounts for upwards of £150 million of investment and equates to the largest proportion of the HEIW budget.  As an organisation committed to value for money HEIW strategically reviewed the education commissioning contracts in recent years with new contracts commencing in September 2022.  In April 2023 Education Commissioning and Quality (EC&Q) will be mid-way through the first year of the contract performance management framework process for the newly commissioned programmes.  Data and evidence in the annual quality reports will have been submitted against key themes of the contract and analysis of the prior year’s data and annual quality reports will have been undertaken.  This data and evidence will be utilised to drive improvements and ensure maximum benefits for students and trainees for them to progress into the Welsh health and social care workforce.  A focus on recruitment as part of the process will inform workforce pipeline data to support the work identified in the National Workforce Implementation Plan.  Once outcomes of the NHS Wales student bursary review have been completed there may need to be adjustment to the plans as this deliverable is based on current commissioning arrangements.

	
	

	Quarter 1:

	Milestones
	· Evaluate quality of commissioned pre-registration education and publish a report on progress, performance, and risks.

	Actions
	· Develop individual Higher Education Institution (HEI) action plans.
· Identify and report escalations and risks following evaluation of data and quality reports.
· Analyse HEI progress against actions plans in relation to National Student Survey and recruitment.
· Develop EC&Q dashboard to reflect collected information.

	Quarter 2:

	Milestones
	· Review recruitment with a specific focus on nursing to ensure maximised recruitment and retention to pre-registration programmes including further recommendations for improvement.

	Actions
	· Analyse UCAS applications per programme for the forthcoming Autumn intake (commenced in February 2023).
· Analyse indicative student recruitment numbers to programmes 2023-24 academic year.
· Scrutinise HEI activities to support student well-being.

	Quarter 3:

	Milestones
	· Complete internal 2022-23 performance report and escalate and complete action planning for National Student Survey to drive improvement in student experience.
· Submit 2022-23 overarching performance report to HEIW ECQC to include analysis on input, output, and retention.
· Evaluate revised performance monitoring framework as improvement cycle.
· Report on student forum recruitment and programme for 2023-24 academic year.

	Actions
	· Work in partnership with HEIs to facilitate HEI submission of performance data and evidence in the annual quality report against key themes of the contract 2023-24.
· Undertake analysis of National Student Survey 2023 data / identify areas for improvement, agree HEI action plans and complete performance management escalation process.
· Complete HEI performance reports 2022-23 (September).
· Evaluate numbers recruited for 2023-24 September intake.
· Facilitate student engagement sessions to recruit to the student forum and establish committee.

	Quarter4:

	Milestones
	· Complete analysis of HEI performance data 2023-24.
· Publish Report on progress with Inter-Professional Education (IPE) development in Wales and plan for wider dissemination of excellence.
· Publish Report on evaluation of Welsh Language development in healthcare professional students in Wales.

	Actions
	· Analyse numbers recruited for 2023-24 Spring intake.
· Undertake analysis with student and practice educator representatives from all programmes via a focus group.
· In partnership evaluate key contract themes including Welsh Language, IPE, recruitment, supporting student wellbeing.

	
	

	Risks
	Ongoing student recruitment and retention challenges to healthcare programmes due to negative press.  Student financial/health and wellbeing difficulties which is affecting application and start rates

	Outcomes
	Improved student experience through quality performance management of the contracts.  Assurance that HEIs are meeting the requirements of the contract and driving through improvement and change as per the key themes of the contract (Welsh Language, IPE, recruitment, supporting student wellbeing).  HEI contract performance measures that are reported through the Dashboard aligned to central HEIW performance Dashboard.

	Alignment with workforce plans
	Ongoing support from Education Improvement Manager post.  As Strategic Review Phase 2 progresses there is an acknowledgement that this post will be required to support wider programmes of work than currently to drive the improvement agenda.  No current support in place for the student forum but this is being looked at from current resourcing.

	Alignment with Financial plans
	Dedicated support for the student forum required 0.4WTE band 5.  Business case submitted.  Assessment required of the Improvement Manager role in 2023 to ensure that there is capacity to maintain the progression required.

	Digital / Technology
	Ongoing support from workforce analytics required to quality assure the HEI data submissions, NSS data, UCAS data to create a database and analyse the data ready for reporting and ongoing performance reporting (ongoing dashboard development required).  Ongoing support with development of digital quality reporting and support with Y Ty Dysgu student forum platform.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multi-disciplinary education and training to meet future needs

	WG Priority area(s):
	

	Deliverable:
	1.2.1 Develop a multidisciplinary education strategy setting the future vision and principles to guide our work to transform education.

	
	

	Baseline:
	Education and training is one of HEIW’s statutory functions, accounting for the majority of its spend and workforce.  There is currently no strategy in place to ensure there is a consistent vision and set of principles to inform the development and transformation of education and training across all professions in a consistent way.  This is a new objective.

	
	

	Quarter 1:

	Milestones
	· Hold extensive engagement sessions with key stakeholders to inform the values and priorities of the development of the multidisciplinary education strategy.

	Actions
	· Appoint external help to deliver this objective
· Establish a governance structure to support the development of the strategy including a project plan and communications and engagement plan.
· Facilitate engagement events with key stakeholders to express their views and have meaningful discussion on the scope, the key principles, values, and priorities for the multi-disciplinary education strategy.
· Consider the use of emergent technology (such as simulation) and innovative ways of working (eg Future Doctors work) in the development and delivery of education.
· Consider how the academy model will contribute at a strategic level
· Ensure that the strategy reflects the Quality Framework and the Duty of Quality

	Quarter 2:

	Milestones
	· Develop the draft multidisciplinary education strategy informed by engagement.

	Actions
	· Agree the shared vision for the multidisciplinary education strategy.
· Agree priority areas for enhancement and change.
· Make recommendations and gain approval for the draft strategy to proceed to consultation.

	Quarter 3:

	Milestones
	· Undertake an extensive consultation with stakeholders on the draft multi-disciplinary education strategy.

	Actions
	· Arrange digital solution to seek consultation supported by face-to-face focus group meetings with stakeholders to seek views on the multi-disciplinary education strategy to inform the further development of the strategy.
· Analyse feedback, draw conclusions and make changes.
· Submit final strategy for approval.

	Quarter4:

	Milestones
	· Publish and disseminate the multidisciplinary education strategy.

	Actions
	· Publish the multi-disciplinary education strategy.
· Launch the publication of the multi-disciplinary education strategy.

	
	

	Risks
	If the Health Boards have insufficient funding to develop these new roles, then the associated implementation actions could be misaligned with the service expectations resulting in a plan that does not deliver the required improvements necessary to deliver a sustainable workforce.

	Outcomes
	Contribution to the creation of a sustainable health and care workforce that can respond to the demand on services.
Support our current and future workforce to ensure they feel valued, have the tools to do their jobs.
Contribution to the delivery of safe and high-quality services across Wales, giving people the best possible care and deliver better patient outcomes.

	Alignment with workforce plans
	A new SRO will be identified to lead on this piece of work.

	Alignment with Financial plans
	There will be the cost of obtaining external SRO

	Digital / Technology
	Digital solution to capturing the consultation feedback on the strategy.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multidisciplinary education and training to meet future needs

	WG Priority area(s):
	

	Deliverable:
	1.2.2 Complete roll out of multi-professional quality framework for education and training to ensure continuous improvement

	
	

	Baseline
	[bookmark: _Hlk111904734]HEIW has a multi-professional quality framework (with Quality Planning, Quality Management, Quality Assurance and Quality Improvement components) setting out how we identify, measure and improve quality in the education and training environment.  Appropriate and robust infrastructure underpinning this framework and supporting high quality learning environments across NHS Wales is required to ensure delivery of excellence in education and training across healthcare professions.

	
	

	Quarter 1:

	Milestones
	· Publication of a single set of HEIW multi-professional standards for education and training in clinical learning environments to underpin a system for high quality education and training for the NHS Wales workforce.

	Actions
	· Dissemination and sharing of standards internally and externally.
· Health professions to develop profession-specific ‘Requirements’ for education and training in clinical learning environments (underpinning the standards) to enable consistent reporting.

	Quarter 2:

	Milestones
	· Operationalise an integrated Quality Unit delivering Quality Framework objectives across the Medical Deanery.

	Actions
	· Establish a Medical Deanery Quality Unit structure that integrates Quality Planning, Quality Management, Quality Assurance and Quality Improvement.
· Work with HEIW Digital team to develop Quality Management database.
· Extension of Trainee Progression Governance to Dental and Pharmacy.

	Quarter 3:

	Milestones
	· Develop matrix working arrangements for Quality Planning, Quality Management, Quality Improvement and Quality Assurance for the Medical Directorate.
· strengthen matrix working arrangements with the Nursing Directorate.

	Actions
	· Establish appropriate cross-directorate fora and processes for data flows, utilisation and action.
· Harmonised approach to Quality Planning with Local Education Providers e.g. annual medical commissioning visit.
· Review Expectations and Nursing contracting to scope potential for future alignment.
· Deliver training and project support to embed Quality Improvement methodologies across all areas of internal HEIW work.

	Quarter 4:

	Milestones
	· Review matrix working arrangements and reporting gateways.
· Further develop matrix working arrangements relating to the Quality Framework.

	Actions
	· Engage with internal stakeholders to receive feedback, identify internal challenges and areas for improvement.

	
	

	Risks
	[bookmark: _Hlk123675188]Quality Unit restructure: existing resource and capacity becoming saturated so cannot be delivered within the timeframe outlined.  Resourcing of ERIIC – Research and Evaluation are an IMTP enabling function, demand is therefore likely to increase significantly and there is currently no staffing or non-staffing resource for this work.  It is already developing beyond what we are able to deliver.  This activity needs embedding in the Quality Framework and a co-ordinated approach across organisation to identify priority areas, ensure cost-effectiveness as well as consider where it has greatest impact and outcomes.  This will need to incorporate consideration of impact of our programmes/activity.  Current database and database functionality inadequate to support Quality Framework functions.

	Outcomes
	Delivery of high-quality education and training and access to high quality facilities and educational support so that the future healthcare workforce can achieve their potential in service provision to the NHS in Wales.  The maintenance of high-quality training and an environment that ensures good quality patient care is closely associated with patient safety.

Measuring the milestones through adoption of standards for educational and training in clinical learning environments, new Quality Unit structure reflected in HEIW organisational chart and shared quality reports, visits, and commissioning engagement.  In terms of measuring the outcomes, we will start a qualitative research study on the impact of the matrix working arrangements to influence education delivery and improvement e.g. a collaborative approach to managing the educational environment.

	Alignment with workforce plans
	Business Cases for required staffing previously submitted.

	Alignment with Financial plans
	Funding required for staffing and non-staffing components included in previously submitted Business Cases.

	Digital / Technology
	Quality database required and role of Data Analyst to be considered with Digital team.



	AIM:
	Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multi-disciplinary education and training to meet future needs

	WG Priority area(s):
	

	Deliverable:
	1.2.3 Establish the education and careers infrastructure to ensure Medical Associate Practitioners (MAPs) are embedded in MDT workforce models

	
	

	Baseline
	Medical Associate Professions (MAPs) roles include Physician Associates (PAs), Anaesthesia Associates (AAs) and Surgical Care Practitioners (SCPs).  Each role is at a very different point in terms of its implementation across NHS Wales.  With regards to AAs and SCPs further work is required to understand the demand across NHS Wales and how we can support the further development of the roles.  The PA role needs to be further embedded, in primary care and some specialties that have, until now, not implemented the role, including mental health.  Ultimately, we need to prepare for the regulation of PAs and AAs in 2024 and prescribing responsibilities thereafter.

	
	

	Quarter 1:

	Milestones
	· Create and agree the outline of a strategic framework for developing and implementing new MAPs roles.
· Engage with partners to scope out the SCP role across NHS Wales.
· Define and explore opportunities to promote and improve the education infrastructure for the development of PAs.

	Actions
	· Hold an engagement event to inform a strategic framework for Health Boards to develop and implement new PA roles and support the development of existing PA roles.
· Research and analyse SCP roles across Wales to identify numbers, area of practice, drivers for expansion and opportunities to further develop the role.
· Promote and explore ideas for continuous improvement of the PA role across Wales.
· Develop a communications and engagement plan for the launch of the Strategic Framework.

	Quarter 2:

	Milestones
	· Engage with partners to scope out and agree the number of AA posts required across NHS Wales.
· Develop an Education and Training plan for SCPs.
· Commence planning to deliver a range of CPD opportunities for PAs.

	Actions
	· Work with partners to assess the demand for further AA posts across NHS Wales and opportunities to further develop the role including identifying appropriate resource to support employers if necessary.
· Develop an Education and Training Plan for SCPs.
· Develop and plan CPD opportunities to support the ongoing development and career progression for PAs.
· Develop and implement an action plan for the strategic framework.

	Quarter 3:

	Milestones
	· Complete and launch the strategic framework for developing and implementing new MAPs roles.
· Set out recommendations for the further development of the SCP role across NHS Wales.

	Actions
	· Commence the implementation of the action plan to develop and implement new MAPs roles.

	Quarter4:

	Milestones
	· Engage with stakeholders to understand the implications of registration for PAs and AAs.
· Develop promotional material to raise the profile of MAPs roles.

	Actions
	· Hold stakeholder events with stakeholders.
· Develop a MAPs webpage on HEIW website with appropriate signposting.

	
	

	Risks
	If the Health Boards have insufficient funding to develop these new roles, then the associated implementation actions could be misaligned with the service expectations resulting in a plan that does not deliver the required improvements necessary to deliver a sustainable workforce.

If we are unable to engage with the service to inform the creation the strategic framework for developing and implementing new MAPs roles then the strategic framework will not align with the service expectations resulting in a plan that does not deliver the required improvements necessary to deliver the education and careers infrastructure for MAPs.

	Outcomes
	Increased numbers of MAPs roles across NHS Wales.  Engaged and motivated MAPs workforce.  PA and AA workforce ready for professional registration.

	Alignment with workforce plans
	Work is currently ongoing during this planning to year to seek executive team support for a MAPs Associate Dean, Programme Manager and appropriate budget lines to support this work.

	Alignment with Financial plans 
	Work is currently ongoing during this planning to year to seek executive team support for funding to support these posts.

	Digital / Technology
	Support from Digital team on the development of MAPs web page on HEIW website and utilise Y Ty Dysgu to develop online CPD opportunities.



	AIM:
	Building our Future Workforce – Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multi-disciplinary education and training to meet future needs

	WG Priority area(s):
	Contributes to Action 21 in the National Workforce Implementation Plan

	Deliverable:
	1.2.4 Implement a multi professional clinical skills training academy model for NHS Wales, starting with endoscopy

	
	

	Baseline:
	Training academies are dedicated specialist environments designed to meet the increasing demand on service by training more clinicians.  They provide training that embraces innovation and supports the increasingly multi-professional team approach involved in delivering health and care across patient pathways.  Training academies utilise the skills in the system with real world experience to train the next generation of healthcare professionals in a timely manner to support effective output.  The Primary Care training academy has been established via the national strategic programme and will be utilised as the baseline model to inform all future academy approaches.

	
	

	Quarter 1:

	Milestones
	· Agree defined options with detailed business case for endoscopy academy approach.

	Actions
	· Create a detailed business case via All-Wales endoscopy training management group (ETMG) for the agreed option.
· Secure Clinical Leads funding to enable continued support for delivery.
· Review governance arrangement for ETMG in line with recruitment of Clinical Leads.

	Quarter 2:

	Milestones
	· Secure funding approval from Welsh Government for proposed costed option for the national endoscopy training academy.

	Actions
	· Submit business case to Welsh Government.
· Review Welsh Government responses in line with approaches agreed.
· Undertake engagement and communications across Wales, including the National Endoscopy Programme (NEP) to enable engagement throughout the profession for agreed approaches.

	Quarter 3:

	Milestones
	· Agree defined options with detailed business case for psychology academy approach.

	Actions
	· Establish most appropriate governance for the psychology academy model including identification of clinical leads.
· Lead creation of business case for psychology academy.

	Quarter4:

	Milestones
	· Establish timeline for accelerated approaches in line with regional and local training facilities for endoscopy.
· Create vision for deployment of academy models across education and training.

	Actions
	· Undertake a readiness assessment of regional and local training delivery for endoscopy.
· Undertake a readiness assessment of faculty members across Wales to support the ten training pathways in endoscopy.
· Undertake engagement to create the vision for the All Wales education and training academy model approach.

	
	

	Risks
	The main risks are funding.  In endoscopy there is a proposal for a central hub and the infrastructure constraints are being managed by a partner organisation that could impact the deployment timeframes.  There is a secondary resources risk in endoscopy whereby new clinical leads are being appointed in Q1 that could have an impact on continuity of approach and support in general for the programme.

	Outcomes
	The deployment of the endoscopy academy model will deliver both a central hub and a set of branches that will support rapid accelerated learning within the profession.
The success measures for this year will be an increased number of trainees in endoscopy and excellent student satisfaction with the quality of the training.

	Alignment with workforce plans
	There is a need for Clinical lead for endoscopy on a fixed term basis until Academy is live.  Within the Academy model a new Assistant Director of Academies will be appointed.

	Alignment with Financial plans
	The capital request to support the endoscopy programme is with another NHS Wales partner.

	Digital / Technology
	There will be a requirement for the learning resources to be placed into the Y Ty Dysgu platform.  Data to understand how many trainees are using the academy will need to be baselined and a data flow established.



	AIM:
	Building our Future Workforce – Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multi-disciplinary education and training to meet future needs

	WG Priority area(s):
	Primary and community care (Access to GP/ Community / Dental/ Optometry and Pharmacy Services)

	Deliverable:
	1.2.5. Increase multi-professional education and training programmes in Primary and Community supported by the continued development of the Academy Model

	
	

	Baseline
	Delivery of the Primary Care Model for Wales involves the development of multi professional teams via an Academy structure offering access to wide range of education and training programmes and services for both learners and educators.  This work is being led by the HEIW Multi Professional Primary and Community Care Education and Training Unit working in partnership with Health Board Primary and Community Care (PaCC) academies.  By April 2023, the core central and HEIW funded academy structure and operating model will be in place.  Processes for collaboration and programme development are in progress through the GPN Foundation Programme.

The vision is to establish a HB academy network providing education and training support for the PaCC workforce and national networks to shape national direction and standards, educator development and leadership in PaCC.  We also want to deliver programmes that will enable PaCC workforce to work at the top of their licences in multi-professional teams to national standards managed through the HEIW Quality Framework; and to develop learning environments and inspiring career opportunities in primary care.

	
	

	Quarter 1:

	Milestones
	· Establish the national PaCC Academy network.
· Establish a suite of projects within the wider PaCC Programme to progress key priority areas via individual project plans 
· Develop a benefits framework including the academy infrastructure.

	Actions
	· Establish regular Academy Network meetings.
· Academy Network to develop communication and engagement strategy across HBs.
· Academy network to describe existing HB education and training roles across all professional groups.
· Identify E&T priorities for development in 2023-24 and progress 2 priority areas through individual plans e.g. GPN Foundation Programme; Advanced Care Practitioner Primary Care Framework Digitisation.
· Central HEIW MP unit to collaborate with Academy network and produce benefits.

	Quarter 2:

	Milestones
	· Support academies to identify their wider E&T network at HB level.
· Scope E&T programmes for the workforce currently delivered in each HB.
· Progress 2023-24 E&T priorities in line with individual project plans e.g. Undergraduate nursing placements in general practice; GP Integrated Care Fellowship.
· Aligned E&T programme priority area development with the HEIW Quality Framework.

	Actions
	· Map existing roles with existing E&T responsibilities for primary and community care across each HB.
· Clinical Leads to collaborate with HB leads to identify local and national networks.
· Adopt matrix working to progress E&T priority areas in line with agreed project plans.
· Collate evidence of engagement, cost and outcomes of existing E&T programmes in each HB.
· Use priority areas to develop programme standards in accordance with HEIW Quality Framework including benefits mapping.

	Quarter 3:

	Milestones
	· Support academies’ stakeholder engagement to establish the infrastructure at the centre of the workforce.
· Develop mechanism for understanding E&T needs of individuals and services.
· Deliver first cohort GPN Foundation Programme and progress other priorities through individual plans.
· Collaborate with academies to deliver a multi-professional training priority.

	Actions
	· Collaborate with primary care workforce strategy team, identifying E&T needs identified.
· Engage with the workforce in line with the communications and engagement plan through academies.
· Identify / develop E&T needs assessment.
· Progress 2023-24 E&T priorities in line with individual project plans.

	Quarter4:

	Milestones
	· Develop a 2024-25 programme of work to be facilitated through each academy.
· Review modes of Communication and Engagement between HEIW, academies and the workforce.
· Deliver and evaluate GPN Foundation Programme Cohort 1; progress and evaluate additional priority areas through individual plans linking to benefits framework.

	Actions
	· Collaborate with academies to conduct E&T needs analysis across Wales.
· Submit evaluation of GPN Foundation Programme to Primary Care Board.
· Develop Academy Work Plan for 2024-25.
· Develop and agree ongoing Communication and Engagement Plan across all HB academies.

	
	

	Risks
	Lack of stakeholder engagement with the development of this plan could lead to issues in securing support when implementing actions.  This will then result in inequitable access to E&T across Wales.  Mitigation: Develop a comprehensive engagement and communication plan that allows stakeholders multiple opportunities to comment and engage.
If there is a lack of comprehensive and accurate data on E&T spending on workforce within primary care, or poor-quality data regarding E&T needs, then inaccurate conclusions may be drawn resulting in an inaccurate set of actions/recommendations.  Mitigation: Engage with partners to understand commissioning for E&T.  Develop E&T needs analysis strategy, collaboration regarding workforce plans, and identification priority E&T needs.  Identify sources of data currently available to support development of E&T plan.

	Outcomes
	A new infrastructure that develops, coordinates, and delivers E&T in PaCC.  This will also contribute to the sustainability of primary care and delivery of the Primary Care Model for Wales.

	Alignment with workforce plans
	Resource to support central and key academy roles has been agreed and recruitment ongoing.  Matrix working across HEIW.  Approval given for Programme Director for GP Integrated Care Fellowship Programme in place.  No additional workforce resource is requested.

	Alignment with Financial plans
	The academy infrastructure is a funded programme of work that was identified in the 22-25 IMTP.  Recurrent funding required for the GPN Foundation Programme 23-24 cohort.  Business cases will be submitted where pilot programmes are developed to underpin funding via Education and Training Commissioning Plan or discretionary funding.  No capital requirements.

	Digital / Technology
	National primary care E&T needs assessment would provide data to inform education and commissioning of programmes, uptake and service benefits.  This would require a short life working group and input from digital to ensure submissions are IG compliant.  Digitisation of programmes will be aligned with roll out and development of YTD.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multi-disciplinary education and training to meet future needs

	WG Priority area(s):
	

	Deliverable:
	1.2.6. Implement the multi-professional strategy for Simulation-Based Education and Training.

	
	

	Baseline:
	[bookmark: _Hlk123673493][bookmark: _Hlk123673791]Simulation has been used as a learning tool for education and training in healthcare for many years and there is growing evidence highlighting its positive impact on many areas of learning including knowledge, skills, behaviours, team performance and communication skills.  There is also evidence of its role in improving patient outcomes.  Healthcare simulation not only has a role as an educational modality but also as an important tool to improve patient and service user safety and experience as well as health care systems.  The HEIW All-Wales Simulation-Based Education and Training Strategy for the Healthcare Workforce, involving extensive consultation and engagement with key stakeholders has recently been approved.  It outlines a centralised and co-ordinated approach to HEIW’s Simulation Team’s work in supporting the delivery of high quality, standardised, equitably accessible and interprofessional simulation-based education and training across healthcare in Wales, while identifying and developing Simulation-Based Education and Training (SBET’s) future directions for education and training.

	
	

	Quarter 1:

	Milestones
	· Develop new resources on Y Ty Dysgu and the Simulation webpages to further facilitate networking, collaboration and resource sharing across the healthcare SBET community in Wales.

	Actions
	· Commence the development of a network map of simulation-based resources.
· Establish simulation fora to promote simulation-based discussions.

	Quarter 2:

	Milestones
	· Agree the evaluation model to assess the impact of the simulation strategy on patients, service users and learner outcomes.

	Actions
	· Work with ERIIC to outline framework.

	Quarter 3:

	Milestones
	· Develop next steps for potential pathways, processes and solutions for the further development of interprofessional SBET (IPSBET).
· Engage with simulation strategic teams from the four nations to identify collaborative opportunities.

	Actions
	· Finalise the interprofessional ‘Proficiencies Framework’.
· Review the outcomes of the IPSBET stakeholder group.
· Engage with key external stakeholders including ASPiH.

	Quarter 4:

	Milestones
	· Launch the HEIW Advanced level Faculty Development Programme.
· Establish a team to explore how the Immersive Technologies workstream of the Simulation strategy should be best delivered.

	Actions
	· Co-produce the materials required for the Advanced Faculty Development Course.
· Pilot the Advanced Faculty Development Course.
· Submit a business case outlining the personnel and resources needed to start a functioning Immersive Technologies team.
· Develop the governance and operational structures needed for the Immersive Technologies team to start.

	
	

	Risks
	There is a risk of the Simulation Team resource and capacity becoming saturated that the Simulation Strategy cannot be delivered within the timeframe outlined.  There is also a risk that engagement from external parties is not forthcoming resulting in the Simulation Team being unable to ensure that its activity is relevant and meets the needs of key stakeholders relevant to healthcare SBET across Wales.  A lack of funding available to establish a team to explore how the immersive technologies workstream of the simulation strategy should be best delivered is also a risk.  Immersive Technologies are fast becoming a potentially important modality for the delivery of healthcare education and training.  The speed however at which this is developing is beyond what HEIW and the Simulation Team is currently able to keep up with.  A dedicated team is needed to ensure that we identify, in a timely manner, how Immersive Technologies should be best embedded across healthcare education and training with the appreciation that we need to identify priority areas for its use, as well as where it has best benefits and outcomes.  In addition, we need to ensure a co-ordinated approach across Wales that promotes cost-effectiveness and ensures training is underpinned by standards and delivered to a high quality.

	Outcomes
	Improved quality, standardised, equitably accessible and interprofessional SBET across healthcare in Wales

	Alignment with workforce plans
	An additional post is required to provide high level administrative support for the team and activity generated in delivering the Simulation strategy.  In addition, additional resource is required to establish a team to explore how to best deliver the Immersive Technologies workstream of the Simulation strategy.  Additional resource is also required to increase scholarly activity and publication output of the Simulation Team to enhance the profile of HEIW, contribute to dissemination of best practice nationally and internationally and to meet Simulation strategy aims and objectives.

	Alignment with Financial plans
	Additional funding is required to support a role to provide high level administrative support for the team and the activity generated in the delivery of the simulation strategy and to support the introduction of an Immersive Technologies team to explore how to best deliver the Immersive Technologies workstream of the Simulation Strategy.

	Digital / Technology
	Digital and Technology support will be required for the following components of the Simulation Team’s work in delivering the Simulation strategy including development of the Advanced Faculty Development Resources, delivery of webinars and conferences, advice and support on the delivery of the Immersive Technologies workstream and support in the development of relevant resources for ‘Y Ty Dysgu’ and the simulation webpages.



	AIM:
	Building our Future Workforce – Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Transform multi-disciplinary education and training to meet future needs

	WG Priority area(s):
	Increasing the opportunity to deliver multi-disciplinary CPD and online learning resources for the health and social care workforce, prioritising support for areas such as Mental Health; signposting online cancer education for Primary Care

	Deliverable:
	1.2.7 Fully implement and evaluate the ‘Y Ty Dysgu’ learning management system (LMS) to improve the quality of and access to workforce learning

	
	

	Baseline:
	The full functionality of the LMS defined by the technical specification will be available with the onboarding process for HEIW teams having begun at the end Q3 22-23.  In addition, the functionality to support the roll out of the digital capabilities framework (referenced in the National Workforce Implementation Plan) and self-evaluation tool will be in place.  By the end of Q4 2023-24, the expectation is to have successfully onboarded all HEIW teams with up to 50K health and social care users on the platform, have standardised use and reporting in place, have increased the opportunity for the delivery of multi-disciplinary CPD and undertaken an evaluation.

	
	

	Quarter 1:

	Milestones
	· 21 of 22 HEIW teams / areas of work identified to date using the LMS, supported by revised governance to ensure consistent approach to system use and quality of HEIW delivered material.
· Review opportunities to increase delivery of multi-disciplinary CPD.

	Actions
	· Support onboarding of teams via an iterative process.
· Ensure alignment with the multi-disciplinary CPD approach.
· Review opportunities for increasing the development of multi-disciplinary CPD with professional leads via the Programme Board and other appropriate forums (this will continue as any new material is developed).

	Quarter 2:

	Milestones
	· Complete the Pharmacy onboarding process.
· Develop an agreed model for external use, extending the reach to social care.

	Actions
	· Ensure all live content and learner records are migrated from the legacy Pharmacy LMS.
· Work in collaboration with HEIW teams and their external stakeholders to make HEIW originated training available to social care workers as applicable.
· Coproduce a communications plan with the Communications and Engagement team.

	Quarter 3:

	Milestones
	· Complete the third-party system decommissioning process.
· Explore opportunities for e-portfolio and immersive learning development.

	Actions
	· Work with the professions and suppliers to ensure a secure process is undertaken for each of the 3 legacy systems and that SLAs and contracts are terminated accordingly.
· Scope requirements with the Work Based Learning and Simulation teams and discuss with the LMS supplier.

	Quarter4:

	Milestones
	· All teams in HEIW using Y Ty Dysgu and an evaluation of the use and effectiveness undertaken, identifying any barriers to use.

	Actions
	· Collaborate with ERIIC to agree the evaluation approach.
· Inform future improvement activity from the results of the evaluation.

	
	

	Risks
	If stakeholder engagement is not aligned to the pace of the project, then onboarding will be slowed down and the license model not maximised. Mitigation: Attendance at Programme Board will be critical with additional team representatives invited as required.
If the migration of the ~380 live Pharmacy courses is not completed by end Q2, then there is a risk to the Overt contract deadline and the decommissioning process being completed as planned.  Mitigation: Agreement in place to recruit additional fixed term resource to the Digital Learning team to support the migration activity.

	Outcomes
	Improved access to flexible, quality, bi-lingual CPD to maximise digital learning opportunity for the workforce.
Measured by:
· All online courses and virtual learning originating in HEIW delivered through Y Ty Dysgu, following best practice guidelines.
· Increased opportunity for delivery of multi-disciplinary training.
· Improved course booking processes and user experience, measured by an increase in uptake and customer satisfaction surveys.
· Standardised management of CPD (finance and quality).
· Improved collection and monitoring of performance data.
· Registration of up to 50K health and social care workers.

	Alignment with workforce plans
	Led by the SRO, there is currently a dedicated Digital Project Manager in place to support this work with additional part time support from the Business Change Manager role funded until April 2024 (subject to receipt of letter confirming funding).  The Digital Learning team will provide dedicated support for the onboarding process and ongoing operating model.  Depending on the pace of the migration activity from the legacy Pharmacy system and the ongoing support model required by HEIW, funding may be required to extend the contract term for the additional b6 Learning Technologist role.

	Alignment with Financial plans
	A contingency budget line of 10% of the contract value (ca. £20K year 1 and year 2) during the first 2 years of the contract term (June 2022 to June 2024) was agreed to cover unforeseen development and / or training costs.  Potential development opportunities with e-portfolio and immersive learning fall outside of the existing technical specification and would need to be agreed via a costed business case submission.  Support from the Finance team and Procurement may also be required.  It is likely that procurement support would be required to support a Change Control Notice (CCN) request.  There is the potential for additional budget to be requested if the fixed term Band 6 Learning Technologist role is continued beyond 12 months and if evaluation activity is outsourced.

	Digital / Technology
	Additional support from the Development and Digital Transformation teams will be reviewed and managed as part of the Digital team’s internal planning process.



	AIM:
	Building our future workforce – Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas

	WG Priority area(s):
	Primary and community care (Access to GP/ Community / Dental/ Optometry and Pharmacy Services)

	Deliverable:
	1.3.1 (a) Develop a strategic workforce plan for primary care

	
	

	Baseline:
	There have been significant changes in workforce diversification within Primary Care since 2015 but there is no overarching plan that provides the context for future workforce development to support the ambition within ‘A Healthier Wales’.  Workforce challenges are impacting on the sustainability of primary care services which is a key driver to define the need for a strategic workforce plan for primary care (SWPPC).

There are increasing sustainability issues across primary care due to recruitment and retention and the current age profile of key professional groups who are critical to the effective delivery of primary care services.  Workforce expectations are changing with an increase in flexible working patterns and staff wanting to work part-time (LTFT) resulting in a decreasing pipeline.  Changes in education and training standards and the reform of independent contracts is opening opportunities for new workforce and service models.  In addition to the workforce challenges, economic and social global/national issues such as cost of living, recovery from covid-19 and Brexit are impacting upon the sustainability of the future workforce within Primary care.  Technological advances could significantly reshape care in the medium to long-term (AI, Genomics) and will impact upon the workforce of primary care.

The SWPPC will be developed in partnership with the Strategic Programme for Primary Care (SPPC) and will consider the shape and size of the workforce needed to meet population health and to address supply-side issues for the future.  Primary and community care is a key ministerial priority and must also focus on improved access across general practice, dentistry, optometry and pharmacy.  There must be alignment between IMTPs, Pan Cluster planning and RPB Area Plans which is why this plan will focus on the core multi-professional team set within the context of the development of the Primary Care Model for Wales (PCMW).  It will identify the workforce needed to deliver effective services within a cluster footprint.  The plan will seek to identify the short, medium and long term actions required to ensure the delivery of a sustainable workforce model for primary care services.

	
	

	Quarter 1:

	Milestones
	· Undertake a comprehensive engagement phase to shape the plan.
· Complete initial analysis of available primary care workforce data.
· Identify key themes that are currently driving the significant workforce challenges within primary care drawing on horizon scanning research and a review of available literature.

	Actions
	· Finalise engagement approach and secure resources to enact the plan.
· Analyse key findings from engagement and align with Workforce Strategy for Health and Care.
· Shape an initial set of ideas and actions for wider testing in Q2.
· Establish an internal HEIW enabling group.
· Conclude Strategy mapping and literature review.
· Continue to communicate effectively with stakeholders in line with the communication plans.

	Quarter 2:

	Milestones
	· Develop an initial set of actions and key priorities/actions for the short, medium, and long-term.
· Conclude a more formal consultation on key actions with a wide range of stakeholders.
· Agree and finalise a set of actions/priorities for the short, medium, and long-term agreed by stakeholders and in line with findings from engagement and data gathering.

	Actions
	· Draft a detailed set of actions following engagement/data gathering to pose to key stakeholders.
· Complete data analysis and develop technical document.
· Cross reference identified actions with engagement/communication data gathering.
· Begin writing the workforce plan.
· Undertake formal consultation with key stakeholders across Wales.
· Start to cost out key actions.
· Inform development of Cluster planning guidance for 2024-25.
· Review resources and financial implications.

	Quarter 3:

	Milestones
	· Finalise an agreed strategic workforce plan following formal consultation.
· Obtain formal approval of a costed national strategic workforce plan for primary care.

	Actions
	· Drafted final plan.
· Signed off through agreed national processes.
· Begun the development of a benefits realisation plan.
· Review resources and financial implications.

	Quarter4:

	Milestones
	· Finalised an implementation framework aligned with IMTP/Cluster planning cycle.
· Begun the implementation of Strategic Workforce Plan in partnership with Strategic Programme for Primary Care (subject to formal approval and availability of resource).

	Actions
	· Establish governance arrangements for implementation of SWPPC.
· Work with key stakeholders to implement actions aligning with the planning timetable.
· Review resources and financial implications.

	
	

	Risks
	If we do not manage the inter-relationships between various national programmes and internal workforce plans, then there will be a duplication of work resulting in unclear and unaligned strategic programmes of work.  Mitigation: Continually engage with national programme leads and HEIW WFP leads to ensure programmes, data and areas of work are aligned via appropriate governance arrangements.  Hold regular meetings with profession specific programme leads (Pharmacy, Dental and Optometry) in order to update on progress, avoid duplication, capture lessons learnt and support each other.
If stakeholders do not engage with the development of this plan, then it could lead to issues in securing support when implementing actions.  This will then result in an undeliverable workforce plan.  Mitigation: Develop a comprehensive engagement and communication plan that allows stakeholders multiple opportunities to comment and engage.
If the current fiscal position continues, then this could result in limited funding available to support the implementation of actions resulting in delayed implementation.  Mitigation: Undertake effective engagement with Welsh Government to ensure that implementation is considered early on in the process and resources are prioritised.

If there is a lack of comprehensive and accurate data on workforce within primary care, then inaccurate conclusions may be drawn resulting in an inaccurate set of actions/recommendations.  Mitigation: Undertake a robust review of current strategies, literature and research and best practice to support any data available.  Develop a robust engagement strategy with robust qualitative questions that can be asked of key stakeholders, acting as a support for any data we can retrieve.  Work with the Data and Analytics team to identify sources of data currently available and review procuring external expert support to develop the demand model that can be used to support the workforce plan.

Given current procurement timescales/process, if there is a need to procure external support, then this could result in a significant delay in completing our engagement phase which will delay the completion of the plan.  Mitigation: Undertake a detailed engagement plan to ensure where needed any procurement support is identified early in the process and hold initial conversations with procurement to discuss any potential procurement plans.

If the project can’t be progressed in line with the timeframe identified, it will result in non-alignment with the IMTP and cluster planning process which will have a significant impact on implementation arrangements.  Mitigation: Develop a detailed project timeline that is monitored on a weekly basis.  Identify any additional resource needs and seek help from the Strategic Programme for Primary Care (SPPC).

	Outcomes
	As a result of this plan we will be able to:
· Understand current demand drivers and key factors shaping the demand for primary care services for the next 10 years and identify workforce solutions that are in line with the Workforce Strategy and that contribute to a sustainable primary care model.
· Understand technological advances and fast approaching changes in healthcare delivery.
· Identify challenges and key supply-side issues across professional groups and areas of Wales to create a framework for future supply pipelines.
· Provide a clear framework for local, regional, and national action to underpin decisions on education and training commissioning.

	Alignment with workforce plans
	We have a dedicated primary care workforce lead and national programme director currently working on this plan.  As this is a joint piece of work, we have sourced project management support from the Strategic Programme for Primary Care (SPPC).  There are no additional workforce requirements.

	Alignment with Financial plans
	We will require a small budget to procure expertise to help with key areas such as patient and cluster engagement and to facilitate workshops.  Further financial support will be required during engagement phase and this is being assessed.  In Q3 2023-24 we will cost the actions from within the workforce plan for discussion internally and with Welsh Government.

	Digital / Technology
	We will need support from the digital team in terms of identifying appropriate data sources as primary care data is limited.  Discussions have already taken place with the team and timelines shared to ensure they build this into their plans.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas

	WG Priority area(s):
	

	Deliverable:
	1.3.1. (b) Develop a multi-disciplinary Perinatal workforce plan

	
	

	Baseline:
	There have been several national published reports and recommendations reviewing maternity and neonatal care across the UK and in Wales.  Of note, in 2019 the ‘Review of Maternity Services at Cwm Taf Health Board’, in March 2022, the ‘Ockendon Report of the independent investigation at Shrewsbury and Telford NHS Foundation Trust’ and more recently in October 2022 ‘Reading the Signals: Maternity and Neonatal Services in East Kent’.  Often these reports have highlighted workforce and safe staffing levels as linked to the safety, experience, and outcomes of maternity and neonatal care and this has led to a request for a workforce plan for Wales.  The work to determine the requirement for a national workforce plan highlights the commitment across the system and from government to improving and maintaining high levels of safety, experience, and outcomes for maternity and neonatal care.  Our aim is to co-produce and publish a national strategic multi-professional workforce plan for maternity and neonatal services.

	
	

	Quarter 1:

	Milestones
	· Establish the Maternity and Neonatal Workforce Programme.

	Actions
	· Stakeholder mapping and prioritisation.
· Definition of scope of the Plan.
· Establishing governance structure for the programme.
· Horizon scanning to reflect on the long-term priorities of the maternity and neo-natal workforce.
· Production of literature review and a research and strategic map.
· Establishing key baseline measures in relation to maternity and neo-natal workforce.

	Quarter 2:

	Milestones
	· Establish and deliver on key priority areas within the Programme.

	Actions
	· Stakeholder engagement through local and national events such as workshops.
· Priority areas to be identified.
· Outputs delivered.
· End of Tranche review.

	Quarter 3:

	Milestones
	· Undertake a progress review of the programme and begin drafting of the plan.

	Actions
	· Additional workstreams to be identified.
· Additional workstream outputs to be delivered.
· Begin structuring the Peri-natal Workforce Plan.

	Quarter 4:

	Milestones
	· Finalise the first draft of the Peri-natal Workforce Plan.

	Actions
	· Complete the draft copy of the Plan- via Microsoft Word.
· Decide and agree the consultation process to be completed in Q1 2023-24.

	
	

	Risks
	Non-engagement with key stakeholders due to service pressures.
The significant pressures within the service and the existing workforce planning requests could impact the programmes ability to achieve effective engagement.

	Outcomes
	The outcome of this deliverable will be a reduction in leavers, improved morale in the perinatal workforce, development of a more digitally competent workforce, reduced staff sickness and a reduction in agency and bank spend.  Furthermore there should be an increase in application across all elements of perinatal workforce and a clear understanding across the perinatal team of workforce models to facilitate delivery of high quality multi-disciplinary care.

	Alignment with workforce plans
	Programme team is appointed.  Clinical lead required to represent the multi-professional aspects of Neonatologists, Obstetricians, Anaesthetics. Sessional leads in each area. This could utilise non-recurrent funding. 

	Alignment with Financial plans
	The work is funded through the HEIW IMTP.  No business case is required.  Additional funding for sessional work for the medical aspects of the plan will be required as identified above.

	Digital / Technology
	The programme will require data analytics for the perinatal workforce.  Additional training resources may need to be developed and require development within Y Ty Dysgu.



	AIM:
	Building our Future Workforce – Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish and implement strategic workforce plans in priority areas

	WG Priority area(s):
	Diagnostics

	Deliverable:
	1.3.1 (c) Progress the development of a Strategic Workforce Plan for Genomics

	
	

	Baseline:
	The Genomics Delivery Plan was published by Welsh Government (December 2022) and requires the development of a Strategic Workforce Plan to be led by HEIW working with Genomics Partnership Wales (GPW).  The Genomics Delivery Plan is aligned with the UK ten year strategy for Genomics Genome UK: The Future of Healthcare.  Genomics medicine is an area of rapid development and there are already significant developments in this field that are impacting on the delivery of services and care to patients.

There are workforce gaps that need to be addressed and a need to increase the pipeline of people in the specialist workforce including bioinformatics, genetic counselling, genomic medicine, microbiology and molecular pathology and clinical geneticists.  There is a need to develop and fully embed education and training programmes that meet the needs of our non-specialist workforce including people who need a basic understanding of genomics as well as those who will require dedicated and expert knowledge to respond to changes in clinical and service pathways.  Surveys have found that the majority of the workforce is poorly informed about genomics and do not recognise its importance and/or relevance.

The plan should include actions to provide new training packages; identifying dedicated education and training officers; establishing network of genomics quality leads; ensuring there are national genomics leads for core specialties that align with workforce plans in relevant areas (such as oncology, pharmacy etc); supporting staff to be competent in consent taking and interpreting results; considering the development of clinical research.  Importantly the plan should align with and maximise the opportunity of UK shared commitments through collaboration with the Genomics Training Academy.

Further scoping is also required in terms of the development of Advanced Therapy Medicinal Products (ATMP) work programme which although separate from Genomics, is closely related in terms of gene therapy.  A statement of intent was published in 2019 that sets out specific actions for HEIW to take forward.

	
	

	Quarter 1:

	Milestones
	· Draft an initial scope and approach to development of workforce plan with Genomics Partnership Wales including a timetable for development.
· Undertake a review of relevant UK Strategies that will help to inform development of the plan.
· Roll out an initial offer of education for the workforce via an e-learning package and the availability Level 7 modules.

	Actions
	· Hold further discussions with HEE to map out current UK architecture around genomics education.
· Appoint clinical lead.
· Develop a communications plan to roll out e- learning and publicise modular genomics education programme.
· Draft scope of workforce plan with GPW with sign off via Diagnostics Programme Board.
· Start initial strategy mapping.
· Fully launch the Master’s level modules in Genomics.
· Update the GPW Programme Board.

	Quarter 2:

	Milestones
	· Secure agreement on the scope of the plan from the National Diagnostics and GPW Programme Board.
· Complete Strategy mapping to provide a high level assessment of the key issues and direction of travel.
· Formalise our approach to working at a UK level, drawing in resources that have been developed and ensuring that these are available within NHS Wales.
· Scope specific requirements in respect of pharmacogenomics.

	Actions
	· Develop MOU (or similar) with HEE/NES to access resources already developed (e.g. GE Notes).
· Undertake Workshop (s) to support scoping of the plan.
· Build relationships across the UK genomics education and training architecture.
· Map existing data sources to gain an overview /understanding of current specialist workforce.
· Assess uptake of the e-learning resource rolled out in Q1 and initial feedback.
· Update the GPW Programme Board.
· Scope actions in respect of Advanced Therapy Medicinal Products (ATMP).

	Quarter 3:

	Milestones
	· Start engagement with stakeholders on the key actions following strategy mapping and data analysis.
· Scope models of potential enhancements to education and training infrastructure (i.e. local and national specialty leads) incorporating learning from other UK nations.

	Actions
	· Engage with other UK nations on models.
· Procure support from specialist partner on engagement phase including expertise to help with developing an initial set of actions.
· Develop an engagement plan with support from communications team.
· Update the GPW Programme Board.

	Quarter4:

	Milestones
	· Conclude engagement phase.
· Develop initial set of actions for testing with stakeholders at the start of 2024-25 and to inform development of Education and Training plan submission in July 2024.

	Actions
	· Run engagement phase during Q4 with web surveys, stakeholder discussions and other engagement events led by specialist partner.
· Engage with partner to deliver formal report.
· Update the GPW Programme Board.

	
	

	Risks
	Lack of specialist expertise and knowledge within HEIW on genomics which could lead to actions being identified that are undeliverable or focus on the wrong priorities.  Mitigation: secure appropriate expertise through a Clinical leader who can help to navigate the complex landscape and ensure effective engagement with the UK architecture for genomics to draw in appropriate expertise maximising the benefit from the UK approach.
If stakeholders do not engage with the development of this plan, then it could lead to issues in securing support when implementing actions.  This will then result in an undeliverable workforce plan.  Mitigation: Develop a comprehensive engagement and communication plan that allows stakeholders multiple opportunities to comment and engage.

If the current fiscal position continues then this could result in limited funding available to support the implementation of actions resulting in delayed implementation.  Mitigation: Undertake effective engagement with Welsh Government to ensure that implementation is considered and that WG are aware that this will come through via separate business case and/or via Education and Training Plan.

Given current procurement timescales/process if there is a need to procure external support then this could result in a significant delay in completing our engagement phase which will delay the completion of the plan.  Mitigation: Undertake a detailed engagement plan to ensure where needed any procurement support is identified early in the process.  Hold initial conversations with procurement to discuss any potential procurement plans.

	Outcomes
	We will have assessed the specialist workforce requirements over the medium term (3-5 years) to better align the commissioning of education and training in key specialist areas (e.g. bioinformaticians).  We will also have developed appropriate educational resources that align with individual’s requirements (ladder of learning) spanning the whole workforce including specialist areas.  There will be an appropriate infrastructure in place with HEIW and at HB/Trust level that embed education and training at a national and local level (subject to resource assessment).  We will have maximised the benefits from a UK partnership approach to developing specialist and non-specialist education resources.

	Alignment with workforce plans
	A clinical lead role has been assessed as required and will be funded on a non-recurrent basis for 2023-24 to support with the development of the initial workforce plan and to assess what further resources will be required by way of clinical and managerial expertise within HEIW to lead the implementation of a workforce plan.

	Alignment with Financial plans
	As there is no current workforce plan in place, it is not possible to quantify the financial impact.  Actions with the plan will be costed to inform next steps and consideration of potential business case development and/or alignment with existing plans.   There will need to be specific resource to facilitate an external partner to support with engagement and development of initial actions (initial estimate £75k - requires market testing).

	Digital / Technology
	It is unlikely that there will be a significant requirement for digital support in developing the plan outside of actions already agreed to improve the coding and extraction of ESR data (as per work underway within the Science programme) and any specific data held on the specialist workforce within NHS Wales.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas.

	WG Priority area(s):
	Contributes to Action 28, 29 and 73 in the National Workforce Implementation Plan

	Deliverable:
	1.3.2.(a) Publish and commence implementation of the strategic workforce plan being developed in Nursing

	
	

	Baseline:
	Nursing and midwifery are the largest workforce in NHS Wales and recent intelligence has shown that 37% of the workforce are over the age of 50, this has increased by 12% in the last ten years.  Alongside this the profession has seen the largest increase in spending on agency staff of any professional group due to widespread culminating issues that have impacted retention across the system.  The Nursing workforce plan will deliver not only the actions described in the National Workforce Improvement plan and the Health and Social Care Workforce Strategy for the short to medium term improvements needed but will also look at the roles required for the future and how evolving delivery models of care need to be delivered by a different workforce to now and in the past.  It will help bring consistency across Wales for the nursing workforce which is key to ensuring a standard offer in developing and retaining valuable skills for delivering excellent care with improved outcomes.

	
	

	Quarter 1:

	Milestones
	· Undertake system wide engagement to inform the emerging priorities of the nursing workforce plan to include opportunities for innovative workforce models and a priority focus on improving workforce retention.

	Actions
	· Complete research innovation and research element.
· Undertake initial work with engagement company to agree questions and approach.
· Identify phase 2 priorities.
· Launch workforce retention guide.

	Quarter 2:

	Milestones
	· Collate, evaluate, and report the results of the engagement to provide insights into innovation opportunities and support the future vision for the nursing profession.

	Actions
	· Undertake engagement with nursing profession and wider workforce.
· Develop phase 2 priorities and actions.

	Quarter 3:

	Milestones
	· Publish the co-produced draft of nursing workforce plan for system engagement and consultation.

	Actions
	· Devise consultation questions.
· Commence monitoring impact of workforce retention guidance.

	Quarter4:

	Milestones
	· Collate the consultation outcomes and finalise the nursing workforce plan.

	Actions
	· Working with the communications team, consult with wider workforce on content of plan.
· Update plan to reflect consultation responses.
· Cost the plan.

	
	

	Risks
	Pressures on service will impact on their ability to join groups and partake in engagement.

	Outcomes
	There will be a nursing workforce plan to support a sustainable nursing workforce.  This will be measured through the increased numbers in training and improvements in retention and staff reporting improved wellbeing.

	Alignment with workforce plans
	There is a requirement for short term specialist support to develop sections of the plan e.g. specialist digital nurse to work on digital section.  Alignment to the Mental Health and Primary Care workforce plans has already been considered.

	Alignment with Financial plans 
	The core team to deliver this piece of work is funded.  The additional specialist support will have additional finance requirement as priorities and actions are agreed by stakeholders.  These would be serviced by 3-month contracts/SLAs.

	Digital / Technology
	Digital support is required to analyse demand and supply tool, to develop and launch the retention guidance and to develop the plan into engaging resource.



	AIM:
	Building our future workforce – Developing and implementing plans that align to future demand for workforce with supply

	Strategic Objective:
	Develop, publish and implement strategic workforce plans in priority areas

	WG Priority area(s):
	Primary and community care.  Also contributes to Action 27 in the National Workforce Implementation Plan

	Deliverable:
	1.3.2 (b) Develop, publish and plan implementation of dental workforce plan

	
	

	Baseline:
	To date there is no Workforce Plan for dental services in Wales, across multiple sectors including primary, secondary and acute care.  The last substantive review of the dental workforce was undertaken in 2012.  There is an urgent need to develop, publish and implement a plan to recruit, train, retain, embrace role redesign and develop new roles in the workforce in order to have the right professionals in the right place at the right time to address future service need and patient demand.

	
	

	Quarter 1:

	Milestones
	· Promote existing work contributing to workforce plan.
· Engage with internal and external stakeholders and the dental profession.
· Establish a governance structure and agree the scope and timeline of work programme.

	Actions
	· Develop digital material and updates describing existing work.
· Agree governance arrangements, develop project plan, stakeholder mapping, engagement plan and scope.
· Host stakeholder workshops (internal and external) setting out plan and gaining agreement on scope.
· Scope current internal and external data on dental workforce.
· Launch the TrainWorkLive campaign.

	Quarter 2:

	Milestones
	· Consider and develop the case for workforce analytics support to develop data sets.
· Undertake horizon scanning and research to inform the content of the plan.
· Continue broad engagement with stakeholders.

	Actions
	· Conduct initial horizon scanning and research and collate information.
· Welsh Enhanced Recruitment Offer practices and trainees recruited; Dental Specialty Training places agreed and recruitment commenced; Welsh Dental Therapy Foundation Training programme practices in place and new graduates engaged with.
· Engage with National Wales Shared Services Partnership regarding Wales National Workforce and Reporting System roll out to dental practices.

	Quarter 3:

	Milestones
	· Identify demand data sources.
· Mapping of draft Workforce Plan.

	Actions
	· Review the quantity and quality of existing and new data and intelligence to map gaps in available data and systems to inform demand and supply.
· Review key messages and needs from engagement/surveys etc.
· Socialise draft plan with stakeholders and the dental profession.
· Analyse feedback from groups and adjust as needed.

	Quarter4:

	Milestones
	· Share final draft of the Dental Workforce Plan.

	Actions
	· Commence costing of the workforce plan.
· Submit final workforce plan for internal approval.
· Discuss implementation of WP with stakeholders.

	
	

	Risks
	If we do not manage the inter-relationships between various national programmes and internal workforce plans, then there will be a duplication of work resulting in unclear and unaligned strategic programmes of work.  Mitigation: Continually engage with national programme leads and HEIW WFP leads to ensure programmes, data and areas of work are aligned via appropriate governance arrangements.  Hold regular meetings with profession specific programme leads (SPPC, Pharmacy and Optometry) in order to update on progress, avoid duplication, capture lessons learnt and support each other.

If stakeholders do not engage with the development of this plan, then it could lead to issues in securing support when implementing actions.  This will then result in an undeliverable workforce plan.  Mitigation: Develop a comprehensive engagement and communication plan that allows stakeholders multiple opportunities to comment and engage.

If the current fiscal position continues then this could result in limited funding available to support the implementation of actions resulting in delayed implementation.  Mitigation: Undertake effective engagement with Welsh Government to ensure that implementation is considered early on in the process and resources are prioritised.

If there is a lack of comprehensive and accurate data on workforce within primary care, then inaccurate conclusions may be drawn resulting in an inaccurate set of actions/recommendations.  Mitigation: Undertake a robust review of current strategies, literature and research and best practice to support any data available.  Develop a robust engagement strategy with robust qualitative questions that can be asked of key stakeholders, acting as a support for any data we can retrieve.  Work with the Data and Analytics team to identify sources of data currently available and review procuring external expert support to develop the demand model that can be used to support the workforce plan.

Given current procurement timescales/process if there is a need to procure external support then this could result in a significant delay in completing our engagement phase which will delay the completion of the plan.  Mitigation: Undertake a detailed engagement plan to ensure where needed any procurement support is identified early in the process.  Hold initial conversations with procurement to discuss any potential procurement plans.

	Outcomes
	There will be for the first time a dedicated Dental Workforce Plan in Wales led by HEIW.  This will provide the context for and the development of a multi-skilled workforce in line with A Healthier Wales.  It will support understanding of demand (patient) for dental services across local, regional and national landscape and evidence further decisions on training and education commissioning requirements from initial pre-registration to advanced practitioner level.  We will measure this through the completion and reporting of milestones and actions set out above.

	Alignment with workforce plans
	We will have seconded a Programme Manager to lead on this work.  Additional administrative support and analytics resource will be required to support this work and an additional Hygienist & Therapist Lead role.  JDs for Band 5 Admin and Band 7 Hygiene Therapy Lead have been approved.  There is also potential for workforce analytics support and 0.4 Dental Clinical Lead within Primary Care Unit – to be discussed. 

	Alignment with Financial plans
	For GDP Fellowship, the Chief Dental Officer has secured transformation funding.

	Digital / Technology
	See above for workforce analytics resource.  We will need support from the digital team in terms of identifying appropriate data sources as primary care data is limited.  Conversations have already taken place with the team and timelines shared.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas.

	WG Priority area(s):
	

	Deliverable:
	1.3.2 (c) Publish and commence implementation of the strategic workforce plan being developed in Pharmacy

	
	

	Baseline
	In 2021-22 we developed, in collaboration with stakeholders, the Wales Integrated Pharmacy Workforce Plan and this plan outlines arrangements for its approval and implementation.  Current and worsening UK wide workforce issues mean existing processes are clearly not working across pharmacy with many incidents of pharmacy services having been reduced.  This programme of work is led by HEIW, but brings together key stakeholders to work on short, medium and long-term solutions to the current pharmacy workforce shortages.

	
	

	Quarter 1:

	Milestones
	· Review and respond to the findings of the Welsh Government review of acute sector services.
· Complete formal stakeholder consultation on the content of the Wales Integrated Pharmacy Workforce Plan.
· Obtain formal approval of the Wales Integrated Pharmacy Workforce Plan.
· Formally launch the Wales Integrated Pharmacy Workforce Plan.
· Commence recruitment for additional HEIW resource identified to support implementation of Workforce Plan.

	Actions
	· Undertake consultation with stakeholders on the content of the Wales Integrated Pharmacy Workforce Plan.
· Complete final draft Wales Integrated Pharmacy Workforce Plan.
· Submit the first draft of review and recommendations to Transformation Board.
· Submit Wales Integrated Pharmacy Workforce Plan and costed plan to HEIW Board for approval.
· Make arrangements for the formal launch of the Workforce Plan.

	Quarter 2:

	Milestones
	· Support partners to commence the implementation of the actions outlined in the Integrated Pharmacy Workforce Plan.

	Actions
	· Hold meetings/survey partners to find out how they are progressing with their actions.

	Quarter 3:

	Milestones
	· Undertake a mid-year review of the implementation of actions from the Integrated Pharmacy Workforce Plan.

	Actions
	· Hold meetings/survey partners to find out how they are progressing with their actions.

	Quarter4:

	Milestones
	· Undertake an end of year review of the implementation of actions from the Integrated Pharmacy Workforce Plan.

	Actions
	· Hold meetings/survey partners to find out how they are progressing with their actions.

	
	

	Risks
	If we are unable to engage with the Service to oversee the implementation of a range of actions in the Pharmacy Workforce Plan, then the associated actions will fail to be delivered resulting in a plan that does not deliver the required improvements necessary to deliver as sustainable pharmacy workforce.

	Outcomes
	Provide a clear plan for local, regional, and national action to support the delivery of the integrated pharmacy workforce and monitor progress against the proposed actions.

	Alignment with workforce plans
	Where costed plans are being developed, any additional resources will be included within these plans.

	Alignment with Financial plans
	Where costed plans are being developed, any additional resources will be included within these plans.

	Digital / Technology
	



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas.

	WG Priority area(s):
	Mental Health

	Deliverable:
	1.3.3. Complete year 1 implementation of the strategic workforce plan for Mental Health in partnership with Social Care Wales and the Mental Health Network Board

	
	

	Baseline:
	The Strategic Mental Health Workforce Plan for health and social care was launched in late 2022.  The plan contains 33 actions, centred on the seven themes to be delivered over four years.  An early implementation plan with clear deliverables and actions is being progressed while further information from Welsh Government in relation to funding is awaited.  An Implementation Board is in place, including representation from Welsh Government, Health Boards, Social Care, Professional bodies, Trade Unions, third sector partners and people with lived experience, to oversee delivery of this plan.  By the end of April 2024, HEIW will have led the implementation of year one of the plan, and provided assurance to both the implementation board, and the mental health network board, through robust programme management and sound governance arrangements, and have regularly updated our partners, stakeholders and the public on our progress.

	
	

	Quarter 1:

	Milestones
	· Year 1 Implementation commenced and progressing to plan.

	Actions
	· A strategic delivery mechanism is in place to provide oversight, drive and monitor implementation.
· An internal HEIW delivery structure is in place to drive and monitor the actions HEIW is responsible for in implementing the plan.
· A regional mechanism to share progress, learn from others and drive improvement and implementation at local level is active.

	Quarter 2:

	Milestones
	· Time limited task and finish groups are in place to drive specific actions.

	Actions
	· An engagement and communication plan exists.
· Stakeholders have opportunity to contribute to the delivery of specific actions.
· A vision for the web-presence is in place and early build has commenced.

	Quarter 3:

	Milestones
	· Publish a half yearly review of year one implementation progress.

	Actions
	· A comprehensive web-presence is in place to support dissemination of information and publication of progress.
· A review of the forward action plan as a result of the half year review has been delivered.

	Quarter4:

	Milestones
	· Host a series of regional and national events to support implementation at local level.

	Actions
	· Establish regional events timetable.
· Establish annual national conference.

	
	

	Risks
	Engagement of partners to progress the actions in the year 1 plan.  Physical (including partner ability to contribute) and financial resources which are key to delivery.

	Outcomes
	There are 33 actions across 7 themes to be delivered.  Each action’s workstream will have outcomes and measures identified.  This strategic objective is about the implementation as a whole – therefore the outcome is successful delivery of the agreed actions within the first year of implementation which in turn will contribute to the ambition of having and engaged, motivated and healthy mental health workforce across health and social care, with the capacity, capability and competence to meet the needs of the people of Wales.  This will be measured by progress in delivering the actions in year one and evaluation feedback

	Alignment with workforce plans
	Core team is in place – further resources have been identified within the specific actions and an overarching contribution to an implementation team within HEIW has been included in the overall costings which were submitted to Welsh Government in June 2022. Additional capacity (particularly clinical) will be needed to progress the specific actions. 

	Alignment with Financial plans
	As of March 2022.  We are awaiting information from Welsh Government regarding the level of funding for this plan.

	Digital / Technology
	A review of the workforce and workforce trends in our Mental Health services will be requested for March 2023 and 2024.  This report will follow the overarching workforce trends report format.  It is possible that it can be developed as a ‘drop down’ component within the overarching workforce trends report document.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas.  Also contributes to Action 66 in the National Workforce Implementation Plan

	WG Priority area(s):
	

	Deliverable:
	1.3.4. Continue to prioritise the implementation stages of the Workforce Strategy and communicate plans with partners and stakeholders.

	
	

	Baseline:
	Significant progress has been made in implementing the ten-year strategy since publication two years ago with system wide collaboration meaning delivery by 2030 is on track.  This ambitious strategy is divided into three implementation phases, with a review point in between to ensure it remains live and valid.  During 2022 we undertook significant engagement with partners to guide the development of the actions for implementation and have considered this in reference to the 78 actions within Minister’s National Workforce Implementation Plan (NWIP), published in February 2023.  This means that from a health perspective, we will take the next stage of the workforce strategy, which is due to commence in October 2023, through the NWIP.  As with our phase one approach, implementation of this next stage will be taken forward at local, regional and national level, which means that HEIW and Social Care Wales will work with partners across the system to progress the actions across Wales and move us closer to our 2030 ambition.  We developed a resource pack describing our implementation progress at year two which identified that overall, there has been good progress with one year remaining on phase one actions.  At this stage into the ten-year programme of work, we remain satisfied that the ambitions set out in 2020 are achievable and will deliver the 2030 vision.

	
	

	Quarter 1:

	Milestones
	· Workforce Strategy next phase implementation plan and governance arrangements are agreed by HEIW and Social Care Wales Boards.

	Actions
	· Targeted engagement and consultation on prioritisation.
· Refreshed (not revised) workforce strategy document which describes our implementation of this next phase is delivered.

	Quarter 2:

	Milestones
	· Prioritised implementation plan for next stage of the Workforce Strategy is agreed.

	Actions
	· An engagement and communication plan is in place.
· Regional events are timetabled.

	Quarter 3:

	Milestones
	· Formal commencement of next stage of the Workforce Strategy.

	Actions
	· A joint Social Care Wales /HEIW operational delivery structure is in place to drive and monitor the actions Social Care Wales and HEIW are responsible for in implementing the plan.
· A regional mechanism to share progress, learn from others and drive improvement and implementation at local level is active.

	Quarter4:

	Milestones
	· Implementation commenced and progressing to plan

	Actions
	· Updates on progress are made available through our comprehensive web-presence.
· A regular newsletter is distributed to stakeholders and partners

	
	

	Risks
	If the current fiscal position continues then this could result in limited funding available to support the implementation of actions e.g. parity of esteem, resulting in delayed implementation.  We will need to undertake effective engagement with Welsh Government to ensure that implementation is considered early in the process and resources are prioritised.

If we find engagement and buy in to long term planning difficult because of the issues of joint working becoming increasingly challenging, against the backdrop of changes in strategic care approaches, the associated actions will fail to be delivered resulting in a plan that does not deliver the required improvements necessary.  We will need to monitor engagement and ensure that long term planning is considered by relevant partners.

	Outcomes
	Each action’s workstream will have outcomes and measures identified.  This strategic objective is about the implementation; therefore the outcome is successful delivery of the agreed actions within the final year of phase one and agreement to and commencement of first year of the next stage of implementation.  This will contribute to the ambition of having and engaged, motivated and healthy mental health workforce across health and social care, with the capacity, capability, and competence to meet the needs of the people of Wales.  This will be measured by progress in delivering the actions as per the agreed implementation plan, evaluation feedback and staff survey results relating to wellbeing, engagement, motivation, competence, and confidence of our workforce.

	Alignment with workforce plans
	A programme manager and support post are in place; there may be a requirement for further resources, depending on the phase two actions developed.

	Alignment with Financial plans
	Funding for specific actions will be required and will form part of the prioritised implementation plan.

	Digital / Technology
	Data relating to our NHS workforce will be required.  It is anticipated this will be in the form of the current overarching workforce trends document that we currently produce on an annual basis.



	AIM:
	Building our future workforce – Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas.

	WG Priority area(s):
	Improving efficiency and effectiveness.  Also contributes to Action 64 and 65 in the National Workforce Implementation Plan

	Deliverable:
	1.3.5 Establish a workforce observatory function to support horizon scanning, scenario planning, modelling and strategic workforce planning in NHS Wales

	
	

	Baseline:
	A sustainable workforce is at the heart of delivering an NHS Wales that provides safe and effective care to improve outcomes for the citizens of Wales.  The Workforce Strategy for Health and Social Care sets the vision for the workforce in Wales and includes the creation of a centre of excellence for workforce intelligence using high quality standardised data sets, analytical methods and sophisticated modelling techniques to support workforce planning, development and productivity.

Workforce intelligence translated into insights is key to enabling senior decision makers to design health and care services that can meet the needs of the population.  The establishment of a Workforce Observatory function will enable HEIW and NHS Wales to better understand its current workforce and how it behaves, workforce training pipelines and how these translate into the workforce, wider population-based information and horizon scanning of factors that will impact on the demand for future workforce and provide an evidence base for workforce planning to underpin the workforce changes required over the next decades.

	
	

	Quarter 1:

	Milestones
	· Agree with partners the role and remit of the observatory including the initial priorities.

	Actions
	· Draft an initial remit for the observatory.
· Engage with stakeholders to define priority areas.
· Define communications and engagement plan.
· Commence work to identify and agree the phase one deliverables e.g. Publication of Census 2021 analysis, Data Mining exercise.

	Quarter 2:

	Milestones
	· Phase one deliverables signed-off.

	Actions
	· Engagement feedback analysed, scope and purpose of Workforce Observatory agreed.
· Draft project plan for establishment of Workforce Observatory created and agreed across HEIW Directorates.
· Share phase one deliverables with stakeholders.

	Quarter 3:

	Milestones
	· Define required skills and financial implications for phase one proposal.

	Actions
	· Mapping exercise of current roles, skills and knowledge.
· Identification of gaps in current workforce capability.
· Develop plan for online presence.
· Undertake initial communications in line with communications plan.

	Quarter4:

	Milestones
	· Launch virtual observatory and define requirements for phase two.

	Actions
	· Work with key partners to identify opportunities for information sharing for phase two.
· Draft MOUs for initial phases of data sharing.
· Review resources and financial implications.
· Draft business case and resourcing plan (if required).

	
	

	Risks
	If key stakeholders and partners do not engage with the development of the Workforce Observatory it could lead to issues in securing support when establishing the observatory.  This will then result in an undeliverable workforce plan.  The project to establish the Workforce Observatory will explore whether there are skills gaps within the HEIW team.  Any skills gap is likely to be for roles that are difficult to recruit and attract e.g. Data Scientists.  There is likely to be a skills sustainability within the current workforce – this will be dependent on ongoing work in regard to what the scope and purpose of the Workforce Observatory.  Data gaps and inability to link data sets across organisations due to coding issues or absence of key data points that prevent accurate analysis.  Delays in procurement timescales/process if there is a need to procure external capacity which could impact on project timescales.

	Outcomes
	We will have agreed the vision and purpose of the Workforce Observatory and the timeline for the phased establishment.  We will also have identified and developed the workforce intelligence that enable HEIW and NHS Wales senior decision makers to make sense of workforce issues.  Furthermore, we will be in a position to share and deliver our ambition to improve access to robust underpinning workforce intelligence, including horizon scanning and research and improve workforce planning.

	Alignment with workforce plans
	Project manager Band 7.

	Alignment with Financial plans
	We will require budget for a Project Manager B7. Further financial support may be required during the development of the phase one deliverable if there is agreement on commissioning some initial workforce research.  At this stage, it is not possible to quantify the financial resource needed to implement the plan in full. During Q4 2023-24 we will be costing any additional resources required (staff/skills) to be built into the HEIW workforce plan.

	Digital / Technology
	We will need to work in tandem with the Workforce Analytics Team in the development of the plan to establish the Workforce Observatory; to support identification of appropriate data sources, establishing MOUs with key partners, building modelling and Power BI.  An internal group has been established to explore and progress this work.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Develop, publish, and implement strategic workforce plans in priority areas.

	WG Priority area(s):
	Also contributes to Actions 6, 60-63, 72, 75-78 in the National Workforce Implementation Plan

	Deliverable:
	1.3.6 Develop and improve the data intelligence function to inform strategic workforce planning, modelling, and performance reporting in HEIW and working with partners, improve the governance, quality and standards of workforce data across NHS Wales.

	
	

	Baseline:
	The data intelligence function has been working on multiple fronts to grow the skills, expertise, data infrastructure, data maturity and data literacy across the organisation.  Working in collaboration with Welsh Government (WG) and NHS Wales partner organisations in response to the National Workforce Implementation Plan (NWIP), the function will create a suite of interactive self-serve dashboards that show the current shape of the workforce, the learner training to employment journey, and the shape of the future workforce, to support workforce planning, education commissioning and the improvement of data quality across NHS Wales.

	
	

	[bookmark: _Hlk123723357]Quarter 1:

	Milestones
	· Discuss and agree with Welsh Government and partners the direction of travel and priorities for workforce data, standards and reporting to support the NWIP.

	Actions
	· Undertake a review of the existing data architecture.
· Develop a robust digital interactive education to training dashboard that links several data sources to show the learner training to employment journey.
· Produce a Departmental workforce resource plan.
· Improve data warehouse capability to support workforce data reporting (including HEI data and supporting contracts for the education commissioning process).
· Create an interactive dashboard for Medical and Dental data, and NHS Secondary Care.
· Assess data literacy skills within HEIW.

	Quarter 2:

	Milestones
	· Work with stakeholders to influence the data quality agenda by enhancing our reporting and storage capabilities.

	Actions
	· Review of current workforce data governance and standards in partnership with Welsh Government, NWSSP and employers and recommendations for improvement to be taken forward.
· Develop a data quality dashboard for Healthcare Scientists, and the Nursing and support workforce as a priority.
· Produce a costed data architecture plan that will outline recommendations for the storage of data.
· High level analysis of staff survey results.

	Quarter 3:

	Milestones
	· Develop several dashboards and reports to support workforce planning and the performance framework for HEIW.

	Actions
	· Develop and publish a workforce planning dashboard that covers all staff groups to support workforce planning across NHS Wales.
· Produce a suite of workforce reports.
· Produce a dashboard to support the HEIW performance framework.

	Quarter4:

	Milestones
	· Develop a methodology for demand and supply modelling and a technical modelling tool to produce the outputs in collaboration with Welsh Government (initial discussions to take place Q4 22-23 in response to the NWIP).

	Actions
	· Engage with stakeholders to produce a methodology for demand and supply modelling.
· Creation of a technical modelling tool, analysis and reporting.
· Data literacy programme in place within HEIW.
· An assessment undertaken of external data literacy across NHS Wales.

	
	

	Risks
	There are significant risks regarding the growing staffing resources required to deliver on the objective. Recruitment and retention of analysts with the appropriate skills is problematic across NHS Wales.  The team is currently experiencing turnover of several senior analysts which creates a risk to the induction, supervision, and development of new staff to the team.  The future structure of the team needs ensure that we have enough appropriately skilled analysts and a career path that supports their recruitment and retention.  Furthermore, the current data architecture needs to be reviewed, the outcome of which could adversely impact delivery of the plan at the required pace.  There is a risk that if we cannot influence the data quality agenda and improve data quality this will impact on our ability to undertake accurate modelling of the future workforce.  If the costed business plan for additional staff and data infrastructure is not supported, then this will have a significant impact on delivery of the function's planned activity.

	Outcomes
	An interactive education to training dashboard which provides data on the number of students that will graduate in future years and how many of those join the NHS Wales workforce.  Data trend understanding to better support our learners, workforce planning and education commissioning.  An agreed and developed methodology for demand and supply modelling enabling NHS Wales to understand the impact of demand on the future workforce in terms of numbers and skills and how these impact on education commissioning requirements.  Improved data quality to enhance our supply and demand modelling, workforce planning and education commissioning decisions.

We will measure the frequency of dashboard usage via BI analytics and engagement with our stakeholders by having a clear understanding of the factors that impact on demand for the nursing workforce. We will play back workforce data to NHS Organisations via the interactive dashboards to support data quality improvements which we can measure over time by the increased compliance with data standards.

	Alignment with workforce plans
	A departmental workforce plan will be developed by the newly appointed Assistant Director of Data and Analytics to identify the additional resources required to grow the team and deliver the objectives.

	Alignment with Financial plans
	Once the departmental workforce plan is developed, a costed business case will be developed for the additional resource and the required data architecture identified by the team.

	Digital / Technology
	The digital architecture review will need to be integrated into the digital plans.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Improving attraction and recruitment to education, training, and employment

	WG Priority area(s):
	Contributes to Action 25 in the National Workforce Implementation Plan

	Deliverable:
	1.4.1. Implement an agreed programme of careers and outreach activity, including further development of Careersville to broaden its reach to all-ages.

	
	

	Baseline:
	NHS Wales continues to experience shortages in many occupations and professional groups in many services and settings which at a time of extreme pressure and scrutiny is exacerbating the issues being experienced by patients across the system of care.  Whilst there are a huge variety of roles available that suit a diverse range of skills and interests, the public focus traditionally has been on just a small number of more visible roles.  HEIW has worked with clinical professionals to increase efforts in marketing and promoting the hundreds of roles and therefore opportunities available at local, national or international level.  Numerous live and ‘virtual’ events have been undertaken utilising HEIW’s specialist skill set, and  the highly successful Careersville platform was launched, with  its sister site - Tregyrfa currently aimed at 14-19 year olds.  This age range and the content will be expanding during 2023-24.

	
	

	Quarter 1:

	Milestones
	· The Careersville platform is promoting mental health careers across health and social care with offerings including resources, information and live events aimed at all ages (Action 14 SMHWFP).

	Actions
	· Implementation of a three-year plan to deliver the careers and widening access related actions identified in the strategic mental health workforce plan has commenced.
· Information events and resources aimed at increasing applications to mental health nursing programmes are in place.
· Universities have opportunities to market their programmes, within the Careersville platform.

	Quarter 2:

	Milestones
	· Outreach activity including events, conferences, partnerships with schools and colleges is thriving.

	Actions
	· The health and social care careers network has commenced a programme of outreach activity.
· Regionally based ‘Choosing your Future’ events have been timetabled targeted to specific age-groups in partnership with key stakeholders including schools, colleges, Careers Wales, DWP and employers.

	Quarter 3:

	Milestones
	· Actions to support delivery of the workforce strategy and our national strategic workforce plans are prioritised for implementation.

	Actions
	· Delivery of the three-year plan to implement the careers and widening access related actions identified in phase 2 of the workforce strategy has commenced.
· Implementation plans to deliver actions identified in national strategic workforce plans have been developed.

	Quarter4:

	Milestones
	· Resources for teachers and careers advisors have been launched and are in widespread use.

	Actions
	· A wide range of teaching resources and lesson plans, designed to help inspire young people about NHS careers from key stage 2 (KS2) to key stage 4 (KS4) is in place.
· A series of ‘e-postcards’ and e-booklets make it easy to find information on careers – and make links to academic programmes and promote helping others in relevant life experiences (e.g., how to perform CPR).
· opportunities targeted at veterans with transferrable skills are highlighted within the careers outreach activity.
· A guide for teachers and careers advisors about work experience in NHS Wales has been delivered.

	
	

	Risks
	Engagement from stakeholders in a challenging climate.  This includes the ability to release healthcare professionals to support events and contribute to developing materials.

	Outcomes
	Age appropriate, excellent, and accurate information about careers in health at all career stages will be attractive and more widely available with Careersville being widened to capture all ages. This which will lead to increasing recruitment into vacancies, pre-registration training, new career pathways and career information for current staff who wish to do something else in their career rather than leaving – thus helping to improve retention.  Measures will include the number of visits to Careersville, attendance at live events and evaluation feedback

	Alignment with workforce plans
	Excluding the work to deliver Action 14 of the strategic mental health workforce plan, this programme is within current resources.  However further work identified through the development of the national strategic workforce plans may require additional resources as part of the costing of those plans.

	Alignment with Financial plans 
	Additional resources to deliver the strategic mental health workforce plan actions relating to this area have been included in the mental health plan and is costed at approximately £50k per annum.

	Digital / Technology
	Digital team support in partnership to both maintain and further develop Careersville is essential.



	
AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Improving attraction and recruitment to education, training and employment

	WG Priority area(s):
	Contributes to Action 2 and 3 in the National Workforce Implementation Plan

	Deliverable:
	1.4.2. Implement the refreshed TrainWorkLive attraction and marketing campaign, for national and local priorities, and encompassing employment and education

	
	

	Baseline:
	Our workforce strategy for health and social care aims that by 2030, health and social care will be well established as a strong and recognisable brand and the sector of choice for our future workforce.  Our proactive approach in targeting specific shortages through our TrainWorkLive (TWL) marketing and attraction campaigns have been highly successful to date and will continue into 2023 and beyond.  While initially established to focus on attraction from outside Wales, we will be supporting local recruitment with the TWL brand, as well as our HEIW strategic programmes.

	
	

	Quarter 1:

	[bookmark: _Hlk127178361]Milestones
	· An agreed programme of TWL marketing campaigns is supporting local, national and international priorities, to reach shortages in professional areas which include, but is not limited to education, pre-employment, current employment, returners, volunteers and reservists, training and working in NHS Wales.

	Actions
	· External specialist support including media buy-in and stand design is in place following procurement tender process.
· A refreshed internal governance mechanism to drive forward actions and provide internal communication is in place.
· Guidance and consistent resource packs are being utilised by departments to identify their needs.
· TWL Resources and the #TWL is increasingly in evidence by UHBs/Trusts/SHAs.
· Major Campaigns with Ministerial / CEO launch timetabled for 2023-24.

	Quarter 2:

	Milestones
	· Implementation of Phase 1 of a targeted attraction campaign for the mental health workforce has commenced (Action 13 SMHWFP).

	Actions
	· A three-year delivery plan commencing with psychiatry and nursing campaigns in phase 1 is in place – to include attraction to education and employment.
· A programme for the development of a longer term (Phase 2) campaign plan which will be informed by the scenario planning outcomes of action 2 has commenced.
· TWL branding, information, events and resources aimed at increasing staff in mental health settings is also evident in the careers and widening access arena.

	Quarter 3:

	Milestones
	· Actions to support delivery of the workforce strategy and our national strategic workforce plans are prioritised for implementation.

	Actions
	· Delivery of the three-year plan to implement the TWL related actions identified in phase 2 of the workforce strategy has commenced.
· Implementation plans to deliver actions identified in national strategic workforce plans have been developed.
· TWL ‘split creative’ features on a range of media (e.g., buses, tube stations, universities).

	Quarter4:

	Milestones
	· TWL has a major presence at strategic and national events.

	Actions
	· A programme of attendance and level of campaign presence has been finalised.
· Bespoke stand design and build at national events following award of tender.
· Health professionals contribute to the events with attendance and bespoke collateral.

	
	

	Risks
	Due to high costs, the need for formally invoking procurement processes and some tender development is frequent and can lead to delay – robust planning will limit the impact on delivery.

	Outcomes
	The anticipated impact is that there will be increasing numbers wanting to train and work in Wales, with an increase in socio-economic inclusion and diversity.  While it is difficult to directly attribute improvement to the TWL marketing campaigns, evidence from previous programmes (pharmacy, GP, psychiatry) suggests dramatic improvement once TWL has been introduced.  Overall, the outcomes are Increasing recruitment into vacancies, higher education and recruitment into under-graduate pre-registration training.  By highlighting the benefits or training, working and living in NHS Wales, it will also contribute to supporting retention.

This will be measured by data on fill-rates, click through rates on digital advertising campaigns and QR codes, clicks to NHS Jobs from our website, questionnaires for new recruits and evaluation feedback.

	Alignment with workforce plans
	Excluding the work to deliver Action 13 of the strategic mental health workforce plan, this programme is within current resources.  However further work identified through the development of the national strategic workforce plans may require additional capacity/resources as part of the costing of those plans.

	Alignment with Financial plans
	Additional resources to deliver the strategic mental health workforce plan actions relating to this area have been included in the mental health plan and costed at approximately £160k per annum.

	Digital / Technology
	The Digital team have created the new TWL website which launched in December 2022.  Support in partnership to both maintain and further develop this is essential.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Improving attraction and recruitment to education, training and employment

	WG Priority area(s):
	

	Deliverable:
	1.4.3. Implement the reservist workforce model for NHS Wales in partnership with NHS organisations

	
	

	Baseline:
	NHS Wales is experiencing unprecedented demand, exploring alternative supply and support models for support and delivery of care is essential.  Throughout the pandemic there have been a number of programmes designed to increase workforce capacity in the short term and increase the service’s ability to respond quickly.  Since then, we have seen significant challenges and pressures on the system and a workforce which could potentially be drawn upon in times where sudden and unanticipated need is still clearly of value.  In October 2022, Welsh Government gave support in principle for exploration of a reservist workforce model for Wales, further work has been undertaken to cost a pilot which will be submitted to Welsh Government by end January 2023.  If supported, HEIW will lead work to establish a proof of concept via a pilot scheme to support increasing capacity and retaining existing skills of health and care workers.

	
	

	Quarter 1:

	Milestones
	· Undertake an evaluation of the proof-of-concept/pilot exercise.

	Actions
	· Work with a Health Board to test the arrangements and processes to create a reservist workforce.
· An attraction campaign in one Health Board has enabled the appointment of 20 reservists.
· Reservists are ‘work-ready’ following recruitment and onboarding (including mandatory training) at national level.

	Quarter 2:

	Milestones
	· Commence Phase 1 of the planned implementation schedule for the national scheme.

	Actions
	· Financial support to health board has enabled the appointment of reservist co-ordinators to operate the scheme locally.
· Health Boards and Trusts are promoting the use of reservists in their organisations.
· Opportunities for reservist support is identified and mechanisms to deploy reservists are developed.

	Quarter 3:

	Milestones
	· A virtual community of practice is thriving, sharing good practice, ideas and is providing mutual support of organisations and reservists.

	Actions
	· A digital presence has been created within the HEIW website/Y Ty Dysgu as appropriate.
· Resources and content is managed by the national infrastructure team.
· Practice is shared to facilitate improvement at local levels and inform next phase of implementation.

	Quarter4:

	Milestones
	· A national reservist framework and model for local implementation is in operation.

	Actions
	· Health Board and Trusts are utilising a common approach to attracting, developing and deploying reservists.
· A national infrastructure has created a sound governance mechanism to support and strengthen reservist deployment at local level.
· A national conference/event has been arranged to celebrate success and help deliver future phases.

	
	

	Risks
	Expansion of the scheme would be dependent on organisational readiness to proceed.  This is a new approach and could take some time to deliver full benefits.  Introducing this model is dependent on new investment funding from Welsh Government.

	Outcomes
	The benefits of this will need to be quantified as part of the proof of concept but it is anticipated that it will deliver enhanced support with workforce challenges at times of pressure through well-trained, competent and flexible reservists.  It will also have an impact on current variable pay costs and increased quality and will offer a mechanism to retain talent within the NHS.  It will also promote ongoing NHS careers opportunities.  Offers an alternative for those who don’t want to commit to working regular shifts but are keen to be called on in times of need.  Give opportunity for local people to supporting their local health community in a way that works for them too.

	Alignment with workforce plans
	The work is centred on providing a national infrastructure to support organisations at local level.  To do this, a series of posts have been identified within the Business Case to sit within HEIW and additional funding proposed to support 50% costs for a Reservist Coordinator Band 6 post.  All will need to be recruited.

	Alignment with Financial plans 
	Progression of this work is planned with a proof-of-concept exercise, followed by implementation in three phases.  The work programme is completely dependent on the agreement of the business case proposed.

	Digital / Technology
	It is likely that digital and communications teams support will be required to aid the communications relating to the establishment of a virtual community of practice, web-presence and in support of the attraction campaign.



	AIM:
	Building our Future Workforce - Developing and implementing plans that align the future demand for workforce with supply

	Strategic Objective:
	Improving attraction and recruitment to education, training and employment

	WG Priority area(s):
	Contributes to Action 8 in the National Workforce Implementation Plan

	Deliverable:
	1.4.4. Deliver a grant scheme and compendium of best practice aimed at promoting innovative approaches to widening access

	
	

	Baseline:
	In February 2015, the Welsh Government established the Widening Access and Participation Wales Group to consider opportunities that could be introduced to increase awareness and interest in to access to medical schools in Wales.  At that time the NHS in Wales was facing significant challenges in securing the workforce required to sustain future GP services.  In particular, the lack of prospective and substantive GPs applying to either train and / or work in particular geographic locations across Wales.  Acknowledging the need to expose young people to the wide range of career opportunities available within the NHS, WG committed to support three widening access programmes.

The Widening Access to Medicine portfolio transferred to HEIW from Welsh Government in 2021.  One of the three programmes, the ‘Doctor Yfory/Tomorrow’s Doctors’, delivered by Coleg Cymraeg Cenedlaethol, has continued and expanded, but delivery on other programmes were reliant on face-to-face initiatives, and were not progressed due to Covid-19 restrictions.  This has given us opportunity to review the arrangements in relation to the needs of all healthcare professions, reflecting our approach to delivering a multi-disciplinary workforce aligned with our future workforce strategic direction.

	
	

	Quarter 1:

	Milestones
	· Grants have been awarded to support specific activity, designed to widen access to health pre-registration health programmes.

	Actions
	· Call for applications, utilising the set criteria for individual grants up to 10k has been distributed.
· Arrangements to award grant funding have been tested.
· A review panel is in place to assess applications against the criteria.
· Decisions have been communicated to applicants.

	Quarter 2:

	Milestones
	· Progress against programme plans which have received HEIW grant funding (including RCN Prince of Wales cadet programme) is transparent with formal assurance mechanisms in place.

	Actions
	· An oversight mechanism between HEIW, and the leads of each of the supported projects is monitoring progress.
· A web-presence is in place to provide information on programme content and celebrate achievements.
· Careersville has been made available to programme leads to share content and hold live events.

	Quarter 3:

	Milestones
	· A costed proposal for a bespoke widening access programme designed to support care leavers and young carers entering into a career in health has been supported (subject to a favourable feasibility study).

	Actions
	· Undertake a feasibility study with partners to understand the benefits and risks of introducing a bespoke programme to support young carers and care leavers take up a career in health.
· Scope the feasibility of introducing a new programme with school and Further Education partners.
· Identify the benefits and risks.
· Identify potential costs.
· An evaluation of the revised widening access grant programme process has been completed.

	Quarter4:

	Milestones
	· A digital compendium of good practice has been launched.

	Actions
	· A catalogue of widening access activity has been developed through partnerships with schools, FE colleges and Universities.
· Case studies have been developed and are aligned to work in Careersville and TrainWorkLive where appropriate.
· The supported widening access programmes are highlighted.
· A launch event has been scheduled.

	
	

	Risks
	The programmes are managed by the organisation submitting the application.  HEIW will monitor delivery against agreed objectives and performance criteria.

	Outcomes
	This is a two-pronged approach to delivering this agenda.  Firstly, the grant programme which is delivered by partners and the other by HEIW itself.  In relation to the partner progression of widening access programmes at local level, this will result in a consistent, efficient and transparent approach for programme support, with applications being assessed by a panel, against the set criteria, which is reflective of the criteria set within our education contracts to ensure consistency.  The approach will be evaluated during the summer, and we will regularly review to inform improvement.  This will be measured by no. of applications received, no. of grants awarded (each programme will have KPIs), evaluation of the process, feedback from participants, no. of participants who apply to pre-registration training/posts in NHS Wales.

	Alignment with workforce plans
	For 2023-24, this work will be progressed within current resource in the future workforce team.

	Alignment with Financial plans
	There is a current budget associated with the grants to support widening access programmes.  The work to progress the bespoke carer/care leaver programme will form part of the overall widening access programme budget.

	Digital / Technology
	Support to ensure a webpage is available for use, and potential further development of Careersville to allow for a widening access area.



	AIM:
	Developing our current workforce – transforming todays workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Developing workforce solutions for National NHS Programmes and Priorities

	WG Priority area(s):
	Primary and community care (Access to GP/Community/ Dental/ Optometry and Pharmacy Services).  Also contributes to Action 5 in the National Workforce Implementation Plan

	Deliverable:
	2.1.1 Continue to support the multi-professional priorities of the Strategic Programme for Primary and Community Care

	
	

	Baseline:
	The Strategic Programme for Primary Care (SPPC) is the All-Wales primary care response and contribution to ‘A Healthier Wales’.  The Programme features six key work streams all designed to develop and deliver an increased pace and scale of previous work and address new, emerging priorities.  This IMTP deliverable aligns with the SPPC WOD workstream within the Programme which sets to address four overarching themes workforce shape, resources, efficiency, and leadership.

Accelerating Cluster Development (ACD) is a large-scale programme of transformation which supports the delivery of sustainable services at a cluster level, a key Ministerial priority.  ACD introduces a revised structure to the system and as a result there will be a significant number of new clinical leaders within NHS Wales.  Recognition of the learning and development opportunities and needs is critical if ACD is to be successful and this needs to be delivered across the multi-professional workforce to include workforce who may not historically have had the opportunity to engage formally in the framework.

The programme will consider the requirements for induction into new roles, Leadership development for new and established leaders, organisational Development, planning framework deployment support, system wide population health planning and change management.

The sustainability of General Medical Services (GMS) is also a significant concern.  An action plan has been developed which includes a number of actions for HEIW.  These actions are monitored via the WOD workstream of the Strategic Programme for Primary Care.

	
	

	Quarter 1:

	Milestones
	· Launch the first ACD Leadership Programme for Pan Cluster Planning Group (PCPG) representatives.
· Review uptake, monitor usage and improve the newly launched Gwella Collaborative pages and continue to develop the resource material available via Gwella.
· Launch an all Wales GP Integrated Care Fellowship programme (as part of the GMS sustainability actions and delivered by the multi-professional education unit).
· Launch Primary Care Compendium.

	Actions
	· Relaunch Pharmacy Gwella Collaborative pages.
· Explore inclusion of new profession specific material onto the Gwella Site (podcasts etc).
· Undertake further marketing of Gwella web sites with the Health Boards.
· Work in collaboration with chosen external company to deliver action learning sets etc with detailed programme plan in place to govern.
· Devise a separate action plan for Integrated GP Fellowship programme.

	Quarter 2:

	Milestones
	· Consider the specific training and development needs for nursing and AHP Professional Collaboratives.
· Develop a competency profile that will enable professional collaboratives and cluster leads to self-assess individual development needs and support HEIW in delivering more targeted education, training and support around leadership development.
· Develop phase 2 plan for the Primary Care Compendium.

	Actions
	· Engage with AHP and Nursing Collaboratives at a regional level to understand what specific resources/support are needed (generic leadership plus profession specific).
· Design a competency profile in conjunction with Strategic programme for primary care.
· Develop and implement comms and engagement plan to embed the Primary Care Compendium as the ‘go to’ showcasing and identifying new ways of working in primary and community care.
· Evaluate phase one of Primary Care Compendium and identify steps for phase 2 expansion of compendium through robust project management, integrating existing career and service development resources.

	Quarter 3:

	Milestones
	· Launch a 360-degree leadership feedback tool in relation to the competency profiles for Cluster and Collaborative leads.

	Actions
	· Develop tool in conjunction with Cluster/Collaborative lead.
· Pilot use of the tool before roll out.

	Quarter4:

	Milestones
	· Evaluate the initial cohort of action learning sets and determine whether to proceed with lot 2 of contract award to roll out the programme to further cohorts.

	Actions
	· Review evaluation data.
· Develop proposal for further roll out and secure funding via SPPC and/or HEIW.

	
	

	Risks
	Lack of engagement with leadership offer via Gwella.  Mitigation: prepare communications plan in conjunction with strategic programme to make participants aware of offer available; prepare tools that support people to utilise resources (e.g. instructional videos etc).
Lack of engagement with leadership programme.  Mitigation: Once contractor appointed, undertake pre-programme work to understand the requirements of Cluster leads and develop appropriate material through programme.  Early engagement with HB leads to advise on programme availability and to support marketing.

	Outcomes
	We will be able to offer consistent leadership and support across Wales to support new and existing clinical lead roles and ensure cluster reps at PCPG are appropriately supported in their new role.  We will have contributed to the development of a future cadre of leaders within NHS Wales who could potentially take on broader roles in the future.  We will also have contributed towards the sustainability of General Medical Services with investment in the Integrated GP Fellowship Programme.

	Alignment with workforce plans
	The programme team is established and funded.

	Alignment with Financial plans
	The additional costs of the leadership programme will be partially met from funds available in 2022-23.  It is anticipated that there will be a need for investment in the order of £50k if the proposed leadership programme is rolled out further beyond the initial cohort.

	Digital / Technology
	No implications have been assessed for digital or data support.  Continued support from Gwella team within WOD Directorate and input from Assistant Director for Leadership to guide the development of the plan.



	AIM:
	Developing our Current Workforce – transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Develop workforce solutions for National NHS Programmes and Priorities

	WG Priority area(s):
	Planned Care and Recovery (including diagnostics)

	Deliverable:
	2.1.2 (a) Implement a coordinated set of workforce actions to support recovery in relation to the planned care and recovery including diagnostic

	
	

	Baseline:
	Planned care recovery is a key ministerial priority and within the Ministerial priority is a requirement to improve the delivery of diagnostic services so that there is a reduction in the numbers of people waiting for diagnostic tests to pre-pandemic levels as a minimum.  There is a Ministerial expectation that Health Boards transform the delivery model for diagnostic services with increased regional collaboration and a shift towards diagnostics being delivered in primary and community settings.  The National Diagnostics Programme is overseeing work across a number of key areas including endoscopy, imaging and pathology.  This also links to our strategic workforce plan in Genomics (see 1.3.1 (c)).

There are significant workforce pressures across the range of diagnostic services including an ageing workforce, capacity constraints (including physical training space and lack of trainers) in being able to expand training with a fragile education infrastructure.  This is also a lack of defined career pathways in some areas.  Time is also an issue to achieve accreditation in some areas (e.g. Endoscopy).  There is also a lack of consistent and focussed workforce modernisation (spread and scale) to maximise the use of the multi-professional workforce.

Each of the 4 major programmes that sits within the National Diagnostics Programme has a Workforce Enabling Group (Imaging, Pathology, Genomics & Endoscopy) where we are an active partner and fully engaged in taking forward a range of actions.

	
	

	Quarter 1

	Milestones
	Overall:
· Develop action plan to address short term gaps and priorities within and across the diagnostics workforce including learning from the recently published Moondance report into the cancer diagnostics workforce.
Endoscopy
· Develop a Business Case for the creation of an Academy of Clinical Endoscopy.
Imaging
· Work with Imaging Workforce Group (IWEG) to develop detailed project plans to take forward actions in Imaging Plan (which will be signed off in February 2023); monitor and review HEIW actions through internal forum.
Pathology
· Develop action plan to address training capacity shortage in cellular pathology in conjunction with PWEG including exploration of potential clinical academy model (aligned with digitisation of cellular pathology).
Planned Care:
· Take forward actions in respect of prehabilitation as part of delivery of the AHP framework (see separate template).
· Scope issues in respect of Ophthalmology in respect of cataract surgery, see separate plan on eye care for wider actions relating to new optometry contract and delivery of eye care services

	Actions
	· Host deliberative event (end March/early April) to bring together service experts to identify workforce solutions.
· Feedback to National Diagnostics Board to support prioritisation and/or allocation of funding.
· Endoscopy – model for clinical Academy scoped and business case developed through ETMG and Executive Team.
· Imaging – project plans via IWEG.
· Pathology – project plans via PWEG.

	Quarter 2

	Milestones
	Overall:
· Stocktake development of Regional Diagnostic Hubs in conjunction with Delivery Unit and implications for future workforce supply needs
· Take forward early actions from the diagnostics workshop and develop detailed project plans for individual areas (e.g. E&T, role redesign, recruitment, retention etc.).
Endoscopy
· Take forward actions from the Business Case for the Academy of Clinical Endoscopy (if approved) including new roles and infrastructure required.
· Workshop via ETMG/EWEG to scope implications for broader NHS in terms of facilities etc.
Imaging
· Drive forward actions for HEIW contained with imaging programme.
Pathology
· Scope potential development of clinical academy model in cellular pathology in conjunction with PWEG and develop costed options appraisal.

	Actions
	· Specific focus on #TWL campaigns in key shortage areas during this quarter as an output from the workshop.
· Development of a workforce retention guide to support flexible working.
· Focus on deployment of post-registration resource to consider opportunities for quick wins in upskilling workforce.

	Quarter 3

	Milestones
	· Review workforce gaps in across theatre workforce including Operating Department Practitioners (OPDs).

	Actions
	· Review current workforce gaps across theatres.
· Review current ODP commissioning numbers.
· Produce position paper for discussion with planned care forum that identifies current gaps and potential actions that HEIW could undertake to inform Education and Training plan for 2025/26.

	Quarter 4

	Milestones
	· Develop action plan – ODPs/Theatre staff which could include specific targeted initiation aimed at recruitment, retention or future education pipelines.

	Actions
	· Review baseline analysis.
· Workshop to explore critical issues.
· Develop proposals for E&T plan.

	
	

	Risks
	Creation of the NHS Executive may cause disruption to working arrangements with the NHS Wales Collaborative.  Mitigation: engage in regular dialogue with Collaborative and share IMTP priorities.  Update Appendix 1 of MOU to set out areas of joint work. Attend Collaborative Executive Team meetings periodically to maintain effective communication. Ensure regular attendance at National Cancer Network Board at Executive level to inform actions and priorities.

Operational pressures may continue to drive short term solutions that may undermine focus on embedding new tools and approaches to workforce planning and/or sharing solutions (spread and scale).  Mitigation: work with Delivery Unit and via Diagnostics infrastructure to share good practice and to develop multi-professional solutions 

	Outcomes
	An increase in the multi professional workforce and skills deployed within diagnostics services to ensure sustainable service delivery, supporting top of license working and freeing capacity to enable better throughout.

	Alignment with workforce plans
	There may be a need for additional clinical resource in key areas to support specific programmes of work.

	Alignment with Financial plans
	The output of the deliberative event will shape requirement for finances.  HEIW will need to consider how it can deploy existing resource and/or seek support via NHS Wales to fund specific elements of provision – e.g. Clinical skills academies.

	Digital / Technology
	No specific requirements.



	AIM:
	Developing our Current Workforce – transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Developing workforce solutions for National NHS Programmes and Priorities

	WG Priority area(s):
	National Cancer Programme

	Deliverable:
	2.1.2 (b) Implement a coordinated set of workforce actions to support recovery in relation to the cancer national programme

	
	

	Baseline:
	Cancer services are a key national priority with a focus on enacting the quality statement on cancer and to reducing the backlog patients waiting too long on their cancer pathway.

The pandemic has significantly exacerbated the existing fragilities in the wider healthcare and cancer system which is struggling to deliver the evidence-based services, capacity and workforce that are required to recover and improve cancer services.  A recent Ministerial summit highlighted the pressures across Wales due to workforce gaps and shortages that are manifesting themselves in delays along the cancer pathway.  This includes core diagnostics areas as well as gaps in specialist tumour site areas which impact on the ability to respond to National Optimal Pathways.  A continual challenge is being able to respond to year-on-year increases in demand driven by demographic factors and as a result of screening programmes.  Demand is projected to increase until at least 2030.

HEIW will coordinate a set of actions which will address short term priorities and align fully A Cancer Improvement Plan for NHS Wales (2023-26).  These actions will predominantly focus on the following areas:
· Take forward specific actions in respect of diagnostics (see 2.1.2a) including endoscopy, imaging, pathology and genomics (see 1.3.1 (c)).
· Encourage and support a focus on workforce transformation.
· Identify and supporting work on specialist issues and gaps e.g. gaps in the Cancer Clinical Nurse specialists.
· Developing priority workforce, education and training solutions including the roll out of Gateway C.
· Developing a workforce planning methodology that can be used by the Wales Cancer Network to roll out to other tumour sites in line with the Single Cancer Pathway/National Optimal Pathways.

	
	

	Quarter 1:

	Milestones
	· Roll out Gateway C educational tool to primary care staff to improve the earlier detection and diagnosis of cancer.
· Pilot workforce planning tool for Lung and Prostate National Optimal Pathway (NOP) with Powys and Aneurin Bevan UHB.
· Scope work with Wales Cancer Network and MacMillan on the development UK wide cancer career and development programme for nurses and AHPs working in cancer care.

	Actions
	· Develop and enact a marketing plan for Gateway C.
· Establish a task and finish group to review development of UK wide cancer career programme.
· Map current cancer clinical nurse specialists and identify risks and high priority areas to address workforce gaps in key areas.

	Quarter 2:

	Milestones
	· Review output from pilot of NOP planning tool for Powys and Aneurin Bevan and adjust for roll-out.
· Develop priority action plan for cancer clinical nurse specialists.
· Link with national programme for end-of-life care to identify and agree specific actions for HEIW.

	Actions
	· Develop specification for commissioning external evaluation of Gateway C.
· Host workshop with Cancer Clinical Nurse Specialists to understand key issues and priorities and develop action plan.
· Consider implications of review of Advanced Clinical Practice Framework on the delivery of cancer care.

	Quarter 3:

	Milestones
	· Commission external evaluation of Gateway C.
· Undertake 6-month review of feedback on GatewayC and develop action plan.
· Further roll out of National Optimal Pathways workforce planning tool in line with priority areas.
· Commence review of post-registration funding allocated to cancer specialists including options for continued development of the workforce.

	Actions
	· Prioritisation of NOP planning tool with Cancer Network and preparation for roll out into other areas.
· Continued marketing of Gateway C referencing feedback and uptake of use of the educational resource; user feedback survey to be carried out.

	Quarter4:

	Milestones
	· Review gaps within Cancer clinical nurse specialist workforce jointly with Cancer network to inform development of Education and Training Commissioning Plan and make recommendations.
· Consider adjustments to commissioning of post-registration funding in light of the short-term actions identified for the CCN workforce.

	Actions
	· Revise proposals for post-registration funding approved via Executive Team following discussion with cancer network

	
	

	Risks
	Creation of the NHS Executive may cause disruption to working arrangements with the NHS Wales Collaborative.  Mitigation: engage in regular dialogue with Collaborative and share IMTP priorities.  Update Appendix 1 of MOU to set out areas of joint work.  Attend Collaborative Executive Team meetings periodically to maintain effective communication.  Ensure regular attendance at National Cancer Network Board at Executive level to inform actions and priorities.  Operational pressures may continue to drive short term solutions that may undermine focus on embedding new tools and approaches to workforce planning.  Mitigation:  Continue to work through National Cancer Network Board to maintain profile of the work around National Optimal Pathways.

	Outcomes
	A series of targeted actions (alongside those outlined in the diagnostics and genomics templates) will support actions to strengthen the workforce in areas where pressures are resulting in backlogs in treating patients. A focus on strengthening education provision for primary care will improve the quality and timeliness of cancer referrals resulting in earlier diagnosis.

	Alignment with workforce plans
	Additional support may be needed to continue to support dedicated focus on cancer.  Further programme management will be required across cancer, planned care and diagnostic forum to support effective development of project plans and actions.

	Alignment with Financial plans 
	Commissioning an external evaluation of Gateway C will require non-recurrent funding over a 2-year period.

	Digital / Technology
	Consider whether Gateway C can be hosted on YTD in future when fully rolled out.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Develop workforce solutions for National NHS Programmes and Priorities

	WG Priority area(s):
	24/7 Urgent Care service accessible via 111, Same Day Emergency Care (compliant with criteria), handovers

	Deliverable:
	2.1.3. Implement an agreed set of workforce actions to support delivery of the six goals for Urgent and Emergency care with a focus on SDEC.

	
	

	Baseline:
	Managing demand for urgent and emergency care continues to be a challenge, with increasing pressure on staff in primary and community care services, the ambulance service, emergency departments, hospitals and other essential health and social care services, this has, at times, resulted in delays for individuals’ access to essential services.  In April 2022, Welsh Government outlined its strategic vision for urgent and emergency care, through the ‘Six Goals Policy Handbook’.  The strategic aim is to prevent unnecessary escalation of care where possible, by providing proactive support, and to enable access to the right care, first time for people who have a need for urgent or emergency care.

Workforce challenges are impacting the delivery of urgent and emergency care.  Recovery from Covid-19 and the current NHS winter crisis has resulted in low morale-wellbeing and increased moral injury, which is being exacerbated by poor recruitment, retention and skills shortages in some specialist areas.  In support of the Six Goals Programme, we will continue to lead the National Workforce Enabling Group to develop and implement collaborative and innovative education, training and development, for the Programmes identified and emerging priorities, by transforming and building sustainable multi-professional workforce models with the skillset to deliver timely urgent and emergency care for the future NHS.  We also have an internal forum to draw together contribution towards national policy goals.

In 2022-23, work focussed on the development of an Urgent Care Practitioner framework which will be rolled out in 2023-24.  Priorities for us will continue to be driven by the national programme and the key areas of focus in 2023-24 will be on Same Day Emergency Care (SDEC) and Urgent Primary Care (UPC) as well as work being driven through the Goal 5 and 6 workstreams which focus on discharge and flow.  There is a need to ensure alignment with the additional community capacity work within HEIW.

	
	

	Quarter 1:

	Milestones
	Same Day Emergency Care (SDEC)
· Complete analysis of current SDEC workforce models to understand gaps and good practice.
Urgent Primary Care
· Complete Phase 1 content for the Urgent Care Practitioner (UCP) competency framework.
Other
· Progress development of a consistent all Wales Remote/Virtual Clinical Decision-Making Educational Pathway for all levels of clinical and non-clinical practitioners as part of the Education Strategic Review.
· Scope training and development needs of operational managers to support Goals 5 & 6.
· Scope current Advanced Paramedic Practitioner (APP) workforce model(s) (aligns with multi-professional education unit and Primary Care Strategic Workforce Plan).
· Approve delivery plan in response to the RCEM Workforce Census.
· Develop work programme for new emerging national programme priorities.

	Actions
	Same Day Emergency Care (SDEC)
· Triangulate workforce data in relation to Same Day Emergency Care (SDEC) using data from visits, national benchmarking and quarterly health board reports.
Urgent Primary Care
· Create Phase 1 content for the Urgent Care Practitioner (UCP) competency framework including defining a named assessor.
· Explore the development of an UCP e-portfolio.
Other
· Review current education and training opportunities for SMART operational management.
· Engage with stakeholders and undertake literature review re the current and future role of APPs.
· Agree work programme to develop an All-Wales Remote/Virtual Clinical Decision-Making Educational Pathway.
· Draft response to the recommendations published in RCEM 2022 Workforce Census
· Continue to support emerging priorities of the National Six Goals Programme.

	Quarter 2:

	Milestones
	Same Day Emergency Care (SDEC)
· Scope how multi-skilled professionals can support SDEC workforce model to develop a workforce options resource
Urgent Primary Care
· Launch Phase 1 content for the UCP Competency Framework.
· Develop Phase 2 Content for the UCP Competency Framework.
Other
· Explore options to support education and training for an Operational Management Competency Framework.
· Present analysis of APP workforce data.
· Develop work programme for new emerging national programme priorities.

	Actions
	Same Day Emergency Care (SDEC)
· Engage with stakeholders to review the current workforce model and skillset required to deliver SDEC.
· Consider any specific training and development needs to support future SDEC workforce/service models.
Urgent Primary Care
· Create Phase 2 content for the UCP competency Framework.
· Draft blueprint for an UCP e-portfolio.
Other
· Work with Optimising Patient Flow Expert Group to identify competency requirements for SMART operational management.
· Collate APP workforce data including training numbers, placements, attrition rates.
· Continue to support emerging priorities of the National Six Goals Programme.

	Quarter 3:

	Milestones
	Same Day Emergency Care (SDEC)
· Develop a definition for the role of ‘Competent/Senior Decision Maker’ within SDEC.
Urgent Primary Care
· Launch Phase 2 content for the UCP competency framework.
· Complete user testing of UCP e-portfolio.
Other
· Develop training and education resources as identified, to support Operational Management Competency Framework.
· Develop work programme for new emerging national programme priorities.

	Actions
	Same Day Emergency Care (SDEC)
· Establish Task & Finish group to identify the skillset/competency profile for SDEC Senior Decision Maker.
Urgent Primary Care
· Finalise the development of an UCP e-portfolio including user testing.
Other
· Engage with Optimising Patient Flow Expert Group to develop education/training modules for SMART operational management.
· Engage with stakeholders re future APP workforce model.
· Continue to support emerging priorities of the National Six Goals Programme.

	Quarter4:

	Milestones
	Same Day Emergency Care (SDEC)
· Finalise a SDEC workforce resource, consisting of multi skilled healthcare professionals including medical, nursing, AHPs, Physician Associates.
Urgent Primary Care
· Seek UCP training accreditation from awarding body.
· Launch UCP e-portfolio.
Other
· Launch supporting education package(s) for SMART Operational Management Competency Framework
· Finalise agreement of APP workforce aligned to education and commissioning planning timetable.
· Develop work plan for 2024-25.

	Actions
	Same Day Emergency Care (SDEC)
· Consider how healthcare professionals gain exposure, insight and experience into SDEC services to support new service models and support service redesign
Urgent Primary Care
· Complete and submit the required paperwork for UCP accreditation.
Other
· Finalise SMART operational management training programme/modules.
· Identify priorities for 2024-25.
· Continue to support emerging priorities of the National Six Goals Programme.

	
	

	Risks
	Engagement and input from clinical colleagues is essential for some of the development work, given current service pressures, there is a risk that progress may be delayed due to availability.  Mitigation: Work plans and timelines will be continually reviewed and national programme/stakeholders informed of potential delays where required through regular highlight report submission.  In addition, new emerging/immediate priorities may be identified by the National Six Goals programme that may affect the capacity to deliver.  Mitigation: The programme continues to have regular dialogue with Goal Leads, SG Programme Management Office and SG Programme Board so that realistic timelines can be agreed.

	Outcomes
	Outcomes will include an understanding of the current demand drivers and key factors shaping the demand for urgent and emergency care and the identification of workforce solutions (in line with the Workforce Strategy for Health and Social Care) that provides a clear approach to recruitment and retention of the right workforce to manage the right patient demand.  It will also include the development of an appropriate training and educational resources to enable the multi-professional workforce across the urgent and emergency care pathway to develop, while maintaining their wellbeing.

	Alignment with workforce plans
	No additional posts have been identified at this time, however, in addition to ongoing matrix working, will need to link closely with the HEIW Multi-Professional Primary and Community Care Education and Training Unit given the overlap with Urgent Primary Care.  Additional administrative support may be required.

	Alignment with Financial plans
	There is no current funding in place to support the UEC programme.  Business cases will be submitted as and when any funding requirements are identified.  There are no capital requirements.

	Digital / Technology
	Support will be required from the digital team in terms of data gathering and development of digital resources such as e-portfolio.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Design and develop resources to support workforce and service transformation

	WG Priority area(s):
	

	Deliverable:
	2.2.1 Lead the implementation of the assurance framework for multi-professional Advanced Practice (AP) and Consultant Practice and implement priority actions from the Critical Care Workforce Review

	
	

	Baseline:
	The service delivery models of the future will look very different to now.  To create a sustainable service work is required to upskilling and expanding current roles within the system as well as delivering actions that improve the current service to enable transformation.  Advanced practice covers multiples disciplines including Allied Health Professionals (AHP)(16 professions), Healthcare Science (HCS)(over 50 profession), Nursing(4 fields and midwifery) and Pharmacy.  Expanding existing roles to include advanced practice is key to unlocking the potential of new workforce models and capitalising on experienced clinicians to retain those skills in the system.  Implementing a national framework will support the practitioner to deliver high levels of patient safety and support the local organisations governance framework.

Engagement on the critical care report is complete with clear actions and priorities for the whole system to address within their organisations.  HEIW’s focus will be on the education, commissioning and training required to develop the critical care workforce further.

	
	

	Quarter 1:

	Milestones
	· Lead the initiation of the implementation of the recommendations for Critical care.

	Actions
	· Work collaboratively with Welsh Critical Care Network Board to support strategic development of Critical Care services throughout Wales.
· Share pathway for unregistered nursing support staff education.

	Quarter 2:

	Milestones
	· Undertake engagement on the Advanced Practice (AP) and Consultant framework to ensure system wide buy in, and raise the profile to demonstrate the potential of the advance practice and consultant role.

	Actions
	· Undertake engagement with the All-Wales group (AP leads from across NHS Wales) to establish local priorities.
· Issue guidance on workforce coding for AP and consultant posts to ensure consistency and accurate data.
· Complete the development of the AP and Consultant framework for Nursing, midwifery, Allied Health Professionals and Healthcare Science.
· Complete development of templates for e-portfolio in partnership with the service and Revalidation Support Unit.

	Quarter 3:

	Milestones
	· Review the progress of the implementation of the recommendations from the Critical Care review including the Post Graduate Certificate in Critical Care and commissioning training places.

	Actions
	· Launch Post-Graduate Critical Care Certificate to commence within Wales August 2023.
· Expand commissioning of training places to meet the strategic development of Critical Care services (nurse advocate course).

	Quarter4:

	Milestones
	· Promote the value of AP and Consultant practice within Wales.

	Actions
	· Undertake communications and engagement utilising digital mediums to reach the widest possible audience.
· Review workforce intelligence data.
· Roll out e-portfolio to all AP and consultant practitioners including HCS.

	
	

	Risks
	Clinical areas are in crisis and it may be difficult to get the service to engage in the areas for implementation that they have responsibility for.

	Outcomes
	The outcomes will include other options being utilised in relation to roles within critical care, and staff will be supported via improved/standardised education and the professional nurse advocate.  There will be improved governance around AP and consultant practice.  Improved/reliable workforce data supporting an efficient and sustainable service.  The AP and Consultant Framework will support career path development aiding retention of skills.  An e-portfolio will be accessible to all AP and Consultants that will support their development.  A national forum of AP leads will be established to bring collective voice to that role expansion.

	Alignment with workforce plans
	To implement the Critical Care and Advanced/Consultant practice framework will require one FT 8a clinician on a one-year secondment.  Expanded resource in the revalidation team is required to deliver this work.  A Business Case is imminent for extra resource.

	Alignment with Financial plans
	Extra funding will be needed to recruit an individual to undertake this work.

	Digital / Technology
	Digital support will be required for the communications approach which will utilise all possible digital mediums.  Data Analytics support is required to obtain workforce data.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Design and develop resources to support workforce and service transformation

	WG Priority area(s)
	Contributes to Action 33 and 74 in the National Workforce Implementation Plan

	Deliverable: 
	2.2.2 Lead the implementation of the AHP Framework to transform AHP Practice and workforce across Health and Social Care in Wales.

	
	

	Baseline:
	Allied Health Professionals (AHP) are a collective for 13 professions and work across a wide range of settings throughout the NHS, social care, local authority, private practice, education, and the judicial system.  The Allied Health professional (AHP) Programme in HEIW was established to deliver actions identified in the Allied Health Professions Framework published in 2019.  This action plan has been identified for refresh and republication by Welsh Government with support from key stakeholders including HEIW.

	
	

	Quarter 1:

	Milestones
	· Increase the visibility and understanding of the HEIW AHP Programme among all Allied Health Professionals in Wales including the varied role profile and available resources across the Programme workstreams.
· Develop Allied Health Professional retention plan.
· Develop the public health skills, knowledge, and attributes of the AHP workforce at pre-registration and practitioner levels.
· Disseminate the digital competency framework.

	Actions
	· Finalise a communications and engagement strategy and calendar of events for the AHP programme.
· Create resource and learning opportunities for public health for pre reg and practitioners.
· Create dissemination, communication, and engagement plan for digital strategy and plan evaluation strategy.
· Utilise the Nursing Workforce retention plan as a framework to develop AHP plan that will review the profession to understand the current position and future needs required to deliver our services.

	Quarter 2

	Milestones
	· Promote the NHS Wales Research and Development Strategy among Allied Health Professions in Wales.
· Launch early years health inequalities toolkit.
· Establish All-Wales community rehabilitation best practice standards group to develop benchmarking metrics.
· Utilise the Primary Care AHP workforce guidance to organise how AHPs work in integrated services.

	Actions
	· organise a dissemination plan for the NHS Wales Research and Development Strategy.
· Co-produce health inequalities early years toolkit with clinical stakeholders, plan spotlight launch event, complete benefits review.

	Quarter 3:

	Milestones
	· Continue to promote and market Allied Health Professions

	Actions
	· Redevelop the AHP Building on Careersville and undertake a relaunch.
· Enhance role of AHP health inequality network, & engagement with AHPs related to Public Health & Prevention priorities. 

	Quarter 4:

	Milestones
	· Create implementation plan for refreshed AHP Framework action plan.
· Complete evaluations of engagement events, spotlight sessions and AHP networks on Gwella.

	Actions
	· Seek approval for refreshed AHP Framework action plan at Programme Board and agree priorities to formulate IMTP for 24-25.
· Complete evaluation of engagement, spotlight events and use of Gwella.

	
	

	Risks
	Operational pressures may impact on the ability of stakeholders to participate in stakeholder events and workstreams. Other projects such as the digital and research strategy are dependent on other organisations / teams completing the initial frameworks for dissemination and the availability of workforce data.

	Outcomes
	Outcomes will include improved knowledge of and access to Allied Health Professional Careers; Improved retention strategies across professions; Improved understanding of required digital competencies across the professions. Rehabilitation benchmarking metrics to ensure best practice delivery; We will be utilising ongoing evaluation and review to measure the success of these outcomes.

	Alignment with workforce plans
	The Allied Health Professional Programme has Welsh Government funding until March 2025 and has appointed to the Programme Team positions.

	Alignment with Financial plans
	The AHP programme is funded until March 2025 and it is expected that all objectives can be completed within the programme budget excluding any pay awards.



	AIM:
	Developing our Current Workforce - Transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Design and develop resources to support workforce and service transformation

	WG Priority area(s):
	

	Deliverable:
	2.2.3 Effectively manage the Healthcare Science Programme to implement the future vision for the healthcare science workforce described in the national framework.

	
	

	Baseline:
	Healthcare science represents more than fifty disciplines reaching across the full patient pathway including primary, secondary, and tertiary care.  Healthcare scientists lead in developing and delivering diagnostic testing and both technical and therapeutic rehabilitative services.  They also have a significant role in designing and undertaking multi-professional collaborative high quality applied research and innovation in the NHS in support of improved patient outcomes through evidence based clinical information.

The Healthcare Science Framework, published in 2018 sets out the vision for healthcare science as a profession. Work to date with the profession has been extremely successful with service leads contributing to the effective delivery of the Programme and working to raise the profile of healthcare science as a profession. Working across HEIW, activity to develop the profession will focus on improving the workforce data quality, expanding opportunities for learning, research and innovation, promoting registration and continuing to raise the profile of the profession as a whole.

	
	

	Quarter 1:

	Milestones
	· Finalise changes to workforce coding to improve workforce data for healthcare scientists and supporting workforce.
· Scope requirements for widened learning opportunities (travel fellowship programme) including international opportunities.

	Actions
	· With NHS England Chief Scientific Office pursue UK approval for 2024 changes to workforce coding, liaise with Workforce and Information Managers to agree approach to implement guidance, and finalise data dashboard.
· Work with professional leads in developing the travel fellowship programme.

	Quarter 2:

	Milestones
	· Baseline the current innovation capability and capacity of healthcare scientists.
· Facilitate mechanisms for collaboration across the profession to increase service accreditation levels.

	Actions
	· Healthcare Science Research and Innovation Group to build relationships with innovation stakeholders across NHS Wales & industry partners, scope existing/potential data sources for innovation capacity and participation.
· Review membership and objectives of Healthcare Science Quality and Safety Working Group, identifying service areas in need of focussed national consideration.

	Quarter 3:

	Milestones
	· Roll out NHS Wales wide changes to workforce data guidance for healthcare science.
· Co-produce a proposal of preceptorship for the profession that maximises opportunities and seeks to meet the needs of the newly registered professional, undertake consultation, and seek approval of stakeholders.

	Actions
	· Work with Workforce and Information Managers, NWSSP and services to enable changes to be made to healthcare science workforce records in line with revised guidance, ensuring understanding of the guidance for future workforce, and updating nationally published profession figures.
· Undertake engagement to understand how preceptorship could work across the system and define the priorities.

	Quarter4:

	Milestones
	· Finalise and publish strategic plans to increase innovation capability and capacity, to deliver preceptorship of healthcare scientists and to enable access or improvements to service accreditation for identified services.
· Launch the travel fellowships programme for healthcare scientists.

	Actions
	· Utilise the Healthcare Science Cymru 2024 conference to launch, publish and promote developments.

	
	

	Risks
	Service pressures impacting on healthcare science profession’s ability to engage in working groups and co-production.

	Outcomes
	Outcomes from this work, and incorporating work across HEIW deliverables for healthcare science:
· A clear intelligence position of our current workforce
· Strengthen accessible healthcare science careers, with improved recruitment and retention through a quality approach and promotion of accreditation
· Research and innovation enabled across all healthcare science services to improve evidenced based diagnostics for patient care throughout the NHS
· A strong collaborating collective professional voice understood and valued throughout the system
A Healthcare Science Programme Accountability Evaluation Framework is in place to measure success and impact:
· How much (activity): Number of opportunities created to promote or influence innovation funding, strategic engagements with national professional bodies, workforce data changes to bring in line with guidance.
· How well (success): Number of innovation funding opportunities open to healthcare scientists, opportunities created to influence accreditation, attendees to events, publications including use of workforce intelligence.
· Value added impact: Number of healthcare scientists in post, applying for or awarded innovation funding, recruited from training programmes in Wales (graduate or postgraduate), in advanced practice or consultant roles, with professional registration (graduate, postgraduate or doctoral level); number of accredited services.

	Alignment with workforce plans
	The Healthcare Science Programme Team is established with the skills and capacity to lead this work, with established professional and stakeholder networks and working groups to enable co-production.

	Alignment with Financial plans
	The Healthcare Science Programme is funded to deliver this work, with both staffing and programme budget.

	Digital / Technology
	HEIW data analytics team are essential to the workforce data implementation, creating the data dashboard, implementing national changes to the data where appropriate to do so and supporting liaison with Workforce Information Managers.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Design and develop resources to support workforce and service transformation

	WG Priority area(s):
	Also contributes to Action 25 in the National Workforce Implementation Plan

	Deliverable:
	2.2.4 Create the career progression framework for the support workforce and deploy a package of curated resources to facilitate their development

	
	

	Baseline:
	The NHS Wales Skills and Career Framework for Healthcare Support Workers supporting Nursing and the Allied Health Professions was developed in 2015.  This will be updated and expanded to include all support worker groups and electronic format created for uploading on Careersville and other platforms.

	
	

	Quarter 1:

	Milestones
	· Compile a Directory of all the accredited learning programmes for support workers.

	Actions
	· Update current qualification spreadsheet.
· Create a virtual Directory for uploading onto YTD/Careersville.

	Quarter 2:

	Milestones
	· Identify accredited learning that enables progression pathways.

	Actions
	· Undertake mapping exercise to identify core units from relevant qualifications.
· Create a visual aid to demonstrate progression pathways.
· Identify any gaps in the pathways.

	Quarter 3:

	Milestones
	· Create a plan and prioritise qualification development to address any gaps identified in Q2.

	Actions
	· Work with subject experts to scope the qualification requirements.
· Agree a process for prioritisation of qualification developments.

	Quarter4:

	Milestones
	· Publish interactive career progression framework.

	Actions
	· Workforce with Digital and Careers teams to create content.
· Deploy career progression framework as an initial version and market it across NHS Wales.
· Organise user testing for feedback.

	
	

	Risks
	Availability of subject experts to input into the framework redesign.  Also, capacity of Digital, Work Based Learning (WBL) team and Careers team within HEIW due to competing priorities.

	Outcomes
	Replace hard copy career framework document with digital interactive version to facilitate increased engagement.  Refreshed clarity for an expanded support worker group.  Report on number of people accessing the resource.

	Alignment with workforce plans
	There is a requirement to make the WBL Learning Technologist post a permanent post.  There may need to be additional support staff employed once future priority areas for development are identified and agreed.  Will need to ensure that the Careersville team has capacity as well.

	Alignment with Financial plans
	There is a requirement to make the WBL Learning Technologist post a permanent post.  There may need to be additional support staff employed once future priority areas for development are identified and agreed.  Will need to ensure that the Careersville team has capacity as well.

	Digital / Technology
	The WBL Learning Technologist will work closely with the Y Ty Dysgu digital and Careers teams to achieve this deliverable.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Target development of skills and capabilities to support transformation and future proof current staff

	WG Priority area(s):
	

	Deliverable:
	2.3.1 Continue to ‘level up’ access to education and training for SAS (Specialty and Specialist doctors) and locally employed (LE) doctors who represent approximately 30% of the medical workforce in Wales.

	
	

	Baseline
	SAS doctors make a valuable contribution to delivery of clinical services throughout NHS services in Wales.  We already have a well-developed team supporting the development of SAS doctors in HEIW with an Associate Dean and network of six tutors across the Health Board.  We offer various development opportunities to SAS doctors, including a new generic suite of learning and development opportunities and a network of colleagues to offer Certificate of Eligibility for Specialist Registration (CESR) mentorship and support.  Our vision is to provide SAS doctors with improved access to education and training opportunities and support development in their roles including enhanced support around CESR.

	
	

	Quarter 1:

	Milestones
	· Scoped out a plan for fair training pathways for International Medical Graduates (IMGs).
· Planned an outline programme of new generic training modules for SAS doctors.
· Scoped out the opportunities for leadership development for SAS doctors.

	Actions
	· Research the requirements to support fairer training pathways for International Medical Graduates, this will include exploring the development of an Associate Dean (for fair training pathways) role to lead this development moving forward.
· Work with partners to develop further generic learning opportunities for SAS doctors.
· Ascertain the feasibility of SAS doctors becoming Welsh clinical leadership fellows and other leadership development opportunities.

	Quarter 2:

	Milestones
	· Explored the development of a CESR Training pathway pilot in collaboration with Health Boards and Specialty Training Schools.
· Developed the new generic training modules for SAS doctors.
· Developed a plan for SAS doctors to pursue leadership development opportunities.

	Actions
	· Hold engagement sessions with the Health Boards and Specialty Training Schools to scope the development of CESR training pathways.
· Formulate new generic training modules for SAS doctors and explore method of delivery (Y Ty Dysgu).
· Formulate plan for leadership development opportunities for SAS doctors.

	Quarter 3:

	Milestones
	· Outlined a CESR training pilot pathway.
· Completed development of the new generic training modules for SAS doctors.

	Actions
	· Finalise and agree the outline of the CESR Training Pathways for NHS Wales.
· Finalise and agree the new generic training modules for SAS doctors.

	Quarter4:

	Milestones
	· Launched a pilot CESR training pathway.
· Launched and promoted the new generic training modules for SAS doctors.

	Actions
	-	Promote the new generic training modules for SAS doctors.
-	Finalise and agree the new generic training modules for SAS doctors.

	
	

	Risks
	If we are unable to engage with the SAS Doctors’ body on the creation of these opportunities to improve access to education and training opportunities, then plans will be misaligned with the service expectations resulting in a plan that does not level up access to education and training for SAS doctors.  Also, if capacity and resources are not identified for this piece of work, then plans will not be driven forward at pace resulting a plan that will not be delivered on time.

	Outcomes
	Reduced differential attainment among IMG doctors regardless of grade.  Improved engagement of SAS doctors.  Improved satisfaction amongst SAS doctors.

	Alignment with workforce plans
	Additional resource required for the development of AD role.

	Alignment with Financial plans
	Appropriate resource for the development of a new AD role.

	Digital / Technology
	Development of a differential attainment dashboard.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Target development of skills and capabilities to support transformation

	WG Priority area(s):
	Primary and Community Care - Access to Optometry Services

	Deliverable:
	2.3.2. Support the Wales Eye Care plan by delivering a framework to train and support Optometrists and Dispensing Opticians to provide optimum community care to all persons in Wales

	
	

	Baseline:
	Currently, HEIW does not provide placements for postgraduate or undergraduate optometrists.  There is no quality improvement activity for optometrists or dispensing opticians anywhere in the UK.  CPD type education and training for postgraduate optometrists and other eye care professionals is hosted on an external website.

Contract reform for eye care in Wales will result in increased provision of monitoring, enhanced referral refinement, and treatment of eye conditions to prevent referral into secondary care.  We will deliver Quality Improvement support and training in optometry practices for the first time and embed a culture of quality, thereby improving care pathway capability.  We will provide new education which is inclusive and supportive for postgraduate optometrists and dispensing opticians on our HEIW online platform, Y Ty Dysgu, so the profession is informed and ready to deliver the new contract.  We will finalise plans for optometry practices to provide placements for postgraduate qualifications, thereby increasing placement capacity.

	
	

	Quarter 1:

	Milestones
	· Established and publish governance arrangements including reporting mechanisms for quality Improvement (QI) training for optometrists and Dispensing Opticians.
· Published patient safety and contract-relevant online training modules in Y Ty Dysgu.
· Engaged all stakeholders and held first meeting to progress optometry practices hosting postgraduate placements.

	Actions
	· Complete plan for implementation of QI skills training, including stakeholder requirements to instigate foundation funding.
· Finalise plan to provide fundamental training and improvement in practice with HEIW QIST team.
· Complete training modules and transfer them to interactive online format in Y Ty Dysgu, including QI foundation.
· Set up working group with stakeholders for postgraduate placement in optometry practices and hold first meeting
· Employ placement lead.

	Quarter 2:

	Milestones
	· Enrolled the first cohort of optometrists and dispensing opticians onto the fundamental quality improvement team workshops.
· Published the implementation plan for postgraduate placements.

	Actions
	· Investigate the optimum interventions required to facilitate culture change, workforce engagement and long-term QI activity to embed improvement into daily activity.
· Evaluation of completion rate published for contract-relevant online training modules for all optometrists and practices in Wales.
· Achieve regulator approval and CPD recognition for QI activity.
· Establish feedback mechanisms for learners of online learning and report completion rates with the aim of achieving 90% completion rates for all practices in Wales.
· Employ regional placement facilitators.

	Quarter 3:

	Milestones
	· Delivered Quality Improvement pilot of foundation workshops and improvement projects for up to 60 optometrists and dispensing opticians.
· Further develop and publish online learning and support for optometrists.
· Finalised framework, including outline of responsibilities, quality control and assurance mechanism (aligned to HEIW governance and accountability frameworks) for postgraduate placements in practices.

	Actions
	· Recruit and engage HEIW QI staff to facilitate workshops, set dates and manage attendance and reporting.
· Finalised and published report into optimum conditions to facilitate culture change, engage workforce and embed QI activity.
· Write, commission and upload additional patient centred modules (e.g., patient reported experience measures).
· Review literature and prepare report identifying barriers to change and understand conditions to optimise capacity and capability across entire optometric workforce to shape plans for wider implementation.
· Sign off from all stakeholders of roles within quality framework. Obtain initial expressions of interest from practices. Visits to practice from regional coordinators and quality sign off.

	Quarter4:

	Milestones
	· Feedback sessions for QI workshops and for those undertaking QI projects held.
· Enrolled 14 optometry practices to provide postgraduate placements and set out timetable for start.

	Actions
	· Engage with Welsh Government to secure long term investment in QI for practices.
· Investigate inclusion of QI methodology in optometry undergraduate and postgraduate courses.  Create feedback form for completion following QI training (QIT).
· Publish plan for continued spreading of QI knowledge, building QI collaboration, maintenance of momentum and completion of projects.
· Evaluate feedback from online modules.
· Ensure contracts in place for all placement practices and signed MOUs
· Ensure payment mechanism and quality assurance throughout placement, including feedback from all parties, ‘what to do if something goes wrong’ processes are in place.

	
	

	Risks
	Reputational risk in the non-delivery of our online presence which depends on the delivery of the online learning platform that meets our needs and a pathway and payment mechanism agreed by stakeholders by Q1.

	Outcomes
	For the first time, optometrists and optometry practice staff will have access to QI training and support in Wales.  There will be an online education resource for all practicing optometrists and dispensing opticians.  A new way of attending placements for higher qualifications will be in place that will ensure placements are closer to home and in an environment that is familiar, in the form of optometry practice placements.  These changes will enable eye care in community optometry practices to improve the patient care pathway.

	Alignment with workforce plans
	Increased capacity within the team is required and will be established.  Governance arrangements with our stakeholders will be required for initial evidence base and delivery.  Involvement of the planning team and project support.

	Alignment with Financial plans
	There is provision of funding already agreed through Welsh Government.  There are no capital requirements.

	Digital / Technology
	[bookmark: _Int_GkaKE1KP]Online education roll-out and development is aligned to working with Digital.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Target development of skills and capabilities to support transformation and future proof current staff

	WG Priority area(s):
	Contributes to Action 26 in the National Workforce Implementation Plan

	Deliverable:
	2.3.3 Support the implementation of a multi-professional CPD strategy and drive improvements in current CPD activities

	
	

	Baseline:
	Continuous Professional Development (CPD) is an established method for delivering topic specific training to existing healthcare professionals to ensure practices are safe and effective.  There are multiple factors involved in healthcare CPD including regulatory requirements aimed at both maintaining and developing individuals to stay up to date.  Across the system, it is each individual’s responsibility, and that of their employing organisation, to ensure staff have access to relevant CPD to support service delivery and workforce development, ultimately aimed at improving the provision of care to patients and service users.  The CPD Strategy will provide a set of high-level principles aimed at driving improvements in CPD activity and achieving a more consistent approach to the provision and delivery of CPD across the NHS Wales workforce.

	
	

	Quarter 1:

	Milestones
	· Launch and promote strategy across NHS Wales.

	Actions
	· Undertake launch event and supporting communications to ensure widespread reach.
· Work with local organisation leads to support their understanding of adoption locally.

	Quarter 2:

	Milestones
	· Undertake internal review of HEIW adoption of CPD Strategy.

	Actions
	· Utilise internal governance to establish the HEIW baseline with regard to implementing the CPD strategy with professional leads from across the organisation.

	Quarter 3:

	Milestones
	· Establish an evaluation framework for system wide adoption.

	Actions
	· Commission PhD research to define evaluation approach.

	Quarter4:

	Milestones
	· Begin evaluation of the launch and adoption of the strategy.

	Actions
	· PhD to begin evaluation as to the effectiveness of the strategy launch and the adoption across local organisation.

	
	

	Risks
	There could be an inconsistent approach to adoption and implementation by local organisations in NHS Wales which could impact on the effectiveness of the best practice approach.  There is also a risk that pressures in local organisations could reduce or prohibit staff to access CPD.

	Outcomes
	Adoption of the principles by individuals and NHS Wales organisations creating a consistent experience for staff which is a contributing factor to retention across organisations.  Evaluation of compliance and impact will be undertaken in 2024-5 this will provide an insight into the success factors across organisations and provide an opportunity for learning.

	Alignment with workforce plans
	Cross reference with the other professional workforce plans being developed to ensure a consistent message and emphasis of the strategy.  To include dental, primary care, nursing workforce plans.  There is no additional workforce required to deliver this work. This will be considered as part of the portfolio of work for each of the HEIW professional leads.

	Alignment with Financial plans
	No funding requirements.

	Digital / Technology
	Cross reference to Y Ty-Dysgu course management system.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Target development of skills and capabilities to support transformation and future proof current staff

	WG Priority area(s):
	

	Deliverable:
	2.3.4 Establish infrastructure to support ongoing delivery of climate smart education for the health workforce

	
	

	Baseline:
	Welsh Government published the NHS Wales Decarbonisation Strategic Delivery Plan in 2021 which identified 39 actions for the system in contribution to the vision of the net zero public sector by 2030.  A key part of being more sustainable as citizens and staff within NHS Wales is increased knowledge of the decarbonisation agenda, with mechanisms to support and empower staff in climate smart action to tackle climate change.  HEIW have a key role in embedding climate smart thinking across the professional pathways through education, commissioning, and training in support of delivering a service with sustainable improvement as an embedded way of working.

The HEIW biodiversity and decarbonisation strategy 2021-24 and the associated sustainability action plan give a detailed overview of how HEIW will work to embed climate smart thinking amongst staff and across education and training more widely in support of a whole system approach.

	
	

	Quarter 1:

	Milestones
	· Review carbon foot printing report and define priorities for the year including publication of a HEIW sustainability dashboard to monitor progress

	Actions
	· Establish priorities for reducing HEIW’s carbon footprint including a review of the estate biodiversity plan and produce detailed plans for opportunities for improvement
· Finalise and approve dashboard
· Work with organisational leads to ensure sustainability as a strategic consideration into HEIW areas of work for example workforce planning, Continuous Professional Development, and leadership

	Quarter 2:

	Milestones
	· Publish professional pathways baseline and action plan to address gaps in climate smart education across HEIW commissioned education

	Actions
	· Establish a model of delivery for the sustainability agenda in education and training

	Quarter 3:

	Milestones
	· Create and publish new resources to support climate smart leadership education

	Actions
	· Procure specialist support to create climate smart leadership education
· Launch climate smart leadership resources and training on Gwella

	Quarter 4:

	Milestones
	· Undertake annual review of approach to embedding climate smart thinking in HEIW areas of work

	Actions
	· Produce annual review on carbon foot printing reduction activities aligned with the public sector net zero reporting information produced by Welsh Government
· Review progress against professional pathways baseline and produce revalidated action plan.
· Produce and publish an annual report on HEIW as a climate smart organisation.

	
	

	Risks
	There is a risk that due to increasing work pressures the decarbonisation agenda is not as prominent.

	Outcomes
	There will be a clear baseline of how climate smart thinking is currently embedded in education and training, and a plan to address gaps.  This ensures a focus on healthcare delivery that is consistently looking at reducing its carbon foot printing.  Providing access to education and training that supports staff in taking action is absolutely vital to achieving the mind set shift needed to achieve the WG ambition on Net Zero Public Sector by 2030.

	Alignment with workforce plans
	A dedicated 8a Programme manager is required to achieve the organisations decarbonisation agenda.

	Alignment with Financial plans
	There is a financial implication of an uplift of resources.  Procurement of an external company will be required to support on delivering climate smart leadership training.

	Digital / Technology
	Data support will be required to create and iterate a HEIW sustainability dashboard.



	AIM:
	Developing our Current Workforce – transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Target development of skills and capabilities to support transformation and future proof current staff 

	WG Priority area(s):
	Core Supporting Function: Digital, innovation, technology and transformation must underpin plans to deliver optimum care and services for patients.  Innovation infrastructure and activity should be aligned to research and education, as distinguishing characters of University Health Boards.  Working with others, particularly universities and industry partners, must be a key part of NHS Wales’ approach to innovation

	Deliverable:
	2.3.5 Implement the national digital capability framework for the healthcare workforce (for those who are not digital professionals) enabling them to develop the skills, behaviours, and attributes required to thrive in a digital world.

	
	

	Baseline
	As of April 2023, the wording of the framework (referenced in the National Workforce Implementation Plan) will be in place with representation from across different healthcare professions.  An online self-evaluation tool and signposting to relevant learning and development opportunities will be available across NHS Wales to enable individuals to better understand the skills, attitudes, and behaviours required to thrive in a digital world.  During 2023-24, our focus will be about promoting and supporting the use of the tool, generating a baseline, reviewing the baseline data, and then making recommendations based on this.  These recommendations may be to commission specific training to address a consistent skills gap; or target specific areas within the NHS.  2023-24 will also see plans for the digital capability tool to be used to support the roll out of national digital transformation programmes like Electronic Prescribing and Medicines Administration (ePMA) and Electronic Staff Record (ESR) by developing confidence ahead of implementation.  The new Welsh Government digital strategy for health and social care due to be published in Q4 22-23 will further inform plans.

	
	

	Quarter 1:

	Milestones
	· Establish new Digital Workforce sub-group.
· Promote the use of the digital capabilities self-evaluation tool via a national communications plan.
· Assess the need for a standalone ‘digital readiness’ survey in collaboration with the sub-group which will identify any barriers to developing digital capabilities.

	Actions
	· Deliver workshops and presentations to support the roll out of the self-evaluation tool.
· Work with the sub-group to create a pilot survey 
· Work with ePMA and ESR programmes to plan out support.

	Quarter 2:

	Milestones
	· Pilot national digital readiness survey.
· Generate baseline of national digital capability data from professions, Health Boards and Trusts to inform next steps required to address skills and / or training gaps.

	Actions
	· Develop Power App for survey.
· Monitor data for ‘critical mass’ of usage.

	Quarter 3:

	Milestones
	· Develop and implement communications and engagement plan for survey roll out.
· Roll out national digital readiness survey.
· Implement targeted solutions to increase engagement with self-evaluation tool.

	Actions
	· Deliver workshops and presentations to drive survey uptake.
· Review baseline data of digital capability by Health Board or Trust.
· Provide ongoing support for digital capability tool use.

	Quarter 4:

	Milestones
	· Evaluate the programme and either transition to BAU or plan future programme work.
· Produce a report with recommendations from the baseline data.
· Publish case studies.

	Actions
	· Undertake data analysis for digital capability baseline.
· Gather data for case studies.

	
	

	Risks
	If timelines and quality of technical development dependencies are not aligned to the programme, then there is a risk to the milestone delivery as planned.  Mitigation: Ongoing communication and comprehensive documentation (internal and for DPIF).

If stakeholder engagement and end user participation is limited, then the pace of the work will be slowed and baseline data capture insufficient to inform further recommendations.  Mitigation: Ongoing communication with professional groups; support for the roll out of the self-evaluation tool (e.g. workshops); and establishment of enabling group / community of practice within HBs and Trusts.

	Outcomes
	Healthcare professionals better understand digital capability and resources available to support appropriate education and training.  Better understanding of national digital capacity and capability from baseline data and survey (if undertaken) to inform HEIW next steps and recommendations to HBs and partner organisations.  Improved digital capacity and capability leading to improved digital participation and positive outcomes linked to this such as improved health and wellbeing.  Improved staff digital capability resulting in better realisation of the benefits of digital transformation programmes e.g. improved efficiency, increased productivity, cost saving, improved patient care, and increased capacity.  Improved uptake of digital technologies resulting in reduced impact on environment, widening access where opportunities are now provided online, and potentially improved quality where moving to digital initiates a review and redesign.  Using the data will inform future decision making leading to more impactful and cost-effective interventions e.g. targeted training and resources to address specific requirements.

The above will be measured via engagement with the self-evaluation tool, baseline data and periodic data from self-evaluation tool and national survey.

	Alignment with workforce plans
	[bookmark: _Int_bYPY9i5K]The roll out is aligned with a number of related plans including the development of digital skills in dental, midwifery, and the mental health workforce, as well as supporting a range of digital transformation programmes including the Digital Medicines Transformation portfolio in partnership with DHCW, and ESR with NWSSP. We are also working with Social Care Wales (SCW) to explore the potential to roll out across social care.  The digital capability work is funded until March 2024 by WG through DPIF. The pace and scale of the roll out is aligned to existing resources.  The technical development falls under the Y Ty Dysgu programme (SO 1.2.7).

	Alignment with Financial plans
	The digital capability work is funded until March 2024 by WG through DPIF. Future funding may be required for any subsequent programmes of work identified as part of the evaluation, or to provide ongoing support and development.  The technical development falls under the Y Ty Dysgu programme.  There is a potential need to request funding if any support via ERIIC is outsourced.

	Digital / Technology
	Some internal resource will be required for the development of the national survey if undertaken.



	AIM:
	Developing our Current Workforce - transforming today’s workforce to contribute to new models of care which improve quality and safety

	Strategic Objective:
	Target development of skills and capabilities to support transformation and future proof current staff

	WG Priority area(s):
	Contributes to Action 21 in the National Workforce Implementation Plan

	Deliverable:
	2.3.6. Support the implementation of the standards for competency assurance of Non-Medical Prescribers in Wales

	
	

	Baseline:
	As of April 2023, there is no standardisation of the assurance of competence of Non-Medical Prescribers.  The programme seeks approval from Welsh Government to define standards for all Non-Medical Prescribers across Wales.  Following this approval, HEIW will work with stakeholders to support the implementation of the standards into their existing policies.

	
	

	Quarter 1:

	Milestones
	· Define and agree proposals for the plan to implement the standards.
· Gain formal approval of the plan to implement the standards.

	Actions
	· Work with partners through engagement sessions to shape the plan to implement the standards.
· Facilitate a working group to support the implementation of the standards.
· Develop and agree the plan to implement the standards for formal approval.

	Quarter 2:

	Milestones
	· Commence implementation of the plan to implement the standards.

	Actions
	· Fully cost the plan to implement the standards.
· Publish the plan to implement the standards.

	Quarter 3:

	Milestones
	· Undertake a mid-year review of the first phase implementation activities.

	Actions
	· Engage with partners to assess progress.

	Quarter4:

	Milestones
	· Undertake an end of year review of the first phase implementation activities.

	Actions
	· Engage with partners to assess progress.

	
	

	Risks
	If Welsh Government policy leads do not direct/approve the implementation of the standards, then implementation activities and costed plans will be delayed.

	Outcomes
	Standards will be adopted by all Health Boards and Non-Medical Prescribers will start evidencing against the new standards.

	Alignment with workforce plans
	Where costed plans are being developed, any additional resources will be included within these plans.

	Alignment with Financial plans
	Where costed plans are being developed, any additional resources will be included within these plans.

	Digital / Technology
	



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Scale and spread compassionate and collective leadership opportunities for leaders at all levels across NHS Wales

	WG Priority area(s):
	Workforce and Wellbeing.  Also contributes to Action 57 in the National Workforce Implementation Plan

	Deliverable:
	3.1.1. Implement a cohesive communication, engagement and promotional plan to increase awareness of the Gwella@HEIW resources & national leadership programmes available

	
	

	Baseline:
	The Workforce Strategy for Health and Social Care in Wales sets out the ambition that by 2030, leaders in the health and care system will display collective and compassionate leadership.  The National Workforce Implementation plan reinforces this commitment to ensure compassionate leadership is embedded in policies and practices.  Significant progress has been made to date, including the creation of the national award winning bi-lingual leadership portal called Gwella@HEIW which hosts an accessible range of evidence tools and resources.  A range of national multidisciplinary leadership programmes aimed at leaders at all levels has been developed and is available to individuals across all organisations and professions.  Extensive stakeholder engagement is now required to promote the extensive range of HEIW resources, tools and programmes, designed to develop compassionate leaders who create conditions so staff can provide the best possible care.

	
	

	Quarter 1:

	Milestones
	· Stakeholder communication and engagement plan (incl Compassionate Leadership Pledge) in place to promote and embed compassionate leadership across the system

	Actions
	· Create a baseline of the use of HEIW Leadership, cultural and talent tools and resources to 31 March 2023.
· Develop and agree Board Development and calendar of Compassionate Leadership events with Professor West.
· Identify key stakeholders, influencers and super connectors and determine methods of engagement.
· Secure adoption of pledge by key stakeholders and influencers.

	Quarter 2:

	Milestones
	· Commence communications and engagement activities that reflect stakeholder preferences and further raise awareness of compassionate leadership resources available to support leadership development at all levels

	Actions
	· Create a communications and engagement resource pack.
· Develop a 3 month engagement plan with key stakeholders and professional peer groups.
· Plan a promotional tour of NHS Wales libraries to raise awareness of Compassionate Leadership resources and publications.

	Quarter 3:

	Milestones
	· Maximise use of digital and media technology to widely promote and embed compassionate leadership practices and use of Gwella@HEIW resources.

	Actions
	· Identify a range of credible individuals to record interviews and podcasts to promote compassionate and collective leadership.
· Develop Q3 engagement events and promotional activities.
· Collect a range of metrics to determine if planned communications and engagement activities is value added.

	Quarter4:

	Milestones
	· Engagement events and activities undertaken with stakeholders; key influencers and super connectors utilised to actively support and promote compassionate leadership.

	Actions
	· Develop Q4 engagements events and promotional activities.
· Actively engage and promote key stakeholders support with all super influencers and stakeholders signed up to compassionate leadership pledge.

	
	

	Risks
	If key stakeholders and influencers do not engage with the communications and engagement plan, it could result in failure to achieve the 2030 compassionate leadership ambition, adversely impacting staff wellbeing and retention.  Mitigation: maximise national bodies, Welsh Government, Chief Executives and strategic influencers including Professor Michael West to support and actively drive the HEIW Culture, Leadership and Succession programme of work and embed compassionate leadership within all NHS Wales organisations.

If NHS Wales organisations develop local resources, it will result in duplication of effort, lack of consistency across NHS Wales and underutilisation and lack of alignment with national tools and programmes.  Mitigation: Implement effective communications and engagement plan along with communities of practice to ensure all HEIW resources and programme are co-designed and therefore meet the requirement of the NHS Wales service.

Lack of procurement capacity to respond to opportunities could result in delays with the provision of national resources and programmes, resulting in reputational damage for HEIW.  Mitigation: schedule meetings with Procurement Business Partners to share 2023-24 procurement requirements and priorities.

	Outcomes
	Outcomes will include the embedding of compassionate leadership into policies and practices across NHS Wales.  It will also reinforce HEIW’s leading role in influencing and supporting a positive change in NHS Wales workplace culture.  There will be increased usage of HEIW leadership and succession resources including the Gwella@HEIW leadership portal and vibrant communities of compassionate leaders across the system creating compassionate and collective workplace cultures. There will be measurable improvements in workplace culture.

	Alignment with workforce plans
	This communications and engagement plan is aligned to the Workforce Strategy for Health and Care in Wales.  There is a requirement for communications and engagement support to deliver this strategic objective, along with ongoing support for Welsh translation to ensure all HEIW resources published on Gwella are bi-lingual.  All other resources are in place within the Culture, Leadership & Succession Team.

	Alignment with Financial plans
	Achievement of this strategic objective can be undertaken within existing funding and resources, with the exception of dedicated communications and engagement support.

	Digital / Technology
	Support may be required from the digital team or Gwella supplier to enhance use of analytics and collection of appropriate data.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Scale and spread compassionate and collective leadership opportunities for leaders at all levels across NHS Wales

	WG Priority area(s):
	

	Deliverable:
	3.1.2 Market, recruit and deliver the HEIW multi-disciplinary Advanced Clinical Leadership Programme and Clinical Leadership Fellowships Programme

	
	

	Baseline:
	Following consultation with stakeholders in summer 2021, a multidisciplinary Advanced Clinical Leadership Programme (ALCP) was developed and marketed.  The programme is underpinned by compassionate leadership principles and evidence and comprises the three themes of ‘Leading Self’, ‘Leading Others’ and ‘Leading Systems’.  The programme commenced in September 2022 and was significantly oversubscribed requiring two cohorts of the ACLP provided throughout 2022-23.  The 12-month Welsh Clinical Leadership Training Fellowship (WCLTF) which enables trainees to gain training and hands-on experience in clinical leadership and management through the development of national projects.  This programme has expanded over recent years to incorporate fellowships for a variety of professions making it a truly multidisciplinary programme.  The WCLTF programme continues to include additional professions and recruitment and selection for WCLTF 2023 cohort will include a nurse for the first time and the 2024 cohort will include for the first time a healthcare scientist Fellowship.

	
	

	Quarter 1:

	Milestones
	· Deliver a range of clinical leadership programmes aimed at embedding compassionate leadership into policies and practices across NHS Wales.

	Actions
	· Complete the delivery of ACLP for Cohort 1.
· Continue to deliver the ACLP for Cohort 2.
· Complete the refresh and scheduling for of the ACLP Cohort 3.
· Continue to deliver the WCLTF 2022 cohort.
· Complete the recruitment and selection process for the WCLTF 2023 cohort.
· Undertake the evaluation of the WCLTF programme to reflect expanded number of professions included.

	Quarter 2:

	Milestones
	· Recruit to and provide support for ACLP and WCLTF programmes and refresh the content for future cohorts in the light of evaluation and horizon scanning.

	Actions
	· Undertake the programme evaluation for ACLP Cohort 1.
· Continue to deliver ACLP for cohort 2.
· Plan the ACLP for cohort 3 informed by previous evaluations and tested with key stakeholders.
· Assess the volume of interest to determine number of cohorts to be commenced 2023-24 and 2024-25.
· Complete the WCLTF 2022 cohort.
· Onboard the WCLTF 2023 cohort and commence programme delivery.

	Quarter 3:

	Milestones
	· Recruit to and provide support for ACLP and WCLTF programmes and refresh the content for future cohorts in the light of evaluation and horizon scanning.

	Actions
	· Complete delivery of the ACLP for cohort 2.
· Create a vibrant community and alumni of compassionate clinical leaders.
· Complete allocation of places for ACLP cohort 3 with new cohorts scheduled for 2023-24 and 2025-26.
· Continue delivery of the WCLTF 2023 cohort.
· Commence the recruitment rounds for the WCLTF 2024 cohort.

	Quarter 4:

	Milestones
	· Recruit to and provide support for the ACLP and WCLTF programmes and refresh the content for future cohorts in the light of evaluation and horizon scanning.

	Actions
	· Complete the evaluation for ACLP cohort 2.
· Commence delivery of the ACLP for cohort 3.
· Continue delivery of the WCLFT cohort 2023.
· Complete the selection of WCLFT cohort 2024.

	
	

	Risks
	Capacity for planning, scheduling and facilitation of ACLP cohorts simultaneously to meet demand.  Mitigation: determine appropriate number of further cohorts for next 2 years based on organisational support, volume of quality applications received, and capacity of Culture, Leadership & Succession team.  Lack of procurement capacity to respond to opportunities could result in delays with the provision of national resources and programmes, resulting in reputational damage for HEIW.  Mitigation: schedule meetings with Procurement to share 2023-24 procurement requirements and priorities.

	Outcomes
	Influence and support a positive change in NHS Wales workplace culture and creating inclusive and compassionate climates demonstrated by senior clinicians across NHS Wales. Increased usage of Gwella@HEIW leadership resources, tools, and diagnostics.  Establishment of collective and inclusive clinical teams with a focus on patient safety and quality Robust pipelines of clinical leaders.

	Alignment with workforce plans
	There is a requirement for communications and engagement support to deliver the marketing and engagement in support of this strategic objective.  All other resources are in currently in place within the Culture, Leadership & Succession Team, but a demand/capacity review will need to be undertaken to ensure the viability of the team to meet demand going forward. Ongoing development of staff to service the facilitation and diagnostics will be required.

	Alignment with Financial plans
	Achievement of this strategic objective can be undertaken within existing funding and resources with the exception of dedicated communications and engagement support.

	Digital / Technology
	Support may be required from the digital team or Gwella supplier to enhance use of analytics and collection of appropriate data.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Scale and spread compassionate and collective leadership opportunities for leaders at all levels across NHS Wales

	WG Priority area(s):
	Workforce and Wellbeing.  Contributes to Action 57 in the National Workforce Implementation Plan

	Deliverable:
	3.1.3 Co-produce and deliver a quality assured national Compassionate Leadership development programme for leaders at all levels across health and care in Wales

	
	

	Baseline:
	The Workforce Strategy for Health and Social Care in Wales outlines the ambition that by 2030, leaders in the health and care system will display collective and compassionate leadership.  This has been reinforced within the 2023 Welsh government Workforce implementation Plan.  To embed compassionate leadership into policies and practice across NHS Wales requires an accessible range of national leadership and development resources and programmes for individuals at all levels, and organisations.  To maximise reach and provide a quality assured, consistent, d compassionate leadership programme for staff across health and care in Wales that is required, co-designed and informed by the service and credible experts.  The resulting programme will reflect the Compassionate Leadership Principles and include an on-line learning pathway to embed compassionate leadership behaviours at all levels.  This quality assured programme will enhance existing programmes including induction, management, and leadership programmes. This strategic deliverable aligns directly to the Workforce Strategy 2030 ambition.

	
	

	Quarter 1:

	Milestones
	· Develop the outline compassionate leadership programme for health and care in Wales co-designed.

	Actions
	· Engage with key stakeholders across health and social care to establish working group.
· Define programme scope.
· Develop programme outlines and evaluation criteria.

	Quarter 2:

	Milestones
	· Develop a range of educational modules to support delivery of the programme.

	Actions
	· Identify the educational content and assessment content.
· Develop a range of interactive digital resources bundles.

	Quarter 3:

	Milestones
	· Cascade and embed Compassionate Leadership programme across health and social care in Wales.

	Actions
	· Develop a non-line virtual pathway to support in person delivery using Gwella@HEIW.
· Undertake train the trainer sessions for in-person delivery.

	Quarter4:

	Milestones
	· Evaluate Compassionate Leadership Programme and explore option of educational credit.

	Actions
	· Undertake evaluation of impact of compassionate leadership modules.
· Scope and quality assure programme for use across health and care in Wales.

	
	

	Risks
	If key stakeholders do not engage in the design and development of the programme, it may fail to reflect organisational requirements and local context.  Mitigation: maximise support of NHS Wales Assistant Directors, Social Care Wales and other peer and national groups for the programme and the release of appropriate staff to participate in its development.

If key individuals from organisations are unable to be released co-develop the programme, milestones and timescales will slip, resulting in lack of scale and spread of compassionate leadership behaviours across health and care in Wales.  Mitigation: Clarify and minimise level of input required by the service and establish a community of practice on Gwella to ensure all requirements and reviews are captured.

If Professor West is unable to commit support, the programme will lack authenticity and credibility.  Mitigation: Effectively utilise Professor West contract with HEIW to ensure support is prioritised.

	Outcomes
	The outcome will be to maximise HEIW’s leading role in influencing and supporting a positive change in NHS Wales workplace culture and creating inclusive and compassionate climates.  Compassionate leadership embedded into policies and practices across NHS Wales.  There will also be increased usage of HEIW culture, leadership and succession resources including the Gwella@HEIW leadership portal.  This will be measured through the production of quantitative data evidencing engagement with compassionate leadership programme and resources.

	Alignment with workforce plans
	This programme of work is aligned to the Strategic Workforce Plan for Health and Care in Wales and aimed at creating cultures of compassionate and collective leaders.  There is a requirement for support from organisations across health and care in Wales to inform the design and development of this programme.  All other resources are in place within the Culture, Leadership and Succession Team and in line with HEIW’s contract with Professor West.

	Alignment with Financial plans
	Achievement of this strategic objective can be undertaken within existing funding and resources, with the exception of costs for quality assurance or accreditation of the programme.

	Digital / Technology
	Gwella@HEIW will be used to support this work programme and host all relevant resources.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Create diverse and multi-professional pipelines of aspiring leaders for NHS Wales

	WG Priority area(s):
	

	Deliverable:
	3.2.1 Market and recruit to Executive Director and Chief Executive Talent Pools, and NHS Wales General Management Graduates, delivering a leadership development framework in support of senior leader succession planning.

	
	

	Baseline:
	By April 2023, Chief Executive Talent for 2023-24 will have been nominated, verified and allocated to one of two cohorts of an Aspiring Chief Executive Programme.  Collaboration on programme content and delivery will have taken place with this talent pool.  In addition, aspiring Executive/Board Directors will have been identified via the 2023-2025 talent pool application process.  Recruitment to the 2023-2025 General Management Graduate programme will have completed with selection and confirmation of candidates taking place as we enter Q1 2023-4.

	
	

	Quarter 1:

	Milestones
	· Onboard General Management Graduate cohort 2023-25 and evaluated/reviewed recruitment process.
· Verify Talent Pools for Executive/Board Directors and Chief Executives in place with development gaps identified to inform associated development frameworks.

	Actions
	· Confirm successful candidates for the Graduate Programme 2023-25 and engagement plan and commence onboarding.
· Commence evaluation of revised recruitment process for 2023-25 programme.
· Finalise design and commence delivery of the Chief Executive Development Programme for Cohort 1.
· Complete verification Panels for the Executive/Board Director and onboard successful candidates to the Talent Pool.
· Gain approval for the Aspiring Executive Development Centre Design and Model for NHS Wales, faculty trained, and implement pilot for Executive/ Board Director Talent Pool.
· Establish coaching and Mentoring Framework.

	Quarter 2:

	Milestones
	· Develop 3-day induction for 2023–25 cohort and commence marketing and engagement for 2024–26 General Management Graduate cohort.
· Deliver the Chief Executive Development Programme for Cohort 2 commenced, and design and commence the Development Framework for Executive/Board Director Talent Pool.

	Actions
	· Complete the 2023-25 Graduate Programme Induction.
· Agree recruitment/ selection plan for 2024-2026 NHS Wales Graduate Programme.
· Commence marketing campaign for 2024-2026 NHS Wales Graduate Programme.
· Commence Cohort 2 of Chief Executive Development Programme.
· Complete and evaluate Aspiring Executive Talent verification process to include Development Centre Model roll out.
· Recruit to Aspiring Executive Development Programme.
· Commence a Senior Leadership Experience cohort.
· Commence Phase 1 Executive Mentoring Programme for Executive / Board Director Talent Pool.

	Quarter 3:

	Milestones
	· Commence recruitment and selection for 2024–26 NHS Wales General Management Graduate Programme.
· Continue design and delivery of Executive /Board Director Development framework offer: Masterclasses/ Senior Leadership Experience.

	Actions
	· Confirm organisational commitment and commence selection process for NHS Wales General Management Graduate Programme 2024-26.
· Identify stakeholder engagement with organisational representation to participate in General Management Graduate sifting, interviewing and assessment centres.
· Complete cohort of Senior Leadership Experience and commence 2nd cohort.
· Commence Aspiring Executive Development Programme.
· Design and commence Executive Masterclass offer based on Aspiring Executive development needs/gaps.

	Quarter4:

	Milestones
	· Complete General Management Graduate Programme 2024-26 recruitment /selection.

	Actions
	· Deliver observer training for Graduate assessment centres.
· Commence selection process to include Assessment centres and interviews.
· Commence Phase 2 Executive Mentoring Programme for Executive / Board Director Talent Pool.
· Complete cohort of Senior Leadership Experience and commence 3rd cohort.

	
	

	Risks
	Many of the deliverables are dependent on stakeholder engagement, without which we will be unable to actively recruit, sift and develop aspiring and potential leaders.  Lack of engagement due to service pressures or other issues may result in process delays and a reduction in talent pipeline readiness.  In addition, procurement capacity issues may impact delivery.

	Outcomes
	The outcome will include visibility of senior leadership and executive level national and local talent pipelines and the recruitment and development of future senior leaders through delivery of the national General Management Graduate Programme.  It will also result in compassionate and inclusive senior leadership through delivery of a range of accessible executive development opportunities.  It will result in credible candidates for Executive and Chief Executive positions across NHS Wales who can influence and support a positive change in NHS Wales workplace culture and creation of inclusive and compassionate climates.  The evaluation of recruitment processes and development opportunities will ensure outcome achievement and high quality user experience.

	Alignment with workforce plans
	Currently there is one General Manager Graduate Programme Manager managing this work.  A Band 4 Programme Support Officer has been appointed and due to start end January 2023.

	Alignment with Financial plans
	Funding has been secured for future General Management Graduate cohorts.  HEIW will fund 100% of programme year 1 and the first 6 months of programme year 2.  The respective organisation will find the final 6 months of the gradate during year 2.  The Master’s Degree qualification will be fully funded by HEIW.  Additional places can be purchased by organisations, which organisations will 100% fund themselves.  A Business Case will be required to support additional funding required to support the Chief Executive Programme as this was not previously resourced.

	Digital / Technology
	Support may be required from the digital team or Gwella to enhance collection of appropriate data.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Create diverse and multi-professional pipelines of aspiring leaders for NHS Wales

	WG Priority area(s):
	

	Deliverable:
	3.2.2. Enhance Gwella@HEIW with talent management software that effectively enables the management, visibility and development of talent for all professions

	
	

	Baseline:
	As outlined in the Welsh Government National workforce implementation plan published January 2023, Gwella@HEIW gives open access to credible leadership offerings and resources, and has received half a million hits to date, has over 3,000 registered users and hosts dozens of vibrant leadership networks and communities of practise helping to create a compassionate leadership social movement.

Talent Management software has been developed and will be embedded into Gwella to provide visibility and management of talent through the development and use of success profiles and dashboards. Whilst providing vital intelligence regarding the skills and skills gaps of our workforce, the dashboards will enable reporting on demographic and equality data, ensuring our processes are inclusive creating diverse talent pipelines.

	
	

	Quarter 1:

	Milestone
	· Self and 360 Assessment functionality embedded into Gwella@HEIW in support of embedding compassionate cultures and succession planning.

	Actions
	· Evaluate self and 360 assessment capabilities on Gwella post phase 1 to identify any further enhancements.
· Confirm phase 2 self and 360 assessment functionality transition timescales.
· Widely market self and 360 capabilities, including success profiles and competency frameworks.

	Quarter 2:

	Milestone
	· Talent Dashboard functionality released into Gwella enabling reporting on Equality and Profession data to providing visibility of diversity data.
· Review and Evaluate the Executive Talent Pool application process on Gwella.
· Commence Gwella re-procurement exercise.

	Actions
	· Confirm delivery timeline to enable Talent Dashboard reporting in Gwella@HEIW.
· Test and finalise Executive talent pool dashboard reporting capabilities.
· Review bespoke registration process functionality on Gwella following Executive Talent Pool Application Process.
· Develop lessons learnt to inform any enhancements required to Gwella.
· Develop and initiate tender specification in partnership with HEIW digital team and NWSSP procurement.

	Quarter 3:
	

	Milestone
	· Develop a work plan in partnership with the Gwella provider to influence improvements to Talent Management Software.

	Actions
	· Initiate a development plan and agreed release schedule with Gwella provider aimed at improving Talent Management capabilities.
· Identify timelines for the release of a resource signposting tool to support use of self-assessment or 360 assessments 
· Scope use of objective setting tool to practically support the acquisition of skills and competences in line with role requirements 
· Continue to engage with and inform ESR Talent Management Capabilities

	Quarter4:

	Milestone
	· Market and deploy Gwella talent functionality widely across Wales to strengthen workforce and succession planning across Wales.

	Actions
	· Engage with all professions to utilise talent capabilities as part of their talent management processes, providing access to profession specific national talent dashboards.
· Engage with talent & OD leads within organisations to maximise use of Gwella Talent capabilities in support of local talent management processes.
· Gwella Tender successfully awarded to enable business continuity of the HEIW leadership portal and talent management solution.

	
	

	Risks
	If the provider is unable to deploy talent management solutions in line with agreed timescales, reputational damage may be incurred by HEIW.  Mitigation: effectively manage work programme and relationships to maximise achievement of timescales and identify solutions if slippage is projected.

If organisations or professions need significant support to use the Talent Management software, there may be lack of capacity within the HEIW Leadership & Succession Team to support the deployment and maximise the investment.  Mitigation: Explore the support model that can be provided by the supplier, flexing as required to support organisations directly.

	Outcomes
	Provision of national talent dashboards enabling reporting on talent and skills across professions in Wales.  The ability to capture equality data of talent pool candidates on Gwella at the point of sign up.  Visibility of aspiring executive NHS Wales talent and diversity of talent pools.  Reporting on gaps in succession pipelines and lack of diverse representation, enabling targeted interventions and workforce planning across NHS Wales.  Provision of Gwella talent management capabilities to local talent and OD leads within NHS Wales, strengthening local talent management at all levels.

	Alignment with workforce plans
	This digital programme of work is aligned to the Strategic Workforce Plan for Health and Care in Wales and aimed at creating cultures of compassionate and collective leaders and effectively managing talent and succession planning line with the NHS Wales Succession Planning Strategy.

	Alignment with Financial plans
	Achievement of this strategic objective can be undertaken within existing funding and resources, with the exception of costs for software enhancements if required.

	Digital / Technology
	The Culture Leadership and Succession Team are established to deliver this work programme. An alignment with the digital team will be established to maximise learning and benefits resulting from the establishment of Y Ty Dysgu.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Create diverse and multi-professional pipelines of aspiring leaders for NHS Wales

	WG Priority area(s):
	

	Deliverable:
	3.2.3 Deliver the national programme to develop the Workforce & OD Profession, in partnership with NHS organisations and HPMA Cymru

	
	

	Baseline:
	Our workforce is moving through an expedited period of transformation with focussed delivery on three key areas of the National Workforce Implementation Plan 2023: (1) fill workforce gaps, (2) engage support and (3) develop, plan for the future.  The development of the workforce and organisational development profession is a key part of supporting this work and achieving the transformation at pace needed.  The programme of work to develop the profession will focus on best practice sharing, resources and content to aid learning and establish baseline competencies and developing professional standards.

	
	

	Quarter 1:

	Milestones
	· Initiate the development of the People Profession Programme.

	Actions
	· Establish work plan activity for each of our programme goals.
· Establish communications and reporting plans.
· Launch a playlist to showcase the programme of work via Gwella.
· Build on the Gwella People Profession Community to include creation of a career development collateral (e.g. career stories, interactive career pathways and career conversation framework).
· Commence a social media campaign to showcase our investment in the people profession.
· Commence delivery of bespoke strategic and practitioner development Programmes for our OD leaders and practitioners to increase skills, capabilities, and capacity.

	Quarter 2:

	Milestones
	· Develop the People Profession’ programme plan activity in train, people profession community engagement in place and steering group effectively developing a ‘vision and supporting implementation plan’ for the future of the NHS Wales People Service.

	Actions
	· Connect people profession community through two-way communications channels, engagement events, better utilisation of Gwella and introduction of communities of practice.
· Strengthen people profession brand and recognition as an employer of choice through creation of attraction and social media campaigns, tools and engage with careers initiatives and events.
· Establish a Career Pathways Hub on Gwella to house all career development collateral (e.g. career stories, interactive career pathways and career conversation framework).

	Quarter 3:

	Milestone
	· Make available a range of engaging and interactive collateral and resources and undertaken demonstrable and effective people profession community engagement.

	Actions
	· Develop discovery and definition of the job families and job family groups within the NHS Wales People Profession.
· Create of a ‘broad’ suite of success profiles by specialist discipline and provision of a self-assessment tool mapped to an NHS Wales adapted CIPD Profession Map hosted by Gwella@HEIW.  Pilot agreed specialist discipline.
· Commence delivery of bespoke strategic and practitioner development programmes for our HR Business Partnering leaders and practitioners to increase skills, capabilities, and capacity.

	Quarter4:

	Milestones
	· Evidence measures of success established and shared with stakeholders and the people profession community.

	Actions
	· Publish a ‘vision and supporting implementation plan’ for the future of the NHS Wales People Service.
· Publish an evaluation paper to showcase year 1 progress and benefits focus, to be shared with key stakeholders and communicated to people profession community.
· Develop a business plan to secure HPMA funded support in developing and broadening our ‘developing the people profession’ proposition.

	
	

	Risks
	We need to consider levels of engagement, resources allocated both physical and financial, technology contributions and data sets (hosted by Gwella & ESR) and other all-Wales programmes of work.

	Outcomes
	Outcomes will include broader diversity in our people profession community; attraction and onboarding of future fit people profession skills, expertise and experience.  It will also include improved talent mobilisation of the people profession community across NHS Wales and publication of a vision and supporting implementation plan for the future of the NHS Wales People Service.  The outcome will also include the establishment of an active People Profession Academy for Wales and a robust talent plan for the NHS Wales People Profession all of which will contribute to an expedited delivery of the Healthier Wales Workforce Strategy.

	Alignment with workforce plans
	To be determined, however, we envisage additional resources as well as the support of ‘all-Wales’ task and finish groups.  There may also be some third-party expertise commissioned for work package activity.

	Alignment with Financial plans
	Funding has been agreed for a two-year programme lead post.  In addition, the business case will determine wider resource requirements.

	Digital / Technology
	Digital team (ESR) support will be necessary for the success of this programme of work for access to data.   Gwella@HEIW will be used to support this work programme and host all relevant resources.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Scale and spread compassionate and collective leadership opportunities for leaders at all levels across NHS Wales

	WG Priority area(s):
	Contributes to Action 20, 32 and 58 in the National Workforce Implementation Plan

	Deliverable:
	3.3.1 Develop national resources to support the induction and onboarding of new Directors and Chief Executives into NHS Wales

	
	

	Baseline:
	There are no existing national resources to support and onboard new Directors and Executive Directors into NHS Wales.  An awareness of the Welsh context, governance and support to develop effective relationships across the health and political arena is essential in the first 6 months, particularly for individuals appointed outside of NHS Wales.  In 2021-22 we funded an initiative to provide consultant support to several CEOs new to Wales as well as to their teams.  This was well received and coupled with feedback from organisations it reinforced the need for more national support for induction and onboarding at the most senior levels.

	
	

	Quarter 1:

	Milestones
	· Baseline of existing Executive Director induction programmes and Executive resources used across NHS Wales and the other UK systems identified and documented.

	Actions
	· Review the baseline data to explore gaps and requirements recommending a model for NHS Wales.
· Engage with directors and CEOs to confirm any specific requirements.

	Quarter 2:

	Milestones
	· Stakeholder reference group established to review baseline data and recommendations.

	Actions
	· Scope an outline programme that proposes an active offering and suite of digital resources.
· Harness feedback and improvements from the stakeholder group to inform the final outline programme.

	Quarter 3:

	Milestones
	· NHS Wales new CEO/Executive Director Induction & Onboarding Programme and Resources presented to Executive Directors / Talent Board for sign-off.

	Actions
	· Develop, test and review induction and onboarding resources with Service representatives and aspiring CEOs and Executive Directors from the NHS Wales Executive Talent Pool.

	Quarter4:

	Milestones
	· NHS Wales CEO & Executive Director Induction & Onboarding programme and resource bundle launched.

	Actions
	· Undertake engagement with key stakeholders within organisations and widely promote.

	
	

	Risks
	If key stakeholders and Executive Directors influencers do not engage with the identification or review of the national resources, they will fail to meet specific requirements or be seen as a credible and important resources.  Mitigation: maximise the use of the Aspiring Executive Talent Pool to support the development of these resources.

	Outcomes
	A consistent approach that sets out the NHS Wales health and political context for new CEOs and Executive Directors including to NHS Wales.  Enables NHS Executives to be effective in their role soon after their commencement.

	Alignment with workforce plans
	This strategic objective is aligned to the Workforce Strategy for Health and Care in Wales.

	Alignment with Financial plans
	Achievement of this strategic objective will require funding in order for HEIW to provide a national CEO and Director Induction programme with access experts across the system and enable an active offering to include coaching, mentoring etc. Financial impact will be determined after further scoping has been undertaken.

	Digital / Technology
	Support will be provided from the Gwella Leadership Team.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Influence cultures that promote retention, staff wellbeing, improved engagement and effective teamworking within NHS Wales

	WG Priority area(s):
	Workforce and Wellbeing.  Also contributes to Action 41 in the National Workforce Implementation Plan

	Deliverable:
	3.3.2 Review and update with partners the NHS Core Principles setting out expectations for both employers and employees to drive positive employee experience and improved quality

	
	

	Baseline:
	Action 2 of the Workforce Strategy for Health and Care in Wales (2020), committed to introduce a ‘Staff Governance’ Framework that set out the expectations for both NHS Wales employers and employees, and aimed at driving positive employee experience and improved quality.  Developed in partnership with professional and staff organisations their aim is to drive all policies that affect the workforce.  The NHS Core Principles already exist and describe how we can work together to make sure that what we do, and how we do it, is underpinned by a strong shared common sense of purpose.  Following consultation with the service and trade unions, a decision has been made to merge the two and develop a set of revised NHS Core principles instead. 

	
	

	Quarter 1:

	Milestones
	· Establish a steering group responsible for the design of the revised core principles.

	Actions
	· Seek nominations from NHS Employers and Welsh Partnership Business Committee to support the review and redraft of the NHS Core Principles.

	Quarter 2:

	Milestones
	· Draft revised core principles developed.

	Actions
	· In partnership, drawing upon research, redesign and review our NHS Core Principles.

	Quarter 3:

	Milestones
	· Revised Core Principles signed off at Welsh Partnership Forum.

	Actions
	· Host stakeholder engagement to test revised draft principles and narrative seeking feedback and refining principles as appropriate.

	Quarter4:

	Milestones
	· Revised core principles launched and shared with stakeholders.

	Actions
	· In partnership, develop digital resources to be hosted on HEIW website and Gwella@HEIW.

	
	

	Risks
	Multiple stakeholder engagement that may impact progress if participants are unable to attend due to service pressures including the impact of industrial action.

	Outcomes
	A clear set of core principles that outline the behaviours and actions that staff can expect from NHS leaders and colleagues to improve the experience of working in the NHS for everyone to aid attraction and retention.

	Alignment with workforce plans
	No additional workforce is required to deliver this work.

	Alignment with Financial plans
	Achievement of this deliverable can be undertaken within existing funding and resources.

	Digital / Technology
	Gwella team to support development of digital resources.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Influence cultures that promote retention, staff wellbeing, improved engagement and effective teamworking within NHS Wales

	WG Priority area(s):
	Workforce and Wellbeing.  Also contributes to Action 20, 32, 37 and 41 in the National Workforce Implementation Plan

	Deliverable:
	3.3.3 Work with partners to transform traditional HR approaches to reflect compassionate people practices and processes and ensure that the core needs of staff are met and are an integral part of organisational planning.

	
	

	Baseline:
	NHS Wales’ Managing Attendance at Work and Respect and Resolution Policies have helped shape a progression towards transformational people practices where retribution makes way for restoration and learning.  A Social Partnership Group consisting of members from the Welsh Partnership Forum is well established and delivered NHS Wales’ Healthy Working Relationships cultural development.  The All-Wales Mediation Network that forms part of this work is hosted by HEIW.  The Healthy Working Relationships social partnership group is currently scoping priorities for 2023 so that compassionate leadership principles are incorporated into HR approaches.

Two Health Boards in Wales have been working alongside Merseycare on the development of a Just and Learning Culture.  Aneurin Bevan UHB (ABUHB) has adopted an avoiding employee harm programme that has specifically looked at safer workplace investigations.  HEIW and ABUHB will be hosting two events in March 2023 to share the learning from this work with leaders and HR professionals from across Wales.

The NHS Wales Staff Survey group and Professor Michael West defined the question set for 2023-24 to ensure that organisations can assess how systems, policies and procedures can positively contribute to workforce health and wellbeing.

	
	

	Quarter 1:

	Milestones
	· Establish commitment from Welsh Partnership Forum to review traditional punitive HR approaches and replace them with compassionate practices that offer opportunities for learning.

	Actions
	· Plan and host a symposium with senior leaders from WG and NHS Wales and TU partners to raise awareness on the impact line management approaches has on individuals, teams and organisational culture.

	Quarter 2:

	Milestones
	· Deliver Compassionate People Practices Programme that ensures Employee Investigations become a last resort.
· Provide NHS organisations with systematic ways of collecting data to understand and develop local retention strategies.

	Actions
	· Design programme of learning for NHS leaders, HR professionals and TU reps that will include testing new approaches.
· Develop and launch a toolkit to support NHS organisations successfully undertake stay and exit interviews, gathering feedback to allow organisation better to understand why employees stay and what might cause them to leave.
· Share the NHS Wales Staff Survey data with Healthy Working Relationships social partnership group to underpin and identify workforce culture transformation actions.

	Quarter 3:

	Milestones
	· Launch and share dedicated pages on Gwella@HEIW that support a new compassionate approach to HR practice.

	Actions
	· In partnership, develop digital resources to be hosted on Gwella@HEIW to support line managers and the wider workforce across the professions to build skills and capabilities and take a proactive and preventative approaches to issues that may arise in the workplace.

	Quarter4:

	Milestones
	· Revised NHS Wales Disciplinary Policy and Procedure circulated for consultation.

	Actions
	· Partnership Group to draw upon learning and research to draft a revised approach to employee investigations that will include the wellbeing of our workforce and embed the practice of compassionate leadership in a tangible way that makes a difference to our workforce day to day.

	
	

	Risks
	Multiple stakeholder engagement that may impact progress if the service is unable to engage due to pressures.

	Outcomes
	Reduction in the number of employee investigations in NHS Wales.  Greater understanding of retentions issues.  Increased retention.  Improved organisational performance.

	Alignment with workforce plans
	The work will be delivered utilising existing establishment resources.

	Alignment with Financial plans 
	Achievement of this deliverable can be undertaken within existing funding and resources.

	Digital / Technology
	Gwella team to support development of digital resources.



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality 

	Strategic Objective:
	Ensure equality, diversity, inclusion is embedded in all that we deliver

	WG Priority area(s):
	Core Supporting Functions.  Also contributes to Action 44 in the National Workforce Implementation Plan

	Deliverable:
	3.4.1 Implement HEIW’s Strategic Equality Plan (SEP) incorporating Welsh Government Equality, Diversity and Inclusion Action Plans ensuring an intersectional approach

	
	

	Baseline:
	Our revised Strategic Equality Plan for 2023-2027 now incorporates our responsibilities within the Anti Racist Wales Action Plan.  Our Equality Impact Assessment Process is embedded across all HEIW functions.  Delivery of our bite sized Equality, Diversity and Inclusion (EDI) learning opportunities for our rolling twelve month programme is underway.   EDI governance arrangements are well established and in place.  We have strong working relationships with our external stakeholders.

	
	

	Quarter 1:

	Milestones
	· Enabling actions for the delivery of our SEP Objectives for 2023-2026 established and agreed.

	Actions
	· Engagement and consultation of enabling actions for SEP Objectives to HEIW functions.

	Quarter 2:

	Milestones
	· All functions will understand their roles and responsibilities in the delivery of their enabling actions.

	Actions
	· Develop and share a guidance to support functions understanding their roles delivering the actions.
· Communicate and engage with HEIW functions.

	Quarter 3:

	Milestones
	· All functions share and report progress against SEP objectives through EDI Steering Group and Mid-Year Service Reviews.

	Actions
	· Monitor progress against delivery of enabling actions within the SEP.

	Quarter4:

	Milestones
	· Publication of our Annual Equality Report (incorporating our Gender Pay Gap).

	Actions
	· Collate responses from all HEIW functions.
· Analysis of our workforce data.
· Draft Annual Equality Report.

	
	· 

	Risks
	Welsh Government LGBTQ+ and Disability Action Plans due to be published during 2023 may impact enabling plan actions but won’t impact our SEP Objectives as we have taken an intersectional approach to its design.

	Outcomes
	SMART Objectives designed to our organisational needs (previously aligned up to Public Body Equality Partnership Objectives).  For our workforce objectives the NHS Staff Survey Data, ESR Equality Data and Workforce Data will provide measurement.  Within commissioning and education objective, increasing diversity across our programmes so that they are reflective of our communities within Wales.  We will have established a network of service users, community groups and third sector organisations alongside membership and accreditations.

	Alignment with workforce plans
	We are committed to having a diverse workforce reflective of the people and communities of Wales.  We value individual uniqueness and diversity and believe that this helps us to deliver services that reflect the needs of everyone in our community.  Through the way we carry out our business, our individual actions, practices, policies and procedures, we aim to be an accessible and inclusive employer underpinned by Compassionate Leadership at all levels.

	Alignment with Financial plans
	Achievement of this strategic objective can be undertaken within existing funding and resources.

	Digital / Technology
	Y Ty Dysgu Learning Platform will host our digital content alongside our internet and SharePoint pages.  Our data analytics team will be required to support the delivery of our Gender Pay Gap reporting.



	AIM:
	Shaping Leadership and culture in NHS Wales – Embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Ensure equality, diversity and inclusion is embedded in all that we deliver

	WG Priority area(s):
	

	Deliverable:
	3.4.2 Advance equality in training and education for students, trainees and learners who undertake training commissioned and provided by HEIW

	
	

	Baseline:
	The HEIW Strategic Equality Plan has a clear objective to:  Create opportunities to implement programmes of work that directly address Differential Attainment across our staff, students, and trainees.  With clear evidence and measures of direct input and impact on service users.  The HEIW Advancing Equality in Training Group has a clear commitment to develop, monitor and review a programme of activity to identify gaps in different health education and training areas to eliminate discrimination, advance equality and foster good relations.  The ambition is to develop and deliver clear mechanisms to identify and remedy the variation in attainment for different professional groups and the identification of interventions aimed at addressing the issues.

	
	

	Quarter 1:

	Milestones
	· Established the governance arrangements and identified the resources needed to manage this programme of work.

	Actions
	· Identify the capacity and resources to manage the work programme.
· In conjunction with feedback from stakeholders and group members, formulate a work programme plan.
· Establish arrangements to identify data sources evidencing equality and attainment across the education and training programmes in HEIW.

	Quarter 2:

	Milestones
	· Identified the data sources evidencing equality and attainment across the education and training programmes in HEIW.

	Actions
	· Research and identify existing sources of information across the education and training programmes evidencing the impact of differential attainment (DA).
· Develop metrics to enable standardised reporting on DA to the Equality Diversity and Inclusion Steering Group.

	Quarter 3:

	Milestones
	· Developed an initial suite of interventions to address the DA gap across professions and programmes.

	Actions
	· Research and identify existing training and resources available to support the professions and programmes.
· Plan for new resources and training to address specific areas of concern identified through data collection.
· Establish preferred platform for hosting information and resources (Y Ty Dysgu/ Gwella).
· Begin to develop a multi-disciplinary differential attainment hub providing access to resources and information.

	Quarter4:

	· Milestones
	· Developed mechanisms to report on evidence and measures of direct input and impact on service users including patients, staff, students, trainees and SAS Doctors.

	Actions
	-	Create a multi-disciplinary differential attainment hub providing access to resources and information about training and share this with stakeholders.
· Prepare report on evidence and measures of direct input and impact on service users.

	
	

	Risks
	If we are unable to engage with the service to inform the creation of the mechanisms to identify and remedy the variation in attainment for different professional groups, then we may not fully consider the interventions to address DA issues resulting in a plan that does not deliver the required improvements necessary to address these issues.

	Outcomes
	Remedy the variation in attainment for different professional groups.  Interventions to address the issues identified.  Advance equality in training and education.

	Alignment with workforce plans
	Resources identified: Band 5 Advancing Equality in Training Officer.

	Alignment with Financial plans
	Resources identified Band 5 Advancing Equality in Training Officer.

	Digital / Technology
	Support to develop the data dashboard and reporting



	AIM:
	Shaping Culture and Leadership in NHS Wales – embedding compassionate leadership principles to develop cultures that support inclusion, wellbeing and quality

	Strategic Objective:
	Ensure equality, diversity, inclusion is embedded in all that we deliver

	WG Priority area(s):
	Contributes to Action 49. 50, 51 and 52 in the National Workforce Implementation Plan

	Deliverable:
	3.4.3 Deliver the required actions in More Than Just Words to increase the Welsh language skills of the workforce, including exploration of the role of HEIW in respect of the Welsh translation profession

	
	

	Baseline:
	More Than Just Words (MTJW) is an ambitious plan set out by Welsh Government to strengthen Welsh language provision in health and social care.  Its aim is to support Welsh-speakers to receive services in their first language.  A refreshed five-year plan was issued in 2022 that sets out the expectations for health and care by Welsh Government.   The plan focus’ on culture and leadership, planning and policies, developing Welsh language skills in the workforce and sharing best practice.  HEIW as the national strategic workforce organisation will play a key part in embedding the attributes of the framework across all elements of education, training, leadership, and succession as well as promoting a culture of Welsh Language within the organisation.

The ability for staff and citizens to utilise Welsh in their everyday and professional lives as well as within health and care pathways is pivotal to care that is focused on the person.  HEIW will work with colleagues across the system to ensure we are striving toward bilingualism as the norm.

	
	

	Quarter 1:

	Milestones
	· Establish roles and responsibilities of HEIW with WG and national colleagues
· Define and agree priorities to deliver expedited work in National Workforce Implementation Plan

	Actions
	· Where HEIW has a joint role with other organisations across the system, agree what action will be undertaken and by who

	Quarter 2:

	Milestones
	· Publish the HEIW More than just words implementation framework which will set out how the organisation will address those actions where HEIW is the system leader

	Actions
	· Agree priority actions with HEIW organisational leads to ensure the benefits of bilingualism are promoted throughout professional and training pathways

	Quarter 3:

	Milestones
	· Develop a national Welsh Language Profile Dashboard to show how much of the workforce are able to use Welsh Language

	Actions
	· Work with the HEIW data analytics team and NHS Wales organisations to establish data streams for Welsh language information to provide regular reporting of progress

	Quarter4:

	Milestones
	· Undertake an annual review of progress against the HEIW Implementation Framework

	Actions
	· Collate information from each workstream within the framework and analyse progress against pre-agreed measures for success

	
	

	Risks
	Work to embed Welsh Language requires buy in from internal area leads and all staff to embrace bilingualism as a way of working in their everyday professional lives and promote bilingualism in their areas of work.  There is also a risk that organisations across the system will not be able to engage to the level required due to the current and ever-growing pressures.

	Outcomes
	This work will support the vision that Cymraeg is embedded across HEIW active offer and throughout education, commissioning, and training pathways so the current workforce are supported and encouraged to actively promote bilingualism and the future workforce understand the positive impact on outcomes that being bilingual brings.  Welsh language skills reporting across the system will demonstrate the level of skill and show there is an awareness staff should be actively supporting bilingual culture.  Measuring feedback of HEIW’s active offer promoting bilingualism will indicate the understanding of those undertaking the training.

	Alignment with workforce plans
	Band 6 Welsh Language Compliance Officer to support and promote bilingualism within HEIW and support organisational leads in embedding bilingualism as a concept throughout HEIW’s work.
An additional business case will be submitted to Welsh Government that responds to the identified priorities in the National Workforce Implementation plan

	Alignment with Financial plans
	Creating effective resources to demonstrate the value and impact of bilingual services and everyday work life is a professional skill that HEIW would need to procure.  Initial research has indicated that £25k budget would be sufficient to create these resources.

	Digital / Technology
	Support in creating national Welsh language profile dashboard and enabling the continuous data stream to support ongoing reporting requirements.
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