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FOREWORD FROM THE CHAIR AND CHIEF EXECUTIVE



After a very busy year setting up our new organisation it gives us great pleasure to present the first Health Education and Improvement Wales plan.   Although just an annual plan for 19/20 we hope that it still provides a flavour of the huge opportunities that lie ahead as we set about achieving our vision “transforming the workforce for a healthier wales”. 

We are building on an excellent legacy from predecessor organisations – the Workforce Education Development Service, the Wales Deanery and the Wales Centre for Professional Pharmacy Education.   We are fortunate to have inherited some fantastic innovation and developments, but even more fortunate to have inherited a fantastic group of staff who have demonstrated such professionalism and commitment during the last 12 months.  We have also been able to welcome some new staff to HEIW as we build our capacity to deliver on the new functions and responsibilities we have been given. 

Significant ambitions have been set for HEIW and we are keen to start to deliver on those expectations in the next 12 months. “Improvement” will be threaded through everything that we do.  “A Healthier Wales” is clear about the vital importance of developing a sustainable workforce for the health and social care system, and has given this lead role to us, alongside our colleagues in Social Care Wales.  This is important context for our work next year, driving the development of a collaborative workforce strategy as well as improvements in education and training, workforce development, and leadership.  We are also keen to use the expertise and experience that exists within our organisation to provide more immediate support to our NHS colleagues in improving he safety and quality of patient care – strengthening the primary care workforce, supporting implementation of the single cancer pathway, and improving international medical recruitment, to name just a few.  

We have been overwhelmed by the support, advice and interest we have received from our partners and stakeholders over the last 12 months, and we are fully aware of the importance of continuing to build and develop these relationships and networks. We look forward to working alongside you to play our part in improving the system of health and social care in Wales in the year ahead. 

We hope that you find the plan helpful and we welcome your comments so that we can improve our planning in the future.
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EXECUTIVE SUMMARY


This is the first annual plan for Health Education and Improvement Wales, setting out our key objectives for 2019/20.  These have been developed in the context of our Strategic Objectives for 2018-21 which have been developed in conjunction with Welsh Government, tested with partners through our stakeholder engagement and shaped by our staff.  

As a new organisation we appreciate the importance of raising awareness and understanding of who we are and what we do. We have a clear set of functions which include some inherited and new areas of responsibility and are building on a strong foundation of good practice and innovation. Our vision for the new organisation is “Transforming the workforce for a healthier Wales” in recognition of the significant opportunities we have in delivering improvement for the health and care system.  Clearly we need to balance this with the ongoing development of our new organisation but we are keen to add value as soon as possible.

We have developed our Annual Plan for 2019/20 in the context of the planning, policy and legislative framework in Wales and across the UK.  A critical driver is clearly ‘A Healthier Wales’ and this has driven a number of our objectives.  We have also used our intelligence gathering from other NHS organisations to ensure that we are clear on the priorities and themes that need our support.   

Our key objectives for 2019/20 are as follows:

Strategic Objective 1 - As a new organisation establishing HEIW as a valued and trusted partner, an excellent employer and a reputable and expert brand.  

	By the end of 2019/20 we will have…
	1A Implemented an internal and external communication and engagement strategy.

	
	1B Developed and implemented a People and OD Strategy for the new integrated organisation.

	
	1C Established a comprehensive framework of policies, processes and systems for the new organisation including Welsh Language, well-being and diversity requirements.



Strategic Objective 2 - Building a sustainable and flexible health and care workforce for the future.

	By the end of 2019/20 we will have…
	2A Published a transformational workforce strategy for health and social care as per ‘A Healthier Wales’.

	
	2B Developed and improved the education and training available to:
i. Health professionals and healthcare staff.
ii. Dental teams.
iii. Doctors in training.
iv. Pharmacists.

	
	2C Developed a single comprehensive framework encompassing advanced and consultant practice, extended skills and postgraduate career development

	
	2D Worked with partners to scope careers activity across health and opportunities to widen access.
2E Developed and implemented the 20/21 Education and Training Commissioning Plan for health professionals






Strategic Objective 3. With Social Care Wales shaping the workforce to deliver care closer to home and to better align service delivery.

	By the end of 2019/20 we will have…
	3A Implemented an increase in the number of GP training places offered in Wales.

	
	3B Developed a workforce plan for the new primary care model based on enhanced and extended multidisciplinary teams.

	
	3C Created a framework to expand education and training in primary and community care settings across all professional groups.

	
	3D Worked with Social Care Wales to address priority workforce requirements including those arising from Regional Partnership Boards, to deliver A Healthier Wales




Strategic Objective 4. Improving quality and safety by supporting NHS organisations find faster and more sustainable workforce solutions for priority service delivery challenges.

	By the end of 2019/20 we will have…
	4A Developed workforce solutions to support NHS organisations in improving care in a number of priority areas:
i. Unscheduled Care including urgent OOH Primary Care;
ii. Cancer / Diagnostics;
iii. Access (Eye Care);
iv. Other national priority areas.

	
	4B Reshaped our professional development resources and programmes to address key priorities identified by staff, NHS organisations and key policy matters (including prevention).

	
	4C Introduced an International Recruitment system to attract a range of overseas health professionals into NHS Wales and identified opportunities to offer further professional support and development for SAS doctors.
4D Developed a range of resources to support new ways of working.




Strategic Objective 5. Improving opportunities for use of technology and digitalisation in the delivery of education and care.

	By the end of 2019/20 we will have…
	5A Developed a plan to maximise the use of e-resources in the education and training environment.

	
	5B Scoped digital content and capacity building of current training and education programmes.

	
	5C Scope opportunity for integrated digital platform.

	
	5D Developed a clear plan for simulation.



Strategic Objective 6. Reinvigorating leadership development and succession planning across health and social care in partnership with Social Care Wales and Academi Wales.  

	By the end of 2019/20 we will have…
	6A Developed a health and care leadership strategy with Social Care Wales and Academi Wales for health and care.

	
	6B Mapped leadership and management resources and identified priority programmes for health and care.

	
	6C Implemented a succession planning and talent management framework for NHS Wales.

	
	6D Implemented an alumni leadership network 

	
	

	
Strategic Objective 7. Demonstrating value from investment in the workforce and the organisation.  



	
By the end of 2019/20 we will have…
	7A Developed value based methodologies to monitor and evaluate the impact of education and development.
7B Developed a plan for future allocation of SIFT

	
	7C Implemented an integrated performance framework to underpin delivery of annual plan.


As outlined in the financial section of Chapter 5 many of these objectives can be delivered from existing resources and capacity, others that have been prioritised against our growth funding and a few that require external support.

The majority of our budget continues to be spent on education commissioning and this has benefitted from increased investment over recent years, which will continue into 2019/20.  In addition to the commissioning of traditional professional roles this has also included new roles such as Physicians Associates and education to support advanced practice.  In future this function will be aligned with the requirements of the Workforce Strategy.  

Critical to the delivery of our plan for 19/20 are the enabling plans that help support the delivery of these seven key objectives and our ongoing business.  The HEIW establishment of circa 400 staff encompasses a wide range of skilled staff positioned across Wales that differentiates HEIW from our partners in NHS Wales including educationalists, clinicians and professional staff with the appropriate skillset to drive forward our strategic objective actions. To support this, a people and wellbeing strategy is to be developed further in 2019/20 alongside staff participating in annual appraisals to support understanding of the contribution of work in achieving our plan. 

Planning and Performance are to be a fundamental enabler for the organisation in 2019/20 ensuring an appropriate mechanism for review and monitoring of our strategic plan whilst developing and embedding a performance framework across a range of activities including projects, investment in education and training, quality and outcomes and corporate governance.

Our digital and IT section in 2019/20 is focusing its attention on maintaining and enhancing support provided in support of our education and training responsibilities whilst scoping opportunities to expand the breadth of it work across healthcare. The section is also keen to review how it can support the new digital agenda in support of the requirements of NHS Wales.

As we finalise our annual plan we need to be cognisant of the risks that will affect delivery to ensure that we have identified mitigating actions.  Strategic risks will be reported regularly to the Board.  




CHAPTER 1 – INTRODUCTION


1.1 Our Annual Plan 2019/20

We are pleased to present the first plan for Health Education and Improvement Wales.  This has provided us with the opportunity to start to integrate the expertise and experience of our legacy organisations with our new agenda.  Although we have been asked to develop an annual plan for 2019/20 this has been developed within the framework of our strategic objectives for the next 3 years.  

During 2019/20 we will build this annual plan to develop our first Integrated Medium Term Plan in line with other NHS organisations. 

1.2	Where we have come from

Heath Education and Improvement Wales was established as a Special Health Authority on 1 October 2018, bringing together the Wales Deanery, the Wales Centre for Pharmacy Professional Education and the NHS Workforce and Education Development Service.

The background to the establishment of the new organisation is well documented through two independent reviews both supporting the need to establish a single body to develop an integrated and comprehensive approach to the planning and development of the health workforce.  A number of key principles were set for the organisation including:

· To be part of the wider NHS family;
· To be driven by the health requirements of the population of Wales, reflecting the needs of different parts of Wales;
· To ensure patient safety is at the heart of all decision making processes;
· To undertake its functions in a fair and transparent manner, with evidenced based decision making;
· To ensure decisions are based upon a multi professional team approach which considers the dependencies across the full range of staff groups and professionals;
· To promote innovation in developing new roles within the NHS;
· To ensure effective engagement with professions to secure advice on safety and quality issues;
· To ensure arrangements for planning and developing the healthcare workforce have appropriate integration with the social care workforce;
· To ensure strong partnerships with universities and education providers to make the most effective use of the skills of educators;
· To streamline processes and structures ensuring that they are simple, cost effective and efficient;
· To provide clarity of roles, responsibilities and accountabilities between the new body, the NHS and other organisations;
· To reinforce values and behaviours which recognise the wider benefit to society of developing.

1.3	What we do

HEIW has a wide range of new and inherited functions as outlined on the table below:



	Function
	Description

	Workforce Intelligence
	HEIW will be the central, recognised source for information and intelligence about the Welsh health workforce.  It will provide analytical insight and intelligence to support the development of the current and future shape of the workforce.  It will act as a central body to identify and analyse sources of intelligence from Wales, UK and abroad.

	Workforce Planning
	HEIW will provide strategic leadership for workforce planning, working with Health Boards/Trusts and the Welsh Government to produce a forward strategy to transform the workforce to deliver new health and social models of service delivery.  In addition, through this process, HEIW will identify any new workforce models required within the NHS.

	Education Commissioning
	HEIW will utilise its funding to ensure value for money and the provision of a workforce which reflects future healthcare needs.  This will include commissioning and contracting as well as design and delivery of education and training.

	Quality Management
	HEIW will quality manage education and training provision ensuring it meets required standards, and improvements are made where required.  This will include supporting teachers, trainers, trainees and working closely with regulators.

	Supporting Regulation
	HEIW will play a key role representing Wales in liaison with regulators, working within the policy framework established by the Welsh Government. HEIW will also undertake, independently of the Welsh Government, specific regulatory support roles.

	Leadership Development and Succession Planning
	HEIW will establish the strategic direction for the development and delivery of leadership development for and succession planning for NHS Wales.

	Careers and widening access
	HEIW will provide the strategic direction for health careers and the widening access agenda, delivering an ongoing agenda to promote health careers.

	Workforce Improvement
	HEIW will provide strategic and practical support for workforce transformation and improvement, including skills development, role design, CPD and career pathway development.

	Professional support for Workforce and OD
	HEIW will support the professional workforce and OD profession within Wales.



Improvement is more than a function, it is an ambition that runs through all of our work and underpins our commitment as a system leader to deliver sustainable improvements for the people using our services and for the people delivering our services.

Some key facts about the new organisation are outlined below:

· We have an annual budget of over £200m, the majority  of which is spent on education
· We have over 400 core members of staff;
· We also work with over 1,800 medical and dental trainers and mentors, based in primary and secondary care;
· At any one time we are working with NHS colleagues to support:
· 3,000 training-grade doctors and dentists across Wales;
· approximately 9500 students/trainees across over 60 professions over a 3-year period via Health Professional Education and Training budget. 52% of these places in the period 2016-2018 relates to the support of pre-registration nurses. In 2019/20, our support will increase to circa 10,500 students/trainees following additional investment in places available.
· more than 4,000 pharmacists and pharmacy technicians in Wales.
· Over 700 optometrists to deliver enhanced eye care services to patients in primary care. 
· We offer over 50 different medical training programmes across foundation and specialty;
· We operate 12 district GP training schemes in Wales;
· We promote over 350 different careers in NHS Wales;
· We support the infrastructural and professional development of in excess of 1000 Staff and associate specialist (SAS) doctors in Wales.
· We support Continuous Professional Development of the workforce across a range of teaching methods. In 2018, this equated to over 900 courses to over 16000 attendees.

1.4	HEIW Vision

Our vision is “Transforming the workforce for a healthier Wales” which has been developed through engagement with staff, stakeholders and partners.  We will deliver this vision using our PEOPLE principles as outlined below

	P
	Planning ahead to predict and embrace changes and build a sustainable health and social care system

	E
	Educating, training and developing staff to meet the needs of patients and citizens in line with prudent healthcare principles

	O
	Offering opportunities for development to new and existing staff from all professional and occupational groups throughout career pathways

	P
	Partnership working to increase value for our citizens, patients, learners and staff

	L
	Leading the way, through continuous learning, improvement and innovation

	E
	Exciting, Enthusing, Engaging, Enabling and Empowering staff across all professional and occupational groups



1.5	HEIW Values and Behaviours

HEIW has also developed a Values and Behaviour Framework.  These values and behaviours have been developed by the 400 staff who have come together as a team to form HEIW and are

Respect for all
Together as a Team
Ideas that Improve

The full values and behaviours framework is attached at Appendix A.

1.6	Organisational and Governance Structures

With the establishment of HEIW as a statutory body new organisational arrangements have been introduced from 1 October 2018.  A Board has been established, consisting a Chair, Chief Executive, 6 Independent Members and 4 Executive Directors.  A “who’s who” of the Board is attached at Appendix B.  Executive Director portfolios are summarised on the following table:

	Executive Director
	Functions

	Director of Workforce and OD/Deputy CEO
	· Workforce strategy and planning
· Workforce intelligence
· Leadership development
· Careers and widening access
· Internal HR and OD
· Communications and engagement
· Professional support

	Director of Nursing
	· Strategic oversight for education planning and commissioning
· Quality management
· Supporting regulation
· Clinical leadership
· Career pathways /role design
· Integration
· Skills development

	Medical Director
	· Education planning and commissioning
· Quality management
· Supporting regulation
· Clinical leadership
· Appraisal and professional support
· Education development and delivery
· Workforce modernisation

	Director of Finance and Corporate Services
	· Financial Strategy and Planning
· Financial Governance and Accounting
· Budgetary control and reporting
· Business planning
· Costing, Contracting and Commissioning
· Performance management
· IMT/Digital
· Corporate Services 



1.7	Stakeholders and Partners

The importance of our partners and stakeholders cannot be over emphasised. Working together, understanding each other’s needs, and how we can best support each other is critical if we are to succeed individually and as a system.  To achieve this we will continue to communicate, engage and work closely with our partners and stakeholders.  .  We have also met a wide range of partners on an individual basis as part of our introductory meetings and have held a number of multi stakeholder engagement events. As a result, we have committed to a number of things to ensure they are fully involved in shaping our work going forwards, including:

•	Regular stakeholder bulletins;
•	Social media to inform and update;
•	Regular workshops, meetings and virtual working groups to inform and involve everyone in discussions on key topics;
•	HEIW workforce to attend and be part of key national mechanisms;
•	Involve stakeholders and partners in development of HEIW plans and work programmes; and,
•	Ensure formal agreements and understanding underpins key partnerships.

We are also working with partners across the UK – including colleagues in NHS Education Scotland, Health Education England, NHS Improvement, Department of Health in Northern Ireland and a number of professional bodies and regulators.

1.8	Welsh Language

HEIW is a new body, and therefore has not been named as a body that comes under the Measure.  However, we have decided to voluntarily adopt an approach to the Welsh language, which is in line with as far as is possible at this stage the Standards that apply to other health bodies.  A clear plan will be developed over the next six months of 2019-20.

Incorporating the need for Welsh Language skills within the healthcare workforce will be an important element of HEIW’s work in developing a new workforce strategy for health and social care during 2019/20.  We will be working with key partners both to understand the requirements and the solutions that we need to incorporate in our strategy. .

1.9	Key Achievements in 2018/19 

The new organisation is building on a strong legacy and some of the key achievements in 18/19 include:

	Achievement
	What is it?
	What difference has it made?

	Launch of All-Wales Medical Trainer Agreement (Secondary Care and Undergraduate Education), working in partnership with Universities.
	Wales is the first in the UK to adopt this single harmonised approach to recognition of trainers.
	The Agreement is fundamental to enhancing the quality of undergraduate medical education and postgraduate medical training in Wales by raising the profile and visibility of the trainer.

	Successful introduction of the Open University Nursing programme in Wales.
	Secured provision across Wales for a distance learning pre-registration Nursing programme (PRNP).
	Meets the widening access agenda as it increases the opportunities for individuals from a diverse range of backgrounds and locations to study, and achieve their full potential.

	Supporting Social care teams in relation to the administration of medicines.
	In partnership with Newport City Council social care team, WCPPE assessors facilitated the application of the national occupational standards for the administration of medicines to patients by carers to a number of care home managers in the authority.
	Care home managers who undertook the standards are now able to assess their own teams of care staff to safely administer medicines to individuals and thereby reduce the pressures on support services.

	Development of e-learning resource for dental teams

	A course to support dental professionals through an online quality improvement project to embed evidence base care for children aged 0-6.
	Roll out achieved with 119 practices taking part after a positive evaluation.

	Development of Quality Improvement Programme in partnership with 1000 Lives Improvement Service.
	The two-day workshop sessions allow trainers and trainees to gain an understanding of the methodology and framework that underpins QI and its role in improving healthcare.  Participants have the opportunity to develop their own quality improvement project as part of the workshop, working in small groups to gain valuable hands-on practical guidance.
	To date projects have contributed to making organisations safer, effective, patient centred, efficient, timely and equitable.  This also helps embed quality improvement skills in the workforce. 

	Introduced 1st cohort of the Physician Associate into practice.
	Managed the successful recruitment into a range of clinical specialties across NHS Wales.
	Supporting the reduction of pressures on medical staff and contributing to the work of multi-disciplinary teams.

	Reduced the number of streamlined Health Care Support Worker roles.
	Reduced titles from 800 to 5.
	Better consistency and standardisation across Wales, supporting improved future workforce planning and training.

	Joint Health and Social Care Induction Programme launch.
	A common induction programme shared across health and social care is being piloted in Hywel Dda.
	Staff across the sectors have a common understanding and core training needs.



1.10	Opportunities and Challenges for 2019/20

As a new organisation, we are clear that there are many exciting opportunities for us to add value to the health and social care system, in the short, medium and long term. This will require close partnership working with our NHS colleagues and Social Care Wales, and the development of effective networks and interfaces with a range of other stakeholders including professional organisations, academic providers, Welsh Government policy leads and regulators.  Particular opportunities in 2019/20 include:

· Being a  major contributor to implementing ‘A Healthier Wales’, particularly in relation to leadership and workforce strategy recommendations;
· Identifying and supporting the workforce implications of the transformation fund proposals to redesign primary and community services from Regional Partnership Boards;
· Increasing collaboration on a 4 and 5 nations basis to learn lessons and share good practice;
· Completing a strategic review of health professional education to inform new contracts for 2020/21 onwards;
· Spreading good practice and models across the new organisation, and pooling expertise and skills to implement and integrated plan;

Our main challenge will be the continued development of the new organisation, recognising that major changes such as this can take a number of years to embed effectively. A continued focus on integrated working and organisational development will be essential to develop the new culture of the organisation and to fully implement the values and behaviours framework.  We need to ensure that we are ambitious and yet realistic in terms of what we can deliver in 2019/20 ensuring business continuity is an ongoing priority.  Other challenges include:

· The need to continue to raise awareness about the new organisation, and ensuring we are involved in the right mechanisms and groups.
· The unpredictable implications of Brexit on the wider health and social care workforce.
· The urgent nature of very critical services and workforce issues affecting NHS services across Wales.
· The time lag in appointing to new roles within our organisation to take these projects forward.

Our approach and response to these issues are outlined in Chapter 3.



CHAPTER 2 – THE CONTEXT FOR OUR WORK


2.1	Overall Context

Health Education and Improvement Wales is a Special Health Authority, with an All Wales remit and a set of specialist functions in relation to workforce planning, development, education and training.  This means that there are a number of important layers of the planning context which extend beyond NHS Wales, to the broader health and care system in Wales and also include the wider influences and drivers from across the UK.  We have used this information to inform and shape the objectives that we included in Chapters 3 and 4.  This chapter sets out:

· The key influences and drivers at a UK level
· The legal and policy context for NHS and Social Care
· The NHS context at national and local level
· Feedback from staff, students and trainees

2.2	UK Context

Although Health is largely a devolved function there are many ways in which the health and care system in Wales can be affected by decisions made elsewhere in the UK and so it is important to recognise these key drivers and influences. In addition, many professional organisations and regulatory bodies still operate at a UK level and their decisions have a direct effect upon us.  The recent publication of the long terms plan by NHS England sets out clear ambitions and proposals for the workforce and we will need to understand the implications of these in relation to our plans.  For example, some of the incentives for the primary care workforce need to be considered in the light of our ambitions for primary care in Wales.  In addition the workforce implications of Brexit need to be taken account as future plans are developed. Some of the other drivers are as follows:

2.2.1	Review of Regulation

Better and more responsive healthcare professional regulation is a shared ambition for both the regulators and all 4 UK Governments.  The Department of Health has consulted on the need to reform professional regulation in England and Wales to help maximise public protection while supporting workforce development and improved clinical practice.  This recognises the need for regulation to adapt and change to new service models and requirements, in particular the development of multi-disciplinary teams and extended roles.  The consultation closed in January 2018 and a response is still awaited.  In the meantime it is important for HEIW to develop good working relationships with regulators and to influence where possible, and to do this in close cooperation with WG and employers.

2.2.2	Education Standards

Changes to education standards clearly has an impact on HEIW business and the wider NHS.  For example, the implementation of New Nursing Standards by the Nursing and Midwifery Council (NMC), leading to a focus on core competences being embedded in curricula which may increase levels of supervision and placement capacity needed.  However, the standards also extend the range of professionals who can supervise practice which is a positive change.  In addition, there is a review of Midwifery Standards which has the potential to lead to the development of a 4 year programme with implications for costs and take up. 

In addition the Health and Care Professions Council (HCPC) have changed threshold level of qualification for entry to the Register for paramedics to 'Bachelor degree with honours'.  From 1 September 2021, HCPC will withdraw approval from existing programmes delivered below the new threshold level. This will have a direct impact in Wales where the programme is currently at diploma level.

Another example is optometry, where the General Optical Council (GOC), is in the process of an Education Strategic Review for the profession. They have proposed a new outcomes-based approach offering the benefits of greater freedom and flexibility and a robust approach to approval and quality assurance of relevant optical education. This will change the delivery of education in optometry including undergraduate, pre-qualifying and postgraduate training. 

The General Pharmaceutical Council is also consulting on changes which will lead to registration as a pharmacist with the aim to ensure pharmacists joining the register in the future will have the necessary knowledge, attitudes and behaviours to meet the needs of patients and the public. 

2.2.3	Increases in Undergraduate Medical Education

Although responsibility for commissioning medical undergraduate places in Wales is not part of HEIW’s remit, this clearly has a critical impact on the pipeline for doctors in training in Wales and for the future medical workforce plan.  The Department of Health has increased the number of medical students by 500 as of September 2018 and will continue to increase this by another 1,000 by 2020.  This has led to the creation of a number of additional medical schools in England.  In Scotland the numbers have also increased by 85.  In Wales the numbers have increased by 40 medical places through innovative schemes linked to Aberystwyth and Bangor.  Clear links need to be developed as part of our workforce planning.

2.2.4	Changes to Bursary System

The bursary for health professional undergraduate education in England has been removed which has the potential to reduce student applications and affect the visibility of some courses.  To date, the Welsh Government has retained the bursary arrangements in Wales, albeit with the addition of a two year tie-in to working in Wales.  They have also consulted on the future bursary arrangements in Wales and the outcome of this review is awaited.

2.2.5	New Roles

The development of new roles across the UK can affect what happens in Wales and needs to be closely monitored.  In some instances, this helps us accelerate local developments (for example, in relation to Physicians Associates).  In others, we may have a different policy direction which results in different approaches, for example the Nursing Associate role which has been introduced over the last few years in England.

2.3	Legal and Policy Context for NHS Wales

Within Wales, key influences for all organisations come from the high-level policy drivers Prosperity for All: Economic Action Plan (2017), The Well Being of Future Generations (Wales) Act (2014), The Social Services and Well-Being (Wales) Act (2014), the Nurse Staffing Act (2016), A Healthier Wales (2016) and Prudent Healthcare (2015).  These underpin and inform the strategic objectives of HEIW.

2.3.1	The Well-being of Future Generations (Wales) Act 2015

The act places a duty on public bodies to ensure that they think about the long-term impact of their decisions, to work better with people, communities and each other, and to prevent persistent problems such as poverty, health inequalities and climate change.  As HEIW is a newly formed organisation it is not named specifically as part of the Act but embraces the goals and ways of working.  This aligns with the ambitions for HEIW, which is to develop a more sustainable workforce that meets the needs of future service models, and to reduce the reliance on short term, expensive solutions which often have a negative impact on the well-being of staff.  Education, training and workforce development are critical to this, recognising the importance of supporting our existing workforce to acquire new skills as well as ensuring that the pipeline into health careers is as wide as possible.  Many of the “ways of working” are clearly embedded in our “PEOPLE” principles which were described in Chapter 1 and which will underpin how we do business.

Where applicable, we have highlighted key objective activities that align to the requirements of the Act later in our plan.

2.3.2	The Social Services and Well-being (Wales) Act 2014

This Act imposes duties on local authorities and health boards to promote the well-being of those who need care and support, or carers who need support and to put in place measures that support a preventative approach and reduce the need to escalate care.  HEIW and Social Care Wales are already working closely together on a number of key projects which will underpin collaborative working and planning including the joint development of a workforce strategy for health and social care which is outlined later in the plan, and the piloting of a joint health and social care induction framework in Hywel Dda Health Board.  Whilst HEIW is not a member of the Regional Partnership Boards we are keen to offer support the workforce requirements of local transformation bids for the development of seamless models of care in partnership with Social Care Wales.  This could include identification of workforce implications as well as areas for skills development and role design.

2.3.3	A Healthier Wales

The 2018 publication of the Welsh Government’s response to the Parliamentary Review of Health and Social Care (‘A Healthier Wales – The Long Term Plan for Health and Social Care’) set out an ambitious plan for a whole system revolution and provides essential context for all NHS plans going forward.  In addition to the workforce strategy referred to above it challenges HEIW along with other NHS organisations to develop sustainable plans and actions to deliver care closer to home, through strengthening primary and community services, and refocusing on prevention.  It also emphasises the importance of quality improvement in a transformational system, and the need to maximise the opportunities of digital and other technology.  The quadruple aim which underpins the long term plan also highlights the critical importance of staff engagement and well-being which will be a key focus for the new organisation.

2.3.4	Prudent Healthcare

Although the prudent healthcare principles have been embraced by ‘A Healthier Wales’ they are highlighted separately here because they have an important influence on how we should design our roles and teams to get maximum value.  In particular, it is essential that our education and training are designed to support these principles.

[image: The 4 Principles of prudent healthcare]

2.3.5	Nurse Staffing Act

In 2016, the Welsh Government passed ‘The Nurse Staffing Act’ which requires NHS organisations to demonstrate that they are providing safe levels of nursing care within adult acute medical and surgical inpatient wards.  There are however elements of the Act which are relevant for other clinical areas.  The Welsh Government has committed to the extension of the Act during this Assembly term and work is currently underway in 5 areas. We are working with partners to support the extension of the Act to new clinical areas.

2.4	Health Board/Trust challenges

Relationships with other NHS organisations are critical for HEIW. We are keen to work in partnership to ensure the appropriate balance between all wales and local solutions and approaches. As a new organisation we have undertaken a range of engagement exercises with other NHS organisations both before and after our official launch in October 2018 to ensure that our plan is mutually supportive of their plans as far as possible.  This has included, introductory meetings with all NHS organisations, some joint planning meetings and workshops and written requests for information on local priorities. 

· Continued impact of gaps, shortages and sustainability issues re current workforce model/service model in a number of key professional groups  - this requires a sustainable shift in the model and a more multi disciplinary approach
· Need for flexibility re medical staffing challenges – development of SAS grade doctors, options for post Foundation phase, support for international recruitment.
· Workforce implications of Transformation Fund Bids for developing “seamless” integrated models of care via Regional Partnership Boards, implementing the new primary care model and supporting a provision of services closer to home.
· Leadership development and succession planning across professional groups and at all levels.
· Local access to education and flexible pathways to “grow our own” with particular focus on rural areas
· Consolidation of new or extended roles within workforce models/governance arrangements including Advanced Practice Nurses and Physicians Associates.
· The desire to take forward the digital agenda focusing on the opportunities it provides to support patient services alongside the education and training of our workforce.
· An appreciation to work together to support comprehensive workforce planning in Wales, and improve workforce intelligence and information
· Building on the range of research undertaken across Wales to take forward developments, transformation and innovation

As well as identifying the issues that require support on an All-Wales basis it is also important to recognise some of the local priorities including: 

	ABMU
	· Implications of the changes to boundaries around Bridgend and the impact on education and training.
· Support the continued development of new and extended roles


	Aneurin Bevan
	· Support for implementation of the Clinical Futures programme and the new Grange hospital arrangements


	Cardiff & Vale
	· Support the development of the apprenticeship academy 
· Engage on the developing modernising pharmacy careers
· Supporting GP recruitment and retention projects


	Cwm Taf
	· Implications of the changes to boundaries around Bridgend and the impact on education and training.
· The introduction of alternative practitioner and non-education pathways

	Powys
	· Collaboration to discuss provision of training placements to allow Powys, to “grow our own” health professionals
· Supporting developments in dental training for local dental practitioners to upskills through hands on study days
· Exploring the potential for future educational workforce pathways
· 

	Public Health
	· Opportunities to build increased focus on prevention, infection control and quality improvement skills into education and workforce development.
· Continuing to develop and enhance Quality Improvement (QI) capacity and accreditation
· Improving oral health of children through application of the national oral health improvement programme.
· Supporting the transformation of microbiology services

	Velindre
	· Development of broader and more generic skills through education and training to support service redesign needs of planned new hospital.
· Identifying and developing entry routes to support the development of new apprenticeship roles.


	WAST
	· Development of Advanced Paramedic Practitioners to support new models of care in the community




2.5	What the workforce are saying?

As an organisation responsible for planning and developing the workforce it is essential that we have good intelligence about what our staff, trainees and students want and this needs to be an increasingly important influence on our plans.  This includes the NHS Staff Survey, the GMC national trainee survey, feedback via the University surveys from other healthcare professional students and a range of more customised surveys and mechanisms.  Although we haven’t been able to fully explore all of this information for this plan there are some key themes around well-being of staff, availability of career pathways, and bullying, harassment and abuse that will be supported through our work programme.
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CHAPTER 3 – OVERVIEW OF STRATEGIC OBJECTIVES AND PRIORITIES


3.1	Strategic Objectives (2018 – 2021)

Developed in conjunction with Welsh Government, tested on partners through our stakeholder engagement and aligned to the functions set out within legislation, the HEIW strategic objectives for 2018-2021 are as follows:



These provide the framework for plans that are developed within that timeframe. The following chapter explains the background and rationale for these objectives, as well as provides details of the actions we intend to take forward within the scope of our annual plan for 2019/20.

3.2	Link to Financial Plan 2019/20

At the time of this draft plan we are still finalising the financial framework for 2019/20 with Welsh Government.  Where we anticipate that objectives will require additional investment over and above our available resources we have noted this in a blue text box.  All other objectives we anticipate will be able to be developed within existing resources, our new capacity and our development monies for 2019/20.

Strategic Objective 1 - As a new organisation establishing HEIW as a valued and trusted partner, an excellent employer and a reputable and expert brand

Why this is important

As a new organisation it is important that we recognise as a priority in this plan the effort and work that needs to continue to develop our new organisation for both our staff and our stakeholders and partners.

We want to achieve a genuinely integrated organisation, where staff, stakeholders and partners are clear about our purpose, vision and functions and where we can deliver on our ambitions to improve.  We want to build on the good foundations we have laid in terms of our values and behaviours framework to embed them in all parts of our business.  As a specialist workforce organisation it is essential that the organisation has a genuine and visible commitment to supporting the people we work with, not just for the directly employed staff group, but also recognising its relationship with the numerous trainers and appraisers that work in other NHS organisations, as well as trainees, students and learners.  We also want to be a good partner, collaborating and sharing at a Wales and UK level.

	Healthier Wales
	Future Generations
	Social Care & Well-being
	NHS Priority Areas

	√
	√
	
	



	By the end of 2019/20 we will have…
	1A Implemented an effective internal and external communication and engagement strategy.

	
	1B Developed and implemented a People and OD Strategy for the new integrated organisation in line with our values and behaviours.

	
	1C Established a comprehensive governance framework including Welsh Language, well-being and diversity requirements.



	Strategic Objective 1A
By the end of 2019/20 we will have implemented an effective internal and external communication and engagement strategy.

	What success will look like at the end of 2019/20

	Staff will feel valued and informed, confident to share ideas in the knowledge they will be listened to and are contributing to decision making.  Partners and stakeholders will understand who we are and what we do.  We will be engaged and working with partners and stakeholders on appropriate work within Wales and UK.  We will see external recognition and references to the work and achievements of HEIW.

	How we will measure success:

	HEIW staff survey, feedback at staff events and meetings, success stories, awards, intranet hits, publications.  Stakeholder attendance at HEIW events and feedback, increase in social media followers, website hits.  

	The action we will take to achieve this…

	· Map partners and stakeholders including Regional Partnership Boards.
· Develop and consult on HEIW communications and engagement strategy.
· Develop the staff intranet as source of information and place for discussion.
· Develop the HEIW website as key source of information.
· Develop the HEIW social media accounts as effective communication and engagement tools.
· Plan and deliver quarterly staff events.
· Plan and deliver Stakeholder engagement meetings / events to facilitate opportunities for networking and relationship building as required.
•	Effectively promote and market HEIW services and programmes.
· Monitor activity from partners and promote and/or support where appropriate.



	Strategic Objective 1B
By the end of 2019/20 we will have developed and implemented a People and OD Strategy in line with our values and behaviours.

	What success will look like at the end of 2019/20

	Our values and behaviours will be clearly evident in our People and OD Strategy which will be an important step towards becoming and exemplar employer.

	How we will measure success:

	We will measure success through staff survey results, sickness absence statistics, appraisal rates, statutory and mandatory training compliance, and recruitment and retention rates.  We will also develop key performance indictors on staff well-being and implement measures to capture learning from exit interviews.

	The action we will take to achieve this…

	· Develop and implement a People and OD Strategy based on a range of key themes aligned to the National Workforce Strategy.
· Align HEIWs People and OD function with the strategic objectives of the business.
· Establish an effective Business Partner model within the organisation.
· Scope and develop an effective, trustworthy and inclusive leadership and management model.
· Develop systems to maximise the use of workforce data analytics and management reports.
· Develop and implement an individual performance management/appraisal framework and processes reflective of HEIW values and behaviours and to support HEIWs talent, management and succession planning process.
· Develop a health and well-being programme for our staff.
· Review people policies and procedures to reflect HEIW values and behaviours.
· Build a coherent and impactful learning and development programme which is aligned to the needs of the business.



	Strategic Objective 1C
By the end of 2019/20 we will have established a comprehensive governance framework for the new organisation including Welsh Language, well-being and diversity requirements

	What success will look like at the end of 2019/20

	We will have maintained business continuity and made a smooth transition to NHS processes and policies, using accepted all-Wales approaches as far as possible. Staff will understand and feel confident in the new ways of working and there will be a clear focus on well-being, a clear understanding of diversity expectations and a Welsh Language plan in place.

	How we will measure success:

	Business continuity issues or incidents. Staff survey.  Internal and external audit results.

	The action we will take to achieve this…

	· Ensure that all relevant policies are in place – and that where necessary they are adapted to the particular needs of HEIW.
· Establish an Operational Forum to provide a mechanism to identify and resolve issues relating to processes, policies and systems.
· Provide training for relevant staff where necessary to support new policies or systems and to ensure all staff have a shared understanding of expectations regarding diversity to inform the development of their work/activity.
· Establish staff networks to help shape focus on well-being and diversity actions, as well as local policies.
· Establish an IT team to provide internal support and interface with NWIS.
· Implement a health and safety plan for HEIW staff and facilities.
· Develop and implement a Welsh Language Plan in line with the spirit of the Measure to cover:
· Phones – all staff will answer calls bilingually, and we will be developing a process where someone wishing to conduct a conversation with us in Welsh will be able to do so.
· Correspondence – anyone wishing to correspond with us in Welsh will be able to do so.
· Meetings – anyone wishing to have a meeting through the medium of Welsh should be able to do so.
· Public meetings – all public meetings will have a bilingual feel and look to them – we will put processes in place to ensure that this becomes the norm.
· Social and Digital Media – all will be conducted bilingually.
· Publications – all of our public facing publications will be bilingual.
· Training – those staff who want to learn through the medium of Welsh ought to be able to do so, as at January 2019 we already have almost 10% of the organisation signed up to Welsh language training as well as several of our Board members.




Strategic Objective 2 - Building a sustainable and flexible health and care workforce for the future

Why this is important

HEIW is being established in order to develop more integrated and sustainable workforce plans to support the health and care system in the future.  The health and social care workforce of the future needs to align with service needs and new models of care.  This will challenge tradition, culture and professional boundaries.  Currently within both the NHS and social care there are significant gaps and deficits in our workforce, which create access and quality problems for patients and service users, poor experience for substantive staff and excessive financial pressures as a result of premium cost temporary staff.  Recruitment and retention is an increasing challenge, with service models, working environments and career offers not meeting the expectations of our current and future workforce.   In addition the particular challenges of delivering rural health and social care need to be addressed.

We need to support the development of a more flexible and agile workforce because the pace of change is likely to increase, driven by new technologies and the changing needs of the population and the workforce.  This makes it impossible to predict with certainty the exact shape and numbers that are needed in the future.  Our workforce plans need to recognise this and our strategies for education, career pathways, competence frameworks, role development all need to be aligned to this vision.  Multi professional workforce models building on the development of common skills will be critical.  

The first step will be the development of a workforce strategy for health and social care but in parallel with this there are other early opportunities for improvement which we are keen to progress.

	Healthier Wales
	Future Generations
	Social Care & Well-being
	NHS Priority Areas

	√
	√
	√
	√



	By the end of 2019/20 we will have…
	2A Published a transformational workforce strategy for health and social care as per ‘A Healthier Wales’.

	
	2B Developed and improved the education and training available to:
I. Health professionals and healthcare staff.
II. Dental teams.
III. Doctors in training.
IV. Pharmacists.

	
	2C Developed a single comprehensive framework encompassing advanced and consultant practice, extended skills and postgraduate career development

	
	2D Worked with partners to scope careers activity across health and opportunities to widen access.
2E implemented the 20/21 Education and Training Commissioning Plan for health professionals



	Strategic Objective 2A 
By the end of 2019/20 we will have published a transformational workforce strategy for health and social care as per ‘A Healthier Wales’.

	What success will look like at the end of 2019/20

	A published strategy endorsed by HEIW, Social Care Wales and Welsh Government that has been developed through extensive engagement and is supported by a clear action plan.

	How we will measure success:

	Strategy agreed by required deadline of November 2019.  Level of engagement during shaping and consultation on strategy.

	The action we will take to achieve this…
· With Social Care Wales jointly chair the process for the development of the strategy with input from external consultants.
· Support and undertake wide ranging communications and engagement activity across all partners and using all possible media, aligned to the activity of external consultants.
· Participate in/lead the engagement and consultation activities at each stage.
· Continue to review the strategies that are in place or developing across the UK and beyond, and to horizon scan for relevant research and developments.
· Provide support in terms of workforce intelligence and planning information.
· Input intelligence from Regional Partnership Board transformation bids and IMTPs, to ensure strategy recognises the diversity across Wales, particularly in relation to rural models.
· Respond to requests for action within agreed timescales.
· Ensure that key priorities from A Healthier Wales in terms of rural healthcare, welsh language, prevention, wellbeing and parity of esteem between health and social care are included. 


	Strategic Objective 2B (i)
By the end of 2019/20 we will have developed and improved the education and training available to health professionals and healthcare staff.

	What success will look like at the end of 2019/20

	Early and visible improvements and extensions to our education offer that have been developed through a process of engagement with NHS colleagues, academic providers and awarding bodies.

	How we will measure success:

	· Career pathways available through the HEIW website.
· Extension of vocational qualifications.
· An increase in flexible education provision compared to the 2017/18 baseline.
· A planned placement programme strategy with timescales.
· Implementation of the Strategic Review of Undergraduate Education Commissioning by July 2020 to take account of ‘A Healthier Wales’.

	The action we will take to achieve this…

	· Establish a Health Education Network to bring staff together to share best practice, support the development of appropriate education and learning and influence future provision.
· Complete an option appraisal to decide whether to become a single awarding body assessment centre for Agored Cymru, City and Guilds and Pearsons.
· Complete a Strategic Review of Undergraduate Education Commissioning for renewal of contracts.
· Expand the range of vocational qualifications delivered and the number of education provider partners.
· Work with universities to develop pre and post registration programmes that meet nationally recognised education and training competency frameworks and the local needs across Wales e.g. through part time provision, modular, distance learning etc.
· Engage with key stakeholders across health, Education, Social Care and Independent sectors to deliver the above.
· Assess implications of Health and Social Care Workforce Strategy for future education strategy.






	Strategic Objective 2B (ii)
By the end of 2019/20 we will have developed and improved the education and training available to dental teams in Wales.

	What success will look like at the end of 2019/20

	We will have made a significant contribution to the delivery of actions outlined for 2019/20 in ‘The Oral health and dental services response to A Healthier Wales’ with a particular focus on education, training and development.

	How we will measure success:

	· Develop Evaluation reports on QA framework, New GDC standards on specialty training, ARCP processes and survey outcomes regarding training processes and outcomes.
· Report of Correlation of actions by dental section performed against dental guidance documents produced by Government and regulator.
· Report on the Implementation of quality improvement projects relating to oral health in health and care settings and align to the contract reform programme.

	The action we will take to achieve this…

	· Embed the new COPDEND QA framework for dental training programmes to improve the effectiveness of dental educators, and, ensure that training processes meet the requirements of the GDC.
· Scope the development of single employer status for all Dental foundation trainees working in primary dental care in Wales.
· Utilise Clinical Audit and Peer Review (CAPR) funding to allow dental teams to embed quality improvement methodology in their dental practices and work together to embed the principles of contract reform into their care.
· Develop and update a number of QI initiatives for primary dental care, including mouth cancer and anti-microbial usage audits, Making Prevention Work in Practice and Designed 2 Smile initiatives and a Patient experience survey for dental practices.
· Work with Welsh Government in relation to recruitment of dental trainees and differential pay scales.



	Strategic Objective 2B (iii) 
By the end of 2019/20 we will have developed and improved the education and training available to trainee doctors in Wales.

	What success will look like

	We will have introduced a range of initiatives that will improve the quality of Postgraduate medical training in Wales.

	How we will measure success

	· Feedback from trainees, trainers, and SAS doctors.
· Changes in recruitment trends from overseas.
· Differential attainment data for trainees on ARCP outcomes, exam pass rates and overall satisfaction on the National Trainee Survey.

	The action we will take to achieve this…

	· Expand the Clinical Leadership Fellow Scheme to include Medical Education and Simulation Fellows and scope out options for other professions using a similar national scheme to facilitate leadership.
· Scope the options for a Single Lead Employer for all doctors and dentists in training. The best option will need to address any process/procedures to cover fitness to practice and other issues.
· Implement actions to improve attainment rates in different ethnic groups in training.
· Establish Shape of training group within HEIW; to include development of a number of credentials with NHS Wales that will better meet the health needs of the population.
· Improve quality of training in General Practice.  Establish an action plan and timeline for increasing GP slots in foundation years to map to the community focused learning schemes in the two medical schools.
· Scope the simulation training assets available to NHS Wales to help inform the education and strategy going forward.
· Review the role of AWHILES so that HEIW can make an informed decision regarding a co-ordinated approach to information and library services across NHS Wales.
· Continue to work with 1000 Lives to develop and embed improvement status in education and training.
· Expand the work of the Professional Services Unit to support SAS grade doctors.



	Strategic Objective 2B (iv)
By the end of 2019/20 we will have implemented multi sector training for pre-registration pharmacists and pharmacy technicians, the first in the UK.

	What success will look like at the end of 2019/20

	A fully resourced training infrastructure in place with equity across all pharmacy sectors.

	How we will measure success:

	· Recruitment to training.
· Trainee evaluation.

	The action we will take to achieve this…

	· Develop a costed proposal for agreement with Welsh Government in support of plans to develop the primary care workforce model and develop a sustainable pharmacy workforce.
· Recruit to the training programmes.
· Increase capacity to support the additional training requirements.
· Continue to evaluate progress.



	Strategic Objective 2C
By the end of 2019/20 we will have developed a single comprehensive framework encompassing, advanced and consultant practice, extended skills and post graduate career development

	What success will look like at the end of 2019/20

	In line with Prudent Healthcare principles the framework will support practitioners to maximise their contribution to patient care and will inform the future development of workforce models and plans.

	How we will measure success:

	· A draft framework will be available and consulted upon by April 2020.

	The action we will take to achieve this…

	· Engage fully with all professional groups to ensure commitment to the process, including a task and finish group.
· Scope all relevant staff groups and best practice from across UK.
· Develop an all Wales definition of extended practice and how this differs from advanced, specialist and consultant level.






	Strategic Objective 2D
By the end of 2019/20 we will have worked with partners to scope careers activity and opportunities to widen access to health careers.

	
What success will look like at the end of 2019/20

	We will have a clear view on early opportunities for improvement and the building blocks for a more coherent strategy.

	How we will measure success:

	· This work will lay the foundations for the development of a more strategic framework.

	The action we will take to achieve this…

	· Appoint to the Head of Careers and Widening Access and Careers Manager role, to increase capacity and leadership.
· Establish an internal group to pool expertise and experience.
· Work with stakeholders across Wales and Welsh Government to scope all careers activity and identify priorities for HEIW.
· Confirm priorities and implementation plan in light of workforce strategy.



	Strategic Objective 2E
By the end of 2019/20 we will be implementing the 20/21 Education and Training Commissioning Plan for health professionals

	
What success will look like at the end of 2019/20
A new stakeholder engagement process will have been established to reflect the existence of HEIW and will have resulted in an agreed commissioning plan supported by investment, and starting to align with the future workforce strategy. 


	How we will measure success:
· Stakeholders will have been fully engaged
· CEO will have agreed the plan and associated investment requirements
· The Minister will agree to the training plan and the investment required 
· Education providers will have been informed of student commissioning numbers by January 2020 to support recruitment


	The action we will take to achieve this….
· Establish a HEIW working group to ensure all parts of HEIW essential to the development of the plan are engaged in the process
· Analyse IMTP’s from partner organisations to understand workforce need
· Engage with stakeholders to seek their input into the development of the plan through a new stakeholder reference group
· Test market capacity regarding education and training
· Develop a plan for consideration by the Education and Training Committee, CEOs and Welsh Government
· Develop a placement plan allocating placements to Universities

	









Objective 3 – With Social Care Wales shaping the workforce to deliver care closer to home

Why this is important

A sustainable health and care system needs to be built on a stronger and more extensive range of primary and community services to deliver care in or closer to people’s homes.  This has been the strategic direction in Wales for a number of years, and although there are many examples of innovation and good practice this has not been translated into significant changes in workforce planning or development.  In the meantime, primary care has become increasingly fragile particularly in relation to GMS services, due to challenges in recruiting and retaining GPs.  Significant problems in domiciliary care services often have a critical impact on the overall health and care system.  Early progress on this aspect of the workforce strategy is needed to deliver the aspirations of A Healthier Wales by working with Regional Partnership Boards on their transformational bids and supporting the implementation of the Strategic Programme for Primary Care.

	Healthier Wales
	Future Generations
	Social Care & Well-being
	NHS Priority Areas

	√
	√
	√
	√



	By the end of 2019/20 we will have…
	3A Implemented an increase in the number of GP training places offered in Wales.

	
	3B Developed a workforce plan for the new primary care model based on enhanced and extended multidisciplinary teams.

	
	3C Created a framework to expand education and training in primary and community care settings across all professional groups.

	
	3D Worked with Social Care Wales to address priority workforce requirements including those arising from Regional Partnership Boards to deliver A Healthier Wales.



	Strategic Objective 3A
By the end of 2019/20 we will have implemented an increase in the number of GP training places offered in Wales.

	What success will look like at the end of 2019/20

	An increase in the number of GP trainee places available in Wales supported by successful recruitment.

	How we will measure success:

	· Number of doctors recruited to GP Specialty Training in Wales in all the recruitment rounds taking place in 2019 and retention rates.  
· Geographical spread of GP trainees.

	The action we will take to achieve this…

	· Secure investment to support the increased numbers needed for sustainable primary care service.
· Remodel the prevailing GP Specialty Training Programme structure in Wales (18-month hospital based/18-month GP based) training model to the “1 +2” model (a 12-month minimum of hospital-based posts + 24 months based in GP) to accommodate the expansion.
· Accelerate the delivery of postgraduate GP trainers and training practices across Wales to enable the accreditation of 36 new trainers per year.
· Continue to maintain and improve recruitment into training programmes in partnership with Universities, Welsh Government etc.
· Implement an increase in general practice training slots made available within the Foundation Programme at F1 or F2 within Wales to raise awareness, increases recruitment, working with early adopters to start with 




	Strategic Objective 3B
By the end of 2019/20 we will have developed a workforce plan for the new primary care model based on enhanced and extended multidisciplinary teams.

	What success will look like at the end of 2019/20

	Following much innovation and development over recent years, this objective will result in a clearly articulated and agreed model of the future multidisciplinary team in primary care that can be used for workforce planning and development of education and training.

	How we will measure success:

	Increasing evidence and improved workforce intelligence to support changes in workforce planning and education.

	The action we will take to achieve this…

	· Play a key role in the Primary Care Workforce Group and Urgent Out of Hours (OOH) Primary Care Workforce Group.
· Continue to collect and review good practice and innovation in relation to the primary care workforce, through the existing Compendium, including outcome of the OOH peer review.
· Develop an agreed workforce model to describe the multidisciplinary team needed to support the new primary care model in hours and out of hours including pharmacists, practice nurses, therapists, social workers etc
· Define professional and occupational roles and competence frameworks to support the model, based on prudent health care principles.
· Review education and training available to support the new model and any changes needed.
· Ensure that new roles in primary care are supported by appropriate education, training and governance arrangements (e.g. roles relating to social prescribing, Physicians Associates).
· Use workforce model and emerging demand capacity analysis to inform workforce planning for primary care.
· Improve workforce information and intelligence through review of demand capacity work.



	Strategic Objective 3C 
By the end of 19/20 we will have created a framework to expand education and training in primary and community care settings across all professional groups.

	What success will look like at the end of 2019/20

	We will have a clear plan to expand and strengthen education and training to support the implementation of the MDT workforce model in primary care.

	How we will measure success:

	Clear assessment of education and training infrastructure and costs.

	The action we will take to achieve this…

	· As part of the overall Strategic Programme for Primary Care establish a task and finish group focused on education and training capacity in primary and community settings, with a project lead and project plan.
· Involve relevant professional groups and NHS organisations.
· Learn and build on devolved countries plans and proposals for transformation of education and training in primary care workforce.
· Scope education and training requirements including:
· Define geographical distribution of capacity.
· Define current training capacity in primary care.
· Scope out requirements for each professional group.
· Develop potential models for delivery.
· Funding available.
· Training for trainers/mentors/supervisors – current and required.
· QM of learning environments.
· Development of primary care academies.
· Recommendations for the future.
· Identify professional group and social care leads to scope requirements.
· Identify at least one Health Board to test the principles/framework during the development phase.



	Strategic Objective 3D 
By the end of 2019/20 we will have worked with Social Care Wales to address priority workforce requirements including those arising from the Regional Partnership Boards to deliver A Healthier Wales

	What success will look like at the end of 2019/20

	We will have agreed and articulated with partners clear workforce models that will inform the development of the Workforce Strategy for health and social care and support delivery of A Healthier Wales.

	How we will measure success:

	Feedback from Regional Partnership Boards.

	The action we will take to achieve this…

	· Continue to progress the piloting and roll out of the joint health and social care induction framework.
· Implement changes to update and streamline health and social care qualifications.
· Continue to review models of good practice and innovation across the UK and beyond to inform progress in Wales.
· Support workforce groups in Regional Partnership Boards to progress workforce implications of transformation proposals.
· Share lessons learned, good practice and innovation across Wales, and feed into development of the Workforce Strategy for health and care.
· Establish a network/community of practice to maintain momentum.



Objective 4 - Improving quality and safety by supporting NHS organisations find faster and more sustainable workforce solutions for priority service delivery challenges

Why this is important

Significant workforce challenges underpin many of the critical service delivery challenges facing NHS services across Wales and these require urgent and targeted action.  Shortages and gaps in current workforce models, for example nurse staffing levels and medical rotas, consume significant attention and resource.  Most importantly, they also impact on access and quality for patients and service users as well as staff experience.  In addition, skills and expertise need to be continually updated, enhanced and developed to take account of new evidence, new technologies and new demand.  More flexible workforce solutions need to be developed that can meet changing services models and technologies, based on a multi-professional approach, to deliver the required level of access and quality.

National boards and programmes of work exist in a number of critical areas, and have developed plans, frameworks and pathways that require different workforce solutions.  

In addition, Welsh Government policy direction and legislation on issues such as Nurse Staffing Levels is a key driver for workforce planning in these areas.

Involvement of predecessor organisations in these areas of work was variable and so for 2019/20 HEIW will need to prioritise its involvement in these areas, and the specific projects that it can support during its first full year of operation.

	Healthier Wales
	Future Generations
	Social Care & Well-being
	NHS Priority Areas

	√
	√
	
	√



	By the end of 2019/20 we will have…
	4A Developed workforce solutions to support NHS organisations in improving care in a number of priority areas:
I. Unscheduled Care including urgent OOH Primary Care;
II. Cancer / Diagnostics;
III. Access (Eye Care);
IV. Other national priority areas.

	
	4B Reshaped our professional development resources and programmes to address key priorities identified by staff, NHS organisations and key policy matters (including prevention).

	
	4C Introduced an International Recruitment system to attract a range of overseas health professionals into NHS Wales and identified opportunities to offer further professional support and development for SAS doctors.
4D Developed a range of resources to support new ways of working.



	Strategic Objective 4A (i)
By the end of 2019/20 we will have developed workforce solutions for Emergency Medicine to support NHS organisations in improving care in Urgent and Emergency Care.

	What success will look like at the end of 2019/20

	Improvements to Emergency Medicine (EM) workforce models and resilience with a sustainable plan in the future.

	How we will measure success:

	Fill rates and vacancies in Emergency Departments across professional groups.

	The action we will take to achieve this…

	· Participation in recognised national mechanisms that oversee planning of Urgent and Emergency Care and the Major Trauma Network.
· Continued review of developments and experience in other nations regarding Urgent and Emergency Care workforce models.
· Implementation of lead roles to support EM workforce (medical and ACP) (££).
· Implementation of plans to continue to grow trainee numbers in EM (££).
· Continue to contribute to recruitment into EM in Wales.
· Development of a multi professional workforce plan for EM to inform future workforce planning and education commissioning for agreement by National Unscheduled Care Board.




	Strategic Objective 4A(ii)
By the end of 2019/20 we will have supported NHS organisations in implementing the Single Cancer Pathway through the development of the diagnostic workforce model.

	What success will look like at the end of 2019/20

	· Agreement with NHS colleagues on “what good looks like” in terms of the future diagnostic workforce and the immediate priorities to deliver it.  
· A funded plan in place for the provision of Wales based endoscopy training for non-medical professional staff to enhance and extend endoscopy capacity in line with future requirements.

	How we will measure success:

	· Increased training activity e.g. non-medical endoscopy.

	The action we will take to achieve this…

	· Participation in recognised national mechanisms that oversee planning of Cancer and Diagnostic Services including Cancer Implementation Group and the National Endoscopy Board.
· Lead where appropriate strategic groups to progress workforce models and plans with a particular focus on endoscopy, radiology and histopathology, engaging clinical and operational colleagues.
· Continued review of developments and experience in other nations regarding Cancer and Diagnostic Workforce Models.
· Scoping and implementation of an all Wales approach to delivering non-medical endoscopy training as part of the Nationally Directed Endoscopy Programme.
· Development of a workforce model for future delivering of diagnostic services based on prudent principles to deliver the demand capacity gap – refocusing professional roles and clarifying competences and skills.







	Strategic Objective 4A (iii)
By the end of 2019/20 we will have developed workforce solutions to support NHS Organisations in improving Eye Care.

	What success will look like at the end of 2019/20
More care being undertaken by optometrists who in turn are supported with appropriate education, working relationships and governance.

	How we will measure success:

	· An increase in the number of optometrists with nationally recognised eye care higher qualifications.
· An increase in the number of secondary eye care placements working alongside ophthalmologists being made available for optometrists when studying for Higher Qualifications.
· Greater numbers of optometrists undertaking Leadership and Quality Improvement in courses in Wales.

	The action we will take to achieve this…

	· Raising the profile of optometry in all wales mechanisms including the national planned care programme.
· Commissioning of education and training to develop ongoing enhanced roles in primary eye care for optometrists and contact lens opticians.
· Increasing the presence of optometry at multi-discipline education events.
· Commissioning of higher qualifications education for optometrists.
· Develop, support and monitor placements for optometrists in secondary care to facilitate extended roles and higher qualifications.
· Continued development of eye care pathways to support patient transfer from secondary to primary care.
· Prepare a strategy for supporting newly qualified optometrists by scoping pre-existing knowledge, skills, training and platforms in other healthcare professions and expertise within HEIW.
· Scope the provision of leadership and quality improvement courses currently available and request places.



	Strategic Objective 4A (iv)
By the end of 2019/20 we will have agreed priorities for other national areas of workforce development and support in relation to Mental Health, Critical Care, Nurse Staffing Levels Act, Infection Prevention and Control, Major Trauma, Wellbeing

	What success will look like at the end of 2019/20

	Full participation in national networks and mechanisms to ensure workforce implications of new models, approaches and legislation are prioritised.

	How we will measure success:

	Clear priorities to be fed into IMTP process for 20/21. The action we will take to achieve this is:
· Secure input and representation from HEIW in relevant national programmes.
· Work with NHS colleagues to advise on workforce models and plans.
· Scope impact on training and education and potential solutions.
· Establish links to education commissioning process.

	The action we will take to achieve this…

	HEIW will actively engage in the work streams and be a critical friend and resource.
Participation and support for new models needed to support implementation of the Nurse Staffing Levels Act



	Strategic Objective 4B 
By the end of 2019/20 we will have reshaped our professional development resources and programmes to address key priorities identified by staff, NHS organisations and key policy matters (including prevention).

	What success will look like at the end of 2019/20

	We will have an integrated, evidence based set of post first qualification education and training courses available for NHS Wales, managed through a centralised workforce development unit and accessed via a digital HEIW course management system.

	How we will measure success:

	Comprehensive prospectus in place with all courses, kept up to date.
Take up rates and participant feedback.

	The action we will take to achieve this…

	· Complete, report and make recommendations from scoping exercise.
· Establishment of a steering group to implement a Course Management System across HEIW.
· Internal engagement to agree structure and function.
· Examine current resources, report and make recommendations.
· Publish and launch prospectus.
· Implement set of metrics to measure uptake and feedback/satisfaction.




	Strategic Objective 4C
By the end of 2019/20 we will have introduced an International Recruitment system to attract medical staff into NHS Wales and identified opportunities to offer further professional support and development for SAS doctors.

	What success will look like at the end of 2019/20

	This objective will result in the active recruitment of overseas doctors and other health professionals across targeted international regions and provide a comprehensive package of support and development opportunities for SAS doctors including bespoke support for CESR and CEGPR.

	How we will measure success:

	· The number of healthcare professionals commencing work in NHS Wales who have been recruited via this system.
· Undertake an evaluation to learn lessons to enhance processes and to measure the impact the support and development.
· Establish systems to support and monitor numbers of SAS doctors applying for CCT via the CESR/CEGPR process.
· Compliance with an ethical recruitment approach

	The action we will take to achieve this…

	· Scope out those countries based on the HBs experience of their individual recruitment drives/campaigns.
· Establish an International Professional Graduate recruitment team (International Recruitment office) in HEIW and across the HBs to coordinate activity.
· Build on established links that individuals/departments in NHS Wales have with overseas Colleges and other stakeholders.
· Enhance engagement with enabling organisations such as BAPIO.
· Develop standard operating procedures (SOPs) for defining the offer, marketing, selection processes, and support prior to arriving in the UK/Wales (e.g. signposting Welcome to the UK (GMC 2018) and devising bespoke induction and ongoing support for those new to Wales and NHS Wales.
· Scope out existing support and development programmes for SAS across the UK to identify best practice and transpose this into an implementation plan in collaboration with NHS Wales.
· Develop a range of administrative support services that will be required within HEIW (e.g. CESR admin support team).
· Identify SAS champions (at consultant level) within Health Boards in addition to enhancing the current SAS tutor system.
· Increase the capacity of PSU and Hammet Street to ensure that the service for SAS grade doctors would be equivalent to those available to doctors in training.
· Explore the potential to expand this approach to other professional groups.




	Strategic Objective 4D
By the end of 2019/20, we will have developed a range of resources to support new ways of working.

	What success will look like at the end of 2019/20

	A suite of workforce development resources will be available to facilitate system and cultural changes.

	How we will measure success:

	· Completed a programme of development in Behavioural Science methods that align to other initiatives and supports Multi-Disciplinary Teams to feel more empowered and less risk averse in their decision-making.
· Completed a Framework to support organisations with skill mix reviews and workforce planning.
· Completed a review of Physician’s Associate and published findings.
· Revised the Delegation Guidelines endorsed by Welsh Government, NHS Wales and Social Care Wales.

	The action we will take to achieve this…

	· Work with partners to produce a ‘Behaviours Science’ approach to support workforce transformation and accelerate the wider adoption, and cultural change required to support new ways of working.
· Secure funding to support the wider adoption and up scaling of ‘behavioural Science’ methodology.
· Work with partners to manage, co-ordinate and evaluate the impact of the development on the performance and improvement of MDTs.
· Lead a review of the Physician Associate role in Wales in partnership with Cardiff University.
· Work with stakeholders to develop a MAP framework that will support the organisations in changing their skill mix and maximising resources.
· Support the strategic roll out of the All Wales Delegation Guidelines.
· Deliver regional engagement events to launch the revised All Wales Delegation guidelines.


	



Objective 5 - Improving opportunities for use of technology and digitalisation in the delivery of education and care

New technologies including digital technology changes the nature of the work that needs to be undertaken by staff.  This affects workforce planning but also the skills and capability needed by the current and future workforce.  In addition technology can play a huge role in facilitating and extending access to education, training and development and we are building on a strong platform of investment in e-resources.  Both HEE and NES have undertaken reviews about the interface between technology and workforce.  It is important that Wales catches up with this agenda and HEIW has a key role to play.

	Healthier Wales
	Future Generations
	Social Care & Well-being
	NHS Priority Areas

	√
	√
	
	√



	By the end of 2019/20 we will have…
	5A Developed a plan to maximise the use of e-resources in the education and training environment.

	
	5B Scoped digital and IT content and capacity building of current training and education programmes.

	
	5C Scoped opportunity for an integrated digital platform.

	
	5D Developed a clear plan for simulation.




	Strategic Objective 5A for 2019/20
By the end of 2019/20 we will have developed a plan in partnership with the NHS e-Library for Health to maximise the use of e-resources in the education and training environment.

	What success will look like at the end of 2019/20

	Greater awareness and use of e-resources across all professional and occupational groups to support learning and delivery or care.

	How we will measure success:

	· Usage reports and statistics.
· Value for money reviews.
· Training activity.

	The action we will take to achieve this…

	· Engage fully in the e-Library governance arrangements to shape and influence.
· Raise awareness of e-resources at all HEIW events.
· Ensure staff have relevant training to use e-resources in education and training provision.
· Support the e-Library’s communication plan.



	Strategic Objective 5B
By the end of 2019/20 we will have scoped digital and IT content and capacity building of current undergraduate and post graduate training and education programmes.

	What success will look like at the end of 2019/20

	Clear understanding of content of current undergraduate and postgraduate curricula across professional groups including strengths and weaknesses, to inform future commissioning and provision.

	How we will measure success:

	Comprehensive review completed by the end of the year.

	The action we will take to achieve this…

	· Survey of all academic and training providers to assess content regarding digital and IT skills, as well as extent of digitally enabled/accessed education and training.
· Review of approach/progress across UK and wider.
· Identify top three improvements needed.



	Strategic Objective 5C
By the end of 2019/20 we will have scoped the opportunity for an integrated digital platform to support our functions and strategic objectives.

	What success will look like at the end of 2019/20

	We will have worked with partners such as NWIS and Shared Services to agree HEIWs requirements for an integrated digital platform.

	How we will measure success:

	Clear way forward aligned with plans of partner organisations.

	The action we will take to achieve this…

	· Recruit to the Head of Digital and IT for HEIW to increase strategic capacity and leadership.
· Review scope and functions of existing HEIW systems and other national NHS systems.
· Define HEIWs future business requirements based on review of good practice across UK.
· Agree the case for change as a first step in development of business case.



	Strategic Objective 5D
By the end of 2019/20 we will have developed a clear plan for simulation as part of education and training in Wales.

	What success will look like at the end of 2019/20

	A clear scoping of existing simulation facilities and services and gaps in relation to future education standards and requirements.

	How we will measure success:

	Quality of the plan and inclusion of clear options and costings.

	The action we will take to achieve this…

	· Work with NHS and University parties to undertake an analysis of current provision.
· Assess future requirements and possibilities, taking into account innovation and good practice elsewhere.
· Develop a plan for simulation in education across all professional groups.
· Develop costs and options to implement plan.




Objective 6 - Reinvigorating leadership development and succession planning across health and social care in partnership with Social Care Wales and Academi Wales.

The Parliamentary Review of Health and Social Care identified the need for development of effective leadership and this has been reinforced by the findings from the NHS staff survey.  This recognises that with the level of transformational change needed in health and care over the next few years, investment in and development of our leaders is essential – across all professional groups and in all settings.  In addition effective leadership has a critical impact on staff engagement and well-being, which in turn has a critical impact on quality and safety of patient care.

	Healthier Wales
	Future Generations
	Social Care & Well-being

	√
	√
	√



	By the end of 2019/20 we will have…
	6A Developed a leadership strategy with Social Care Wales and Academi Wales for health and care.

	
	6B Mapped leadership and management resources and identified priority programmes for health and care.

	
	6C Implemented a succession planning and talent management framework for NHS Wales.

	
	6D Implemented an alumni leadership network.



	Strategic Objective 6A
By the end of 2019/20, we will have developed a leadership strategy with Social Care Wales and Academi Wales for health and care.

	What success will look like at the end of 2019/20

	A published and agreed leadership strategy that has widespread support and ownership across health and social care, with clear priorities for implementation in support of ‘A Healthier Wales’.

	How we will measure success:

	· Level of engagement in shaping and developing the strategy.
· Strategy complements the vision and ambition articulated in the Workforce Strategy for Health and Care.

	The action we will take to achieve this…

	· Review lessons learned from other UK nations in developing leadership strategies based on a collective leadership approach.
· Lead the development of a project plan and governance arrangements to oversee development and delivery and harness contributions from partners. 
· Engage with stakeholders and staff to ground the strategy in “what good looks like” for them.
· Develop a strategy for discussion and comment.
· Publish a strategy to inform development of resources, programmes and succession planning.



	Strategic Objective 6B
By the end of 2019/20 we will have mapped a leadership and management resource platform and identified priority programmes.

	What success will look like at the end of 2019/20

	HEIW and Social Care Wales will have established the platform and priority programmes as part of the implementation of the Leadership Strategy in 6A.  There will be widespread engagement in the development of the platform will ensure that partners will understand the fit between national work in this area and local initiatives.  In particular there will be a focus on clinical leadership, Directors and graduate entry.

	How we will measure success

	· High level of stakeholder engagement throughout the development phase and once in place (captured through metrics to be developed as part of the development e.g. website hits; take up of programmes).
· Platform up and running and in use by a wide variety of partners.
· Partners wanting to contribute to the delivery of the programmes.
· Take-up on programmes.

	The action we will take to achieve this…

	· Research and scope what is available in other UK nations, in Wales and in local organisations.
· Identify priority needs from leadership strategy as a first phase of development including provision of resources and design and delivery of programmes.
· To include early exploration of a suite of innovative leadership programmes to support the work and development of Multi-Disciplinary Teams based on a review of current programmes and feedback from stakeholders for roll out in 2020/21.
· To also include the development of a refreshed All-Wales NHS Wales graduate scheme, to be implemented from autumn 2019/20.
· Develop options, delivery models and business case for longer term investment by end 2019.   Costed business case for early implementation programmes to be developed by summer 2019.



	Strategic Objective 6C
By the end of 2019/20 we will have implemented a succession planning and talent management framework for NHS Wales.

	What success will look like at the end of 2019/20

	We will have implemented a succession planning and talent management framework in partnership with NHS wales organisations for the health sector.

	How we will measure success:

	The Framework will be in place and will be being used by all NHS organisations. NHS Wales will know where the talent is across the health system and will be implementing national/local initiatives to support those individuals in line with the agreed framework.

	The action we will take to achieve this…

	· Review the NHS Wales succession planning strategy in the context of developments and arrangements elsewhere in the UK.
· Taking account of evidence and review, develop a refreshed framework which covers all leaders and professionals (clinical and non-clinical).
· Communicate and engage with partners to test, shape and refine framework and agree.
· Develop implementation options, costs and timeframes and agree national vs local activity.
· Implement in partnership with NHS organisations by end 2019/20.



	Strategic Objective 6D
By the end of 2019/20 we will have implemented an alumni leadership network

	What success will look like at the end of 2019/20

	An alumni leadership network will be in place, with active participation, clarity of purpose. HEIW Directorates and staff will understand the need to support the network and to use it as a test bed for ideas and development.

	How we will measure success:

	The main measure will be the number of people signed up to the network and the number of events planned.  Over time feedback from participants will be collected to assess value and effectiveness.

	The action we will take to achieve this…

	· Engage with leaders, organisations and representatives to develop Terms of Reference, scope, ‘offer’ to participants etc.
· Identify potential members of the network through engagement with partner organisations with access to records of leadership development programmes or emails etc.
· Arrange a launch event and an annual programme of alumni events.
· Establish a web page for ongoing communication and updates.



Objective 7 - Demonstrating value from investment in the workforce and the organisation

As a new organisation it is important that HEIW focuses on delivering added value and benefit from the start, even though a number of the benefits it will deliver will be delivered over the longer term.  The investment in the new organisation and the investment in education, training and workforce development will need to develop value based methodologies to monitor and evaluate the impact of education and development and implement an integrated performance management framework to underpin delivery of the annual plan.

	Healthier Wales
	Future Generations
	Social Care & Well-being
	NHS Priority Areas

	√
	√
	√
	√



	By the end of 2019/20 we will have…
	7A Developed value based methodologies to monitor and evaluate the impact of education and development.
7B Developed a plan for future allocation of SIFT

	
	7C Implemented an integrated performance framework to underpin delivery of annual plan.




	Strategic Objective 7A 
By the end of 2019/20 we will have developed value based methodologies to monitor and evaluate the impact of education and development.

	What success will look like at the end of 2019/20

	HEIW will have clear information on the value based methodologies the organisation has adopted during 2019/20 and this information will be shared with the Board for assurance and used in the performance management of our core business. 

	How we will measure success:

	Establishment of a Value Based Framework, which will underpin Value for Money and Prudent Healthcare principles on the evaluation of Education and Development commissioning.

	The action we will take to achieve this…

	· Review value based methodologies used within NHS Wales and other similar NHS organisations in Scotland, England and Ireland, to take account of best practice.
· Work in collaboration with the NHS Wales Finance Delivery Unit, Internal & External Audit to review and assess best practice in Prudent Healthcare and value added methodologies.
· The Director of Finance & Corporate Services with the Director of Nursing will scope and shape the most appropriate value based methodologies for the education and development framework and forward to the Board for approval.
· Engage with education providers to ensure the information underpinning the framework is available and can be provided in a timely manner
· Establish the approved value based methodologies into all education and development commissioning from 2020/21. 




	Strategic Objective 7B 
Developed a plan for future allocation of SIFT.

	What success will look like at the end of 2019/20

	A transparent and fair approach to the allocation and management of SIFT is agreed to support education and training according to clear set of principles.


	How we will measure success:

	· The implementation of this significant change and stakeholder support.
· Changes to the traditional pattern of allocation that would be expected in light of new approaches to education

	The action we will take to achieve this…

	· Work with Welsh Government colleagues to update and prioritise recommendations from Scott Review (2013) regarding SIFT in light of current policy priorities
· Raise awareness of the recommendations and implications with other NHS organisations
· In partnership with Welsh Government and NHS colleagues address the funding obstacles to making improvements to the allocation of infrastructure SIFT
· Develop implementation plan for new arrangements and capacity for managing infrastructure and placement SIFT within HEIW in line with education priorities for the future




	Strategic Objective 7C
By the end of 2019/20 we will have implemented an organisational integrated performance management framework to underpin delivery of our annual plan.

	What success will look like at the end of 2019/20

	HEIW will have clear and up to date information on performance to inform performance management and planning, at corporate and directorate level.  This will have contributed towards the delivery of the annual plan for 2020/21.

	How we will measure success:

	Establishment of a framework and organisational performance reports that provide required assurance to Board and to Welsh Government on project and programme progress, quality and outcomes, performance in education, training and workforce development and corporate governance and management.

	Actions we will take to achieve this:

	· Establish a performance framework based on similar organisations across UK.
· Scope out realistic and future metrics needed to measure delivery of HEIW functions and plans, taking account of e.g. required workforce KPIs for NHS Wales.
· Ensure that all projects and programmes have correct governance structures in place, with high level and exception reporting in place.
· Develop a Board level dashboard and report based on performance framework.
· Engage with WG on scope and use of performance framework e.g. in relation to JET and Quality and Delivery meetings.
· Establish internal performance review meetings with Directorates/teams on a quarterly or half yearly basis.


	



CHAPTER 4 – EDUCATION COMMISSIONING


4.1	Education Commissioning Function

Within the remit and functions of HEIW, in excess of £160m relates to the commissioning of training and education for the healthcare workforce, a vital role which will continue to be at the heart of the functions of HEIW, and over time will become more integrated and more responsive to the needs or services, staff and service users.  Although this is referred to as an integral part of Chapter 3, this chapter explains our commissioning responsibilities in more detail and highlights some of the key themes for 2019/20.

4.2	Healthcare Professional Education

Health Professional Education and Training has experienced significant investment over the last three years, which has seen the number of new students grow from 2,498 in 2016/17 to 3,409 in 2018/19. The overall funding to support this increase has grown from £85m (2016/17) to £107m (2018/2019). 
This investment provides for the cost of tuition fees paid to the Universities, student bursaries, student salaries and related support costs e.g. travel, childcare payments etc. 
There are currently contracts in place with six universities across Wales: 
· University of South Wales
· Cardiff University
· Cardiff metropolitan University
· Swansea University
· Bangor University
· Glyndwr university
  
Looking ahead to 2019/20 the education commissioning numbers and associated investment will increase as follows:
· A further 10% increase on the 2018/19 commissioning levels for Audiology PTP 
· Increase in pre-registration pharmacy places from 50 to 60 for the academic year 2020/21 and increase Pharmacy Technician places from 35 to 45 in 2019/20
· Reduce the number of paramedic EMT conversion places to 15 and increase the number of paramedic diploma places to 70 for 2019/20  
· Increase the number of Physician Associate training places from 32 to 42 for 2019/20
· Increase the investment in Advanced practice/extended skills by a further £250,000 – one priority will include extended skills for radiographers
· Increase investment in Health Care Support Workers education by a further £250,000
· Support the development of equivalence training for healthcare scientist workforce which leads to registration with a professional regulatory body i.e. HCPC - £40,000
· Increase sonography education places from 8 to 15.


In addition the existing contracts for health professional education expire in July 2021 and the need to establish new contracts provides HEIW with an opportunity to undertake a Strategic Review of Undergraduate Education Commissioning to consider the breadth and configuration of education provision required across Wales to deliver the health and care workforce of the future in response to A Healthier Wales. The anticipated value of the contracts over the next 5 years will be in the region of £320m - £350m dependent upon future commissioning levels, which is a significant investment for NHS Wales.
The procurement process will enable HEIW to:
· Undertake a review of current provision to determine whether it provides high quality education for the investment made
· Review the spread of current education provision across Wales and determine whether different models should be considered to ensure flexible education pathways and ease of access to education regardless of geographical location. 
· Identify whether there are gaps in the current education provision commissioned and conversely whether there is education being delivered which no longer meets the needs of the service
· Identify best practice models for the delivery of inter-professional education, for example a regional education hub 
· Determine on the viability for the commissioning of Welsh only language provision 
· Determine future education provision in order to meet stakeholder/students expectations and which are in line with the future strategic direction for health and care systems in Wales

4.3	Postgraduate Medical and Dental Training Commissioning

The GMC expects its ‘Principles for Commissioning’ to be adopted by any organisation responsible for the commissioning of foundation and specialty training, including GP training, in the UK.   HEIW commissions circa 2,800 postgraduate (PG) medical and dental training posts per annum.  These are allocated to the Local Education Providers (LEPs) across NHS Wales for the clinical placement of trainees.  This includes Foundation Years 1 and 2 into core and run through training, including GP trainees within both secondary care and GP training practices.  In addition, Dental Foundation and Core programmes are commissioned.

The main remit of the Commissioning Process is to undertake an annual review of activity in each LEP across Wales.  The review considers compliance with the required national standards for medical education and training over the previous year and a check that organisations have been able to, and can continue to, deliver against the Expectations Agreement.  In addition, it is an opportunity to review expenditure against annual financial allocations of in excess of £60m to LEPs and acknowledge good practice.  The processes underpinning commissioning are continuous but annual Commissioning meetings comprises strategic discussion around the commissioning (and de-commissioning) of training posts and consideration of the educational environment including LEP governance and support structures relating to management and provision of training.  Commissioning meeting discussion considers key areas of Educational Governance, Exception Reporting and Financial Accountability informed by evidence from a range of sources triangulated and managed through the quality management framework, the Faculty Team Appraisal process, LEP expenditure reporting and self-reporting mapped to GMC standards.

4.4	Pharmacy Commissioning

Pharmacy education has been commissioned for many years for pre-registration pharmacists, pre-registration pharmacy technicians and diploma pharmacists posts. The investment has historically been for the NHS employed workforce enabling significant changes to how the pharmacy team provides patient services as part of an acute sector multi-disciplinary team. More recently additional education has been commissioned for Non-Medical Prescribing programmes and Advanced practice.

Education commissioning within the primary care sector has only been available over last two to three years and this investment has been relatively small compared to the sustained support for the NHS employed sector.

Looking ahead to 19/20 we are 

· Developing proposals to double pre-registration pharmacy technicians from 90 to 180.
· Developing a clear strategy and costed plan for the commissioning of education for the primary care teams, which will include the pharmacy workforce who are not NHS employees.
· Supporting vocational work based learning, wherever appropriate, within a quality assured framework. This will allow a more flexible approach to learning that is aligned to the individual learner needs and can respond to changing workforce practice.

4.5	Optometry Commissioning

Optometry is a NHS contracted profession that receives no funding from the NHS for education commissioning. In the last three years, Welsh Government have directly allocated a small amount of funds to Health Boards to commission postgraduate education to support advance practice. This recognises that Optometry is well placed to enable patients to be seen closer to home and create a patient focussed integrated eye health sector in line with the principles of a Healthier Wales. 

Looking ahead to 2019/20 we are:

· Focusing on plans to upskill optometrists so they can provide additional services to support NHS patients in primary care.  
· Developing a strategy for placements and the support in developing arrangements across professions and care boundaries will be developed. 
· Providing peer support and ongoing professional development for optometrists with new skills and those newly qualified is also a priority.



CHAPTER 5 – ENABLING PLANS


5.1	The HEIW Workforce

Having the right workforce in place with the right skills and experience is essential to the delivery of the objectives described in Chapter 3.

The HEIW workforce of circa 400 staff was created through the TUPE transfer of staff from three organisations on 1 October 2018 and through recruitment into new roles, which has brought individuals from a range of backgrounds and experiences into our organisation. 

Of the total number of staff, 65% are female and 69% are part time. Having only recently had access to ESR, we can see that there is some work to do with encouraging staff to complete all fields on the system which will be a focus for 19/20. This will give us rich information about the diversity of our workforce and hopefully language skills, to inform the development of our People & OD strategy as outlined in Chapter 4. 

The majority of our staff work from our Headquarters in Nantgarw, but we do have staff elsewhere in wales and we continue to work with managers to ensure that all staff feel connected to, and part of the new organisation. During 2019/20 we will be looking at how we can strengthen our reach to those staff based elsewhere and with a particular focus on North Wales.

5.1.1	Organisational Development: culture, values & behaviour

The vast majority of our staff worked previously for Cardiff University in either the Wales Deanery or the Wales Centre for Professional Pharmacy Education and were education sector employees. The remainder of the transferred staff worked within the Workforce Education Service, which was a Unit hosted within NHS Wales Shared Services Partnership – which in itself is hosted by Velindre NHS Trust.  Given this mixed heritage, creating and embedding a new culture is - and will continue to be - a key priority for HEIW for years to come. 

We started as a new organisation in October 2018 from a place of strength, having kicked off the work on OD, culture, values and behaviours with the incoming staff in January 2018. By the time of our official launch, we had co-created a set of values and behaviours with our staff that will underpin all that we do, as well as shape the development of our bespoke people policies and processes.  

We ran a series of welcome induction sessions as well as more formal mandatory induction events within our first 2 months, with an attendance rate of around 92%.  One of the focuses of these events, as well as the regular staff events prior to launch, has been to introduce staff to the NHS systems and processes as well as to share wider understanding and knowledge so that staff are better able to see the alignment of their work with the priorities of the NHS in Wales. We have also facilitated opportunities for staff to get to know if each other’s work, which will be key to creating an integrated organisation, and this will continue to be a priority for us next year. 

Specific areas of work for 2019/20 include
· The implementation of a values based personal appraisal system
· Integrating values with our recruitment processes
· Continuing to raise awareness of our values with our wider staff group
· Embedding our values in all organisational policies

5.1.2	Staffing and recruitment

At the time of establishment, circa 10% of our posts were vacant as a result of new posts required by the new organisation, particularly at senior level and in corporate functions.

We are making good progress in recruiting to our vacancies and we anticipate the bulk of the new posts to have been through recruitment before the start of 2019/20.   Job evaluation capacity has been a key constraint and we hope to be able to establish our in house panel in spring 2019, once our partnership arrangements with staff representatives are in place and formalised, 

5.1.3	Partnership with staff representatives and trade unions

HEIW is strongly committed to working in partnership. Since January 2018, staff representatives and trade unions have received invites to staff events and have been on the stakeholder mailing lists. Terms of reference for a HEIW partnership forum have been established and as a result of some recent appointments this can now be progressed as a priority. The HEIW partnership forum will be fully functional by 1 April 2019. 

HEIW’s Chief Executive and Deputy CEO/Director of Workforce & OD have been selected as national representatives for their peer groups on the All-Wales Partnership Forum, as well as the Business Committee and the Wales Partnership Council (Deputy CEO). 

5.1.4	Workforce Performance Dashboard

NHS Wales agreed in 2017 to implement a national approach to reporting on workforce performance, in line with Welsh Government policy expectations.  The former Workforce Education & Development (WEDs) team developed the Workforce Performance Dashboard, using as a framework the CIPD/CIMA research: Valuing your Talent.  The research describes a model for understanding workforce performance and supporting a more consistent analytical approach to people data. It is expected that HEIW will also adopt the dashboard and discussions are underway on when data will be available to populate it for HEIW. The HEIW Board received a mock-up, using dummy data, of how the dashboard might look for HEIW in autumn 2018. We anticipate that we will have sufficient ESR access and functionality to be able to report against the dashboard from 1 April 2019 to support the work programme in 2019/20.

In addition, the workforce performance indicators will form part of the organisation’s integrated performance framework. 

5.2	Equality, Diversity and Inclusion

HEIW is committed to eliminating discrimination, valuing diversity and promoting inclusion through equality of opportunity and fostering good relations throughout all that we do.  Building on a strong base from legacy organisations, in 2019/20 an Equality and Inclusion group will be in place chaired by the Associate Dean for Professional Support and supported by an Equality and Inclusion Officer who will oversee and manage all the equality impact assessment activities in the organisation.

Plans for the next twelve months include:

· the reinforcement of HEIW Values and behaviours;
· the development of policies;
· the gaining of accreditation from Stonewall etc;
· formalising channels for staff to report inappropriate behaviour;
· working with professional bodies on their requirements e.g the GMC and Differential Attainment;
· ensuring all staff have completed Equality and Diversity training and that training is available for those outside the organisation who sit on appeals panels, ARCPs and STC Panels;
· the development and provision of Unconscious bias training for all staff;
· supporting the development of the new performance management/appraisal systems.

5.3	Planning and Performance 

There are a number of functions under the remit of corporate services which are fundamental in ensuring our ability to achieve our annual plan objectives and are key to integrating the three predecessor organisations and the new HEIW functions and appointments.

The Planning, Performance and Corporate Services Team are responsible for the following key activities in supporting HEIW develop in 2019/20.

· Overseeing the monitoring of the annual Plan for 2019/20 and implementing a process to support and inform our first full Integrated Medium Term Plan (IMTP) for 2020/23.
· Developing and maintaining a performance-planning framework for HEIW and clear metrics to support this; and an internal performance review process and the associated reporting requirements.
· Undertaking programme and project management support on behalf of the Executive Directors (e.g. out of hours primary care, emergency medicine, cancer workforce etc.).

The annual plan objectives as set out in Chapters 3 and 4 will need to be clearly monitored through the integrated performance framework.  Each of the key programmes and projects will be supported by implementation plans. Senior Responsible Officers for each programme or project will be identified from the Senior Leadership Team and will be responsible for advising the Executive Team and the Board on the RAG rating on a monthly basis
The performance framework will be developed and refined during 2019/20 to ensure that it provides appropriate measures in terms of outputs and outcomes. Over time this will support us in assessing the ‘value’ that we add.

5.4	Digital

The Digital & IT team will support each directorate in achieving their annual plan objectives by developing the digital elements of operational plans. The team has a considerable amount of business as usual work including the management of the career progression of the trainee workforce via the Intrepid system. The digital team will continue to develop this system throughout 2019/20 ensuring the system is secure and scaled for additional trainee GP posts. Exploratory work will be undertaken to determine the feasibility of using Intrepid across disciplines i.e. Nursing and Pharmacy. 

The Digital team will manage the roll out of the Pharmacy events management system to all parts of the business via an incremental roll out. This system will be used to deliver eLearning and manage CPD events across Wales. This roll out will build on the pilot currently underway with events being managed for SAS Doctors and MedTRiM.

The digital team will work closely with the workforce intelligence team to explore options for a hosted Microsoft business intelligence suite to support HEIW in the analysis of large datasets.

The digital software development team will continue to develop a number of live national system including MARS, TAG and ECERT. In 19/20 the team will explore the multidisciplinary use of these systems and support the development of new systems.

The establishment of a HEIW IT team will provide enhanced local IT support, reacting quickly to resolve issues in coordination with staff, NWIS and 3rd party vendors. In 2019/20 the team will manage the handover of IT assets and contracts from NWIS to HEIW i.e. Audio Visual, print, telephony and software licences. 

HEIW has inherited a number of IT systems form the legacy organisations, the IT team will review and rationalise these systems identifying overlaps and redundancy.

During 2019, HEIW will explore the benefits and opportunities of an all-Wales digital platform for workforce management, information consolidation, e-Learning and business intelligence.  The Digital & IT team will be exploring emerging opportunities for the utilisation of online conferencing and eLearning

5.5	Financial Plan 

As HEIW formed on 1st October 2018, the HEIW Finance Department have worked closely with the Welsh Government to review and update the HEIW indicative baseline budget, to inform the current baseline for the organisation. 

The allocation letter from WG has set the total Core HEIW baseline for 2019/20 at £214.621m. 

Within this value £187.049m relates to Commissioning budgets as set out in Table 1 below:-

Table 1 Commissioning Budgets

	Commissioning Budget
	£m

	Non Medical Education and Training
	£113.687m

	Training Grade Salary
	£50.214m

	GP Registrar
	£15.309m

	PGMDE
	£4.750m

	GP Induction & Returners
	£0.229m

	WOPEC
	£0.222m

	WCAT
	£1.779m

	Relocation Expenses Doctors in training
	£0.859m

	Total
	£187.049m


  
These allocations have been explicitly agreed with WG and so have been reflected at these values within the budget setting templates although they are not ringfenced.  There will be an increasing focus on driving value from these commissioning budgets in future years. 

It is important to note that the impact of the 19/20 DDRB pay award has not been reflected as the uplift has not been agreed. WG have indicated that they will provide an additional allocation to fund this award when the value can be determined.

The remaining allocation is split between the HEIW establishment and running costs and Programme Costs.

Salary costs, funded at £13.816m, have been calculated based on the proposed organisational structure although this has been constantly under review during the last few months as jobs have been evaluated and as understanding of the existing and new functions has developed.  Despite the need to make some further adjustments to the structure it is assessed that this is achievable within the budget baseline. Further clarification is being sought regarding pay assumptions relating to TUPE transfer staff.
  
There are also specific allocations for ICT requirements £4.536m including NHS Wales e-resources at £3.465m.  Other specific allocations for running costs including audit fees and legal and risk have also been allocated to appropriate cost centres and subjective codes.

It is our planning assumption that non recurrent funding commitments previously agreed in relation to core baseline will be honoured in 19/20.

In parallel with the above an internal budget setting exercise has been undertaken to ensure that budgets are as clear as possible for budget holders in advance of 1 April.  However, given the organisation is entering into its first full year of operation it is important to note that the budget setting work will continue to need significant attention during the year to ensure that appropriate adjustments can be made.   
. 
The allocation letter also indicates that HEIW has an additional £1m growth funding to support work to deliver the vision set out in A Healthier Wales.   The planned allocation of this funding is shown on Table 2 across the range of objectives:

Table 2 – HEIW priorities for development funding

	Strategic Objectives
	Projects
	Estimated Costs

	Strategic Objective 1
	Communication and Engagement including welsh Language
	£100k

	Strategic Objective 2
	Workforce strategy and education initiatives
	£150

	Strategic Objective 3 
	Support for primary care work programme
	£100k

	Strategic Objective 4
	Support for critical service issues and international recruitment/SAS doctors
	£250k

	Strategic Objective 5
	Digital scoping and simulation Plan
	£100k

	Strategic Objective 6
	Leadership development programmes
	£300k

	Strategic Objective 7
	No investment requirements
	£0k

	Total
	
	£1m




In addition we will be seeking external financial support for a number of strategic priorities as shown on Table 3:

Table 3 – Developments Requiring External Support

	Developments
	19/20 £ impact

	Status

	SO 2B (i)  Srategic Review of Health Professional Education Contracts

	Up to £198,462 (Year 2 of a 3 year investment)
	Approved

	SO 2B(iv) Multi Sector Training for Pre Reg Pharmacists

	No £ implications in 19/20 – but need approval to recruit.
	Business Case Developed – to be discussed at WG EDT on 8 April

	SO  3A Redesign and increase in GP Training
	£4,263,674 (for 160 trainees). Year 1 Option 1
	Business Case developed – initial phase supported

	SO 4A (ii) Single Cancer Pathway
· Non Medical Endoscopy Training
· Diagnostic Workforce plan and solutions role
	To be confirmed
	Being develop in conjunction with the National Endoscopy Board and the Cancer Implementation Group


	SO 4A(iv) – Post Graduate Optometry Education
	£152,100 (Year 1 of a 3 year investment)
	Business case being developed for Transformation Fund

	SO 4D Behavioural science
	
	

	Education and Training Commissioning Plan for 20/21
	To be developed by July 2019
	New process to be established  in 19/20




In 2019/20, we expect HEIW to be heavily involved in supporting changes to the funding arrangements of postgraduate medical and dental trainees. Following enhanced financial accountability introduced by the former Wales Deanery, and further detailed work undertaken by the finance sub group of the All Wales Strategic Medical Workforce Group, there is an opportunity to amend the funding arrangements currently in place to provide a consistency in funding across all training posts in the future. Further work is required with health boards to further revise the options and consider the impact across NHS Wales of the options available.

Further discussions with WG are needed to clarify expectations regarding SIFT during 19/20 but clearly this will be an important lever in driving change in education and training.

5.6 	Capital

To facilitate the move of HEIW to Ty Dysgu, Welsh Government funded a programme of capital works allowing the three legacy organisations and new functions to be based in a standalone facility.  

For 2019/20 the Welsh Government will allocate HEIW a Discretionary Capital Allocation of £100k.

Moving forward, capital requirements will need to be considered in support of our strategic objectives, particularly around potential investments required in support of Digital and IT transformation work.  

5.7	Financial controls, reporting and audit arrangements

As a result of the recent establishment of the organisation significant attention has been paid to the development of the Financial Control Framework, which is set out within the Standing Financial Instructions (SFI) adopted by our Board. The SFI’s have been supported through detailed Financial Processes and Procedures, financial business partnering and financial training.  These systems and controls will continue to develop in 2019/20 and the financial business partnering will support the attainment of value on the re-commissioning of the education and training contracts.  This has been particularly important given that two of the processor organisations were part of the university sector, not the NHS.  

In 2019/20 we will benefit from the annual programme of audit work undertaken by internal audit to identify areas for further development and improvement.   In addition we have already been working closely with Wales Audit Office during the transitional period and will be subject to the same audit and performance regime as other NHS bodies in 2019/20. 

5.8	Research and Evaluation

Within legacy organisations, there was an acknowledgement of the value and importance that independent evaluation can offer to education and training initiatives developed.  This approach is planned to continue within HEIW and will provide mechanisms for HEIW to raise the profile of innovations in the arena of healthcare education and training.





CHAPTER 6 – RISK MANAGEMENT


6.1	Risk Management

As part of the transition to the new organisation an initial corporate risk register has been developed to integrate the outstanding “programme” risks, inherited and new business risks.

Our approach to risk management will be refreshed in order to support delivery of the annual plan in 19/20 and to develop a more consistent approach.  This will start with some Board development work and training which will then cascade throughout the organisation so that risks are identified and managed at every level by individual teams. These risks will be prioritised according to an agreed range of criteria, enabling principal risks to be include in the corporate risk register, allocated to Executive leads and monitored at Executive and Board level.

The Audit Committee will continue to reviews the risk management process and provide assurance to the Board on the system of assurance.

6.2	Strategic risks

A number of strategic corporate risks have been identified through an initial analysis of the annual plan:

Capacity of the new organisation to deliver on the range of objectives and expectations

This reinforces the importance of Strategic Objective 1B which is the development on an effective People and OD strategy to ensure that we develop the organisation and our staff to deliver its new functions and new plan.  This will be a key vehicle for managing this risk.  In addition the development of the new integrated performance management framework (Strategic Objective 7C) will help to monitor progress and identify when projects and deliverables may be going off track.

Effective relationships with stakeholders to ensure engagement in key strategic pieces of work

This emphasises the need to build on the good engagement work done to date through the development of the Communications and Engagement Strategy (Strategic Objective 1A).  The range of stakeholders for HEIW is particularly diverse and wide ranging.  Effective implementation of the strategy will require support from the whole organisation and the Board, and will be important in managing this risk. 

Staff engagement

It is important to recognise the degree of change and disruption experienced by staff over the last year and the organisation is still new.  A key risk to the delivery of the annual plan would be a dip in morale or lack of ownership by staff.  Both Objectives 1 A and 1 B are important in helping to manage this risk.

NHS expertise and experience

The new organisation is an integral part of NHS Wales and it is important that policies and systems reflect NHS requirements and standards.  Many staff have come from a University background and are not familiar or experienced in NHS approaches.  In addition we are recruiting large numbers of staff in a short period of time from a variety of public and private sector backgrounds. This risk will need to be managed through appropriate induction, training, policies, procedures and support from internal audit.  Over time the integration of new staff, NHS staff and University staff into a new HEIW culture will also have a positive impact.

Partnership with Social Care Wales
A number of objectives in the annual plan need to be delivered jointly by HEIW and Social Care Wales.  An effective working relationship between the two relatively new organisations is essential to support delivery of the plan.  This is managed through regular meetings between senior leaders of both organisations, a jointly chaired steering group for the development of the workforce strategy with a clear work programme, regular Exec to Exec meetings and annual Board to Board meetings.

Interface with WG

HEIW is still a new organisation and the interface between the WG plan and HEIW’s plan is still being developed.  A lack of clarity about this could lead to duplication, gaps or crossed purposes.  Monthly meetings with key policy leads are in place to help manage this risk, share plans and identify issues that need to be resolved.  Monthly meetings are also in palce between the CEO and the DG.  Other aspects of the performance framework will be in place next year including regular Quality and Delivery Meetings and Joint Executive Team meetings.

Changes in Education Sector

HEIW is reliant on education providers and so any changes that affect Universities, colleges etc can have an impact on HEIW plans. The financial and commercial context means that there may well be changes in provision over the next few years.  In order to manage this risk HEIW needs to maintain close and equitable working relationships with all providers through its communication and engagement strategy.

Impact of developments and incentives in England

Implementation of the Long Term Plan and associated workforce plan in England may impact on the attractiveness of Wales as a place to work and consequently its impact on HEIW plans. Particularly if this involves incentives and inducements that are over and above what is currently offered in Wales.  This risk needs to be managed by close working with HEE and NHS I to understand potential differences between the two countries – for example, bi annual 4 nations meetings are being held involving CEOs.

Financial delivery

The budgets for the new organisation have not yet been tested, and although a considerable amount of work has gone into the financial work programme to date, there may still be some variables during the year that were not foreseen.  Effective financial management, regular financial reporting and the support from internal and external audit will be essential in ensuring that risks around financial delivery are minimised.






CHAPTER 7 – APPENDICES
7.	Appendix A Values and Behaviours
Our values and behaviours have been developed by us; the 400 plus people who have come together as a team to form HEIW. They reflect our thoughts, feelings and beliefs in how we will, and won’t, behave and treat others. They reflect how we will carry out our work and support the delivery of health and social care to the people of Wales.
	Respect for all - in every contact we have we have with others.
	Together as a team - we will work with colleagues, across NHS Wales and with partner organisations. 
	Ideas that improve – harnessing creativity and continuously innovating, evaluating and improving.  

	We Will
	We Will 
	We Will

	· Actively listen – make time to listen, to hear, and respond to everyone’s views;
· Seek to understand alternative viewpoints and see things from others perspectives;
· Challenge constructively and objectively and deal with disagreement quickly and respectfully maintaining peoples’ dignity;
· Respect other people’s expertise and trust people to do their jobs;
· Take personal responsibility for our actions and have the confidence to admit mistakes and apologise;
· Treat people fairly and equitably  according to their needs;
· Value all differences not just professional backgrounds, experience and skills.

	· Seek out, recognise and value the knowledge skills and experience of others from within HEIW and across our stakeholders;
· Openly receive contributions from colleagues and partners;
· Work hard for each other, contribute our best whether we are leading or supporting work;
· Work collaboratively; 
· Be open and transparent and work towards shared objectives;
· Have fun.
	· Be creative, curious and future thinking;
· Challenge the status quo and suggest constructive solutions; 
· Take a positive approach to challenges and problems;
· Drive informed innovation and improvement for patients, staff and learners;
· Empower staff, teams and partners with skills to improve;
· Seek out and respond to feedback from patients, learners, staff and partners;
· Talk up and celebrate success; 
· Embrace and learn from mistakes;
· Focus on the ‘whys’ -  the purpose and the outcome;
· Create and protect time and space for reflection and evaluation.

	We will not
	We will not
	We will not

	· Allow challenges or differences of opinion to become personal; 
· Behave in a way which could be perceived as bullying;
· Exclude others;
· Behave in a way which could be perceived as prejudicial;
· Give preferential treatment;
· Dominate discussions or approaches.
	· Withhold important relevant information; 
· Forget to communicate with each other; 
· Lack loyalty towards each other and HEIW;
· Work rigidly to defined boundaries.
	· Behave in a negative or “can’t do” way;
· Be defensive when challenging existing ways of working;
· Think we know best;
· Allow obstacles to stop improvement;
· Blame others for mistakes.






Appendix B 

The HEIW Board - Who’s Who


Chief Executive
Alex Howells
Development of strategic direction
Culture of improvement and learning
Advocate for prudent healthcare principles
Embedding a multi professional approach in all activities
Optimising use of resources available for education and workforce development
Development of effective partnerships

Director of Finance and Corporate Services
Danielle Neale
Financial strategy and planning
Financial governance and accounting
Budgetary control and reporting
Business planning
Costing, contracting and commissioning
Performance management
IMT / Digital
Corporate Services

Medical Director
(Doctors, Dental professionals, Pharmacists)
Push Mangat
Education planning and commissioning
Quality management
Supporting regulation
Clinical leadership
Appraisal and professional development
Education development and delivery
Workforce modernisation

Nurse Director
(Healthcare Scientists, Therapists, Nurses, Midwives, Optometrists)
Stephen Griffiths
Strategic oversight for education planning and commissioning
Quality management
Supporting regulation
Clinical leadership
Career pathways / role design
Integration
Skills development

Director of Workforce and OD / Interim Deputy CEO
Julie Rogers
Workforce strategy and planning
Workforce intelligence
Leadership development
Careers and widening access
Internal HR and OD
Comms and engagement
Professional support

Board Secretary
Dafydd Bebb
Governance

Chair
Dr Chris Jones CBE
A general practitioner by background, Chris was a practising GP for 32 years as Senior Partner in the Taff Vale Practice in Pontypridd.  He was Chairman of Cwm Taf University Health Board between 2009 and 2017, and prior to that, had been Chairman of Rhondda Cynon Taff Local Health Board since 2004.  Chris was awarded a CBE for his services to healthcare through NHS Wales in 2007, where his interests have included population health and primary care.  He created “Setting the Direction: A Strategic Change Delivery Programme for Primary and Community Services in Wales” in 2009. He also led three Ministerial Reviews: North Wales (2004), Gwent (2006), and Out of Hours Services (2014).  Dr Jones has been the Coordinating Chair of Health Boards and Trusts since 2014 and was also Chair of the Welsh NHS Confederation during 2015/16.  He is also a member of the Valleys Ministerial Taskforce. Dr Jones has supported the Special Measures in Betsi Cadwaladr University Health Board (2016) and has been a member of the 111 Steering Group and Unscheduled Care Programme Board since 2016.  Chris has a lifelong commitment to the NHS in Wales, and is married to Babs, with three grown-up children. His key interests are his grandchildren, fishing, woodwork, photography, opera, classical music, and reading

Independent members

Tina Donnelly CBE DL FRCN
Tina has been Director of the Royal College of Nursing in Wales since 2004; she is a registered nurse, who also trained as a midwife, and has also completed specialist training in cardiac care, palliative care and clinical teaching/teaching.  Tina has held senior management posts in the NHS, in Higher Education, and has worked in the Welsh Assembly Government as a Nursing Officer, advising on health and nursing policy, regulation, human resources, research, and education.  Tina is an honorary Fellow of the University of South Wales, and a Fellow of the Royal College.

Dr Ruth Hall CB
Medically-qualified, Ruth practised in paediatrics and child health before specialising in public health medicine in north Wales, then serving as Chief Medical Officer for Wales from 1997 until 2005.  She has since held the non-executive board and advisory appointments as a member of NICE’s Public Health Advisory Committee, the board of Environment Agency and currently, that of Natural Resources Wales.  Since 2015, she has co-chaired the Mid Wales Healthcare Collaborative, focused on improving healthcare services in rural Wales.  A governor of the Public Policy Institute Wales hosted by Cardiff University, she also holds a visiting chair at the University of the West of England.  She is a Council member of the National Trust, and of the Canal and River Trust and its Wales Board.

John Hill-Tout
John has 40 years’ experience in large and complex organisations within the NHS and Government.  He served as Executive Director, and for a period of six months as Acting Chief Executive, of North Bristol NHS Trust.  He left the NHS in 2001 to take up a post of Director of Performance and Operations within Health Department of Welsh Government, before retiring in 2007.  He served as an independent member of Cwm Taf Health Board from 2009 until 2017, where his particular responsibilities were financial matters, and he served as Chair of the Audit Sub-Committee and Chair of the Finance, Performance and Workforce Committee.

Gill Lewis
Gill is currently Chair of Public Services Staff Commission in Wales and has worked in the public sector for most of her career.  She is a qualified chartered accountant and held a number of senior positions in the former Audit Commission and the Wales Audit Office.  She has more recently undertaken a wide variety of key roles across the public sector in Wales, including Deputy Chief Executive, Director of Resources and Statutory Section 151 Officer, and other director roles in both local government and the health sectors.  Gill has served on Housing Association Boards and CIPFA Council and specialises in corporate governance, peer review, and organisational turnaround.

Prof Ceri Phillips
Ceri is Head of the College of Human and Health Sciences at Swansea University, and Professor of Health Economics at Swansea Centre for Health Economics.  He is the University non-officer member of ABMU Health Board, has been heavily involved in the development of the ARCH Programme, and is the current Chair of Council of Deans of Health Wales.  He is a member of the Ministerial Taskforce on Primary Care Workforce in Wales.  He sat on the Panel commissioned by the Minister of Health and Social Services to review the NHS Workforce in Wales, and was a member of the Panel that undertook the Review of Health Professions Education Investment in Wales in 2015, along with the Williams Review, which has led to the establishment of Health Education and Improvement Wales.  He was also co-lead of the Review of the appraisal of orphan and ultra-orphan medicines in Wales in 2014.

Dr Heidi Phillips
Heidi has been a GP in south Wales since 2001 and is currently Associate Professor/Admissions Director for the Graduate Entry Medicine and Physician Associate programmes at Swansea University Medical School.  She is a Fellow of the Academy of Medical Educators, and a Senior Fellow of the Higher Education Academy.  Heidi has a special interest in recruitment and retention of GPs in Wales and is leading on the development of a primary care academy.  Passionate about widening access to medical school, she sits on the Medical Schools Council Selection Alliance Board and is leading on several equality/disability workstreams.
Appendix C Draft Integrated Performance Framework being developed

	Category 
	Rationale
	Key indicators and measures to be included in the performance dashboard

	Source
	Frequency

	1. Projects and Programmes to deliver Strategic Objectives
	HEIW will be leading a significant amount of development work in order to deliver its commitments in the annual plan. Much of this will need to be taken forward in the form of projects and programmes and the Board will need to be able to monitor that these are being delivered. 

E.g. development of the Workforce Strategy, procurement exercise for health professional education, the joint health and social care induction framework and the development of a workforce plan for primary care.
	This will be drawn from the annual plan and will need to be based on actual v planned milestones – using a form of RAG rating to identify those which are on track and those which are not.  HEE use a red, amber, green, black, white scale.

A common template will be established to support the framework indicating:
· Project name
· Key project deliverable and timescale
· Link to SOs
· RAG status
· Actions to address risk or issues
· Investment where applicable
· Project lead



This means there needs to be a clear project and/or programme management approach adopted within HEIW to all development work. , In the main Executive Directors will need to act as SROs for these areas of work.
	The source of this information will be based on routine project management reports on a monthly basis which will inform the RAG rating of each project and production of exception reports by project leads.
	Monthly 

	2. Investments in education, training and workforce development
	This is where most of our budget is spent, and the delivery of agreed numbers of health professionals is mission critical to the NHS. 
	Trainee numbers (actual against target)
· Foundation, Core, Specialty PGME (and potentially by specialty where relevant) 
· By NHS organisation

Trainee/student  numbers (actual v target)
· Dental foundation training
· Dental core and specialty training
· Pre reg Dental nursing
· Dental Hygienists/Therapists

Trainers??

Student numbers (actual v target)
· Nursing
· Midwifery
· AHPs
· Paramedic
· etc

Health Professional Role Development and Innovation numbers
· Advanced Practice
· Physicians Associates
· Pharmacy Technicians

Areas for development:

Bursaries/tie in – numbers

Access to professional development educational resources and learning materials e.g.
· Delivery of QI training
· E learning modules
· Leadership courses 
· (Schedule of courses and resources to be developed as one of our annual plan objectives)

Returners?

	Intrepid






Intrepid






Commissioning team




Commissioning team
	Monthly snapshot





Monthly snapshot





?





?

	3. Quality and Outcomes
	We will need a way of assessing whether all of the investment in the box above is actually delivering a good experience for learners/trainees/staff and delivering a safe services for patients.  
	Quality management of post graduate medical and dental education

ARCP outcomes

Quality outcomes of non-medical education


Trainee, student and learner satisfaction and feedback






Appraisal

Revalidation

Professional support unit caseload
	The existing QM report can inform this 

?

Commissioning team


NTS – by GMC
End of placement feedback from trainees to us
University student satisfaction rates
Other?
How?

MARS

MARS

?
	Monthly


?

?


Annual

	4.Corporate Governance and Management
	This section relates to the internal effectiveness and efficiency of HEIW. It links to Strategic Objective 1 and covers essential performance areas that need to be reported to WG.
	Month on month Financial performance – including delivery against budget, forecasts etc.  A more detailed financial report will be provide to the Board on a monthly basis.

Month on month staff attendance – by Exec area

Month on month staff turnover

Month on month Statutory and mandatory training – by Exec area

Month on month progress re appraisals  - (NB we may be starting with a nil score next year if we are introducing a new approach so need to build in a clear trajectory)

Staff engagement


FOIs and performance against timeline

Good news stories
	Systems are being set up to collect the information on staff and finance as a core requirement

A workforce performance dashboard has been developed to underpin this section – but national measures are based on a 12 month rolling programme






NHS Staff survey January 2019

Board Secretary

Comms team
	These all need to be reported on a monthly basis (maybe with the exception of staff engagement)









Move to monthly surveys
Monthly
Monthly




5. Improving opportunities for use of technology and digitalisation in the delivery of education and care. 


1. As a new organisation establishing HEIW as a valued and trusted partner, an excellent employer and a reputable and expert brand.  


2. Building a sustainable and flexible health and care workforce for the future. 


3. With Social Care Wales shaping the workforce to deliver care closer to home and to better align service delivery. 


4. Improving quality and safety by supporting NHS organisations find faster and more sustainable workforce solutions for priority service delivery challenges. 


6. Reinvigorating leadership development and succession planning across health and social care in partnership with Social Care Wales and Academi Wales.  


7. Demonstrating value from investment in the workforce and the organisation. 
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