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Foreword from the Chair and Chief Executive

Following on from our 2019/2020 annual plan, we are delighted to publish our first Integrated Medium-Term Plan (IMTP). This IMTP is necessarily ambitious in setting out our strategic aims and work programmes for the next three years, providing an essential platform to help us deliver on our ambitions as an organisation and to support the health and social care system in implementing ‘A Healthier Wales’. Throughout 2018 to 2019 we have actively engaged and worked with partners across education, NHS and Social care.  

We are therefore very mindful of the workforce challenges that affect so many of our health and social care services and believe that our IMTP incorporates a number of critical objectives that will help us work with our partners to respond to improving the quality of care and the transformation of services. 

Education and training lie at the heart of this IMTP, ensuring that we have the right number of people with the right skills in our workforce. We also reflect the cultural and language needs of the workforce going forward.  

Our IMTP sets out our commitments for transforming education and training across all professional groups throughout the education pathway, for new staff as well as existing staff.  This includes a focus on quality and student and trainee experience and wellbeing. 

We have also aligned our IMTP with the Workforce Strategy for Health and Social Care which we anticipate will be launched in the next few months.  This will set out some important priorities for the system and for HEIW in particular, raising the importance of workforce to the strategic agenda, and reinforcing its key role in a sustainable health and care service.  

In particular the strategy has a primary focus on the wellbeing of our workforce, mirroring the commitments made in the Quadruple aim.  To support this, we have identified a number of areas where we can contribute to embracing and embedding compassionate and collective leadership as a fundamental component of our approach in Wales. Importantly this IMTP recognises the need to make progress on the digital and technologies agenda going forward. 

For a new organisation, the process and journey in developing the IMTP has been a valuable and energising process, enabling the bringing together of multiple strands into a coherent, cohesive and empowering plan. We are grateful to the engagement we have had through the planning process. We recognise the important role played by our partners, stakeholders and staff and very much look forward to working with you all as we implement the plan to “Transform the workforce for a healthier Wales”.
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Plan on a Page:  Overview2020-21
Highlights

1.2 Scope and engage with partners to identify action for Shortage Workforce areas
1.3 Support the implementation of the NHS and Wellbeing action plan
2.2 Strategic Review of Education – develop contract terms and tender documentation
3.1 Implement the Leadership Strategy
4.1 Scope and review new models and good practice in Unscheduled Care
4.6 Support implementation of pace setter projects related to workforce in Primary Care



[image: Chart showing HEIW's aims]
[bookmark: _Hlk25309414]2022-23
[bookmark: _Hlk26348196]
Highlights

1.2 Continue to focus on actions to address shortage workforce areas
1.3 Develop the NHS Wellbeing Framework
2.2 Performance management of new educational contract
3.1 Review the impact of the Leadership Strategy
4.1 Continue to research, evaluate and disseminate good practice in unscheduled care
4.6 Review cluster workforce plans in education and commissioning plans (Primary Care)


2021-22

Highlights

1.2 Continue delivery of shortage workforce plans, revise actions and address new professional areas
1.3 Scope NHS Wellbeing framework
2.2 Work with providers to support transitional arrangements for educational contracts
3.1 Undertake performance management of the Leadership Strategy
4.1 Review and evaluate first good practice guide for Unscheduled Care
4.6 Review future need for transition programme Primary Care



Executive Summary

This IMTP is centred around 6 Strategic aims, 4 of which are externally facing and 2 are predominantly internally facing and about how we work with others.  Together they present HEIW with the opportunity to make a real difference to patients, quality of care, trainee and student experience and the wellbeing of the NHS workforce culture.  These are:

· To lead the planning, development and wellbeing of a competent, sustainable and flexible workforce to support the delivery of ‘A Healthier Wales’
· To improve the quality and accessibility of education and training for all healthcare staff ensuring that it meets future needs
· To work with partners to improve collective leadership capacity in the NHS
· To develop the workforce to support the delivery of safety and quality
· To be an exemplar employer and a great place to work
· To be recognised as an excellent partner, influencer and leader.

Whilst this is a three-year plan to capture and deliver on our plans, three years is a short timeframe and as such, we have developed our plans in terms of a five and ten year look forward.  The Workforce Strategy for Health and Social Care will drive this work for us.

One of the challenges in developing this 3-year plan has been to ensure that we have the capacity and capability to deliver against the ambitions and objectives outlined and we have carefully considered this.  We have a significant amount of ambition for our organisation as do our staff, partners and stakeholders.  Of necessity, we have made some assumptions about the implementation of the draft national Workforce Strategy which was jointly submitted with Social Care Wales to the Welsh Government in December 2019 and have reflected actions within our strategic objectives.  Subject to the outcome of the Welsh Government’s review of the draft Strategy, these may need some adjustment as both organisations have made it clear that the more significant implementation actions would need to be supported by additional investment, which would include some additional capacity.  Several of the objectives flow from activities or commitments commenced in 2019-20.  Others have been framed as ‘scoping’ or ‘exploring’ in year 1, with decisions and actions to be taken in subsequent years, thereby allowing for some further prioritisation at the end of year 1.  We recognise that some of the objectives will require investment including in workforce capacity and that we will need further discussion with Welsh Government and partners on the back of robust business case.  Further clarity on the areas for potential investment can be found in Chapter 10.

On capability, we have a stable and highly motivated workforce.  We are developing a 3-year Training and Development plan, which will sit alongside our People and OD Strategy, and will help ensure our workforce has the skills needed to deliver the expectations set out in the IMTP.  The main areas for further development that have been identified to date are programme and project management, preparation of business cases, risk management and digital capability.  These are in addition to the usual training requirements of an NHS and a new organisation, for example in relation to leadership, management skills, information governance, finance and procurement.

The planning process has involved the staff and has facilitated opportunities to reflect jointly on the strategic context in which HEIW operates, and to acknowledge and respond to feedback we received from stakeholders and this has helped shape an ambitious programme for the next three years.  We will continue to collaborate internally with our staff and externally with our stakeholders.  We will achieve this through existing mechanisms and seek out new opportunities where it is needed.  Collaboration and creating the conditions for collaboration will therefore be a key feature of our work over the next three years, helping to raise awareness of the organisation and our ambitions.


Chapter 1 – Organisational profile and reflections on 2019-20

1.1	HEIW Vision

Our vision is “Transforming the workforce for a healthier Wales” which was developed through engagement with staff, stakeholders and partners.  Our workforce is pivotal in building a sustainable health and care system that can meet our future needs.  We will work closely with our stakeholders to continuously evaluate, re-imagine, and transform how we need to work to meet the needs of an ever-changing world.  We 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



1.2	Purpose

Our purpose is to integrate and grow expertise and capability in planning, developing, shaping, and supporting the health workforce - ensuring we have the right staff, with the right skills, to deliver world-class health and care to the people of Wales.  The publication of A Healthier Wales prior to our establishment reinforced the need for a more strategic and sustainable approach to workforce in health and social care.

Our role in education and training makes us well placed to be a system leader in the implementation of the Future Generation (Wales) Act and the five ways of working. We see this as part of our core purpose: creating the conditions for a sustainable workforce for the future, widening access to a range of health careers and opportunities, engaging with our partners, students and trainees as well as the public to shape education and training opportunities that can be delivered locally e.g. through ‘grow your own’, regionally, for example, rural schemes or nationally i.e. all-wales graduate programmes.

As a new organisation established within the NHS we are clear also that our purpose is to deliver improvements to the safety and quality of care for patients, to staff experience and to the system as a whole.

Finally, as a new organisation it is also important that we continue to pay attention to the rationale for the establishment of HEIW and acknowledge the significant change we have made by merging three predecessor organisations.


1.3	Functions

HEIW is an all Wales organisation employing over 370+ core members of staff.  We have an annual budget in excess of £200 million.  We support the education and training of a wide ranging trainee and student population including:

· 3,000 training-grade staff and associate specialist doctors and dentists;
· 2,500+ pharmacists, 1,600+ pharmacy technicians, 70+ pre-registration pharmacists and pharmacy technicians trainees;
· 3,300 new Nursing and Allied Health professional students;
· 1,600 dentists and 3,400 dental care professionals;
· 700+ optometrists;
· 9,500 (total number) Nursing and Allied Health Professionals.

The organisation undertakes a wide range of functions as outlined below:

Education Commissioning and Delivery:  HEIW plans, commissions and delivers education and training for a wide range of health professional groups, and incorporates the Deaneries for Medicine, Dental and Pharmacy.  This is what the majority of the HEIW budget is spent on.

Quality Management:  HEIW quality manages education and training provision ensuring it meets required standards, and improvements are made where required.  This includes supporting teachers, trainers, trainees, students and working closely with education providers, NHS organisations and regulators.

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

Workforce intelligence:  HEIW is recognised as a primary source for information and intelligence about the Welsh health workforce.  It provides analytical insight and intelligence to support the development of the current and future shape of the workforce.  It acts as a central body to identify and analyse sources of intelligence from Wales, UK and abroad.

Workforce strategy and planning: HEIW provides 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 care models of service delivery.  In addition, through this process, HEIW identifies and develops new workforce models required within the NHS.

Leadership Development and Succession Planning:  HEIW is leading and developing the strategic direction for the development and delivery of leadership development for and succession planning for NHS Wales.

Careers and Widening Access:  HEIW provides the strategic direction for health careers and the widening access agenda, delivering an ongoing agenda to promote health careers. With a clear focus on opening access to the many people in our communities that have valuable skills and experience currently underrepresented in our workforce.

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

Professional Support for Workforce & OD:  HEIW has an express function to support the development of the workforce and OD profession within Wales.

1.4	Our Culture, Values and Behaviours

Our culture and the way we do business are very important to us.  There is an increasing and compelling body of evidence linking wellbeing of our workforce to improved outcomes and quality of care.  We want our workforce to be happy, healthy and engaged and will be prioritising wellbeing and inclusion within HEIW, in line with the national Workforce Strategy for Health and Social Care.  We created a Values and Behaviour Framework prior to the establishment of the new organisation.  This was developed by the 400 staff who came together as a team to form HEIW and consists of the following values:

Respect for all 	Together as a Team	Ideas that Improve

The full values and behaviours framework is attached at Appendix A.  We are delighted that this work won the HPMA award in the colleague engagement category.

During the remainder of 2019-20 we will continue to embed the values and behaviours into our policies, practices and processes, whilst also ensuring we take the opportunity to roll out national work we are leading on compassionate and collective leadership for our own staff.

1.5	Organisational and Governance Structures

HEIW was formally launched as a statutory body on 1 October 2018.  HEIW has a statutory Board consisting a Chair, Chief Executive, 6 Independent Members and 4 Executive Directors.  A summary of Executive Director portfolios and a “who’s who” of the Board can be found at Appendix B.

The Board is responsible for approving and monitoring delivery of plans for the organisation.  The Board considers corporate governance arrangements to ensure the identification of risks, delivery of plans and the robustness of the assurance arrangements to inform their decision making.

This is our first IMTP. Our approach has been to engage with the Board at all stages as priorities and actions have been developed. An outline timetable for the development of the IMTP was presented to the Board in May 2019 with clear opportunities set out for Board involvement in the planning process. Updates have been provided to the Board at regular intervals since then including at both full Board and Board Development sessions. The development of the IMTP has also included engagement with key stakeholders and regular reviews by both the Executive Team and Senior Leadership team.

HEIW has established an integrated performance framework. The framework will monitor and review the IMTP projects and programmes, operational performance targets, quality indicators and outcome measures.  A Performance Report will be considered at each formal meeting of the Board and will ensure that HEIW places information at the forefront of decision-making process in order to support delivery of its strategic objectives.

See section on Risk in respect of how HEIW’s Corporate Risk Register is aligned to the IMTP and reviewed by the Board.  The Board has accountability for the delivery of the plan, and they must be confident that:

· the IMTP delivers the Quadruple Aim;
· a robust quality, governance and risk analysis has been undertaken of key areas and commitments;
· sufficient infrastructure and resources are dedicated to the quality, governance, risk and planning requirements;
· sufficient resilience exists within the organisation’s corporate and service functions and confidence that assurance mechanisms ensure they are fully informed and sighted on issues that emerge.
· there is clear read across to the relevant risk registers including quality, workforce, finance and service risks.
· functions and services provided by the organisation are improved and quality is upheld.

To support the Board in this, the wider senior leadership team has had a critical role in the development of the IMTP bringing together input from across the organisation.  This has also been important in terms of organisational development, recognising that the organisation is still new, with significant opportunities to share good practice and pool skills and expertise.  We are increasingly adopting a matrix approach to working to support this.

As an organisation with an All Wales remit and a headquarters located in Nantgarw, near Cardiff, we felt that it was extremely important to have a presence in North Wales.  As such we have taken the decision to extend the contractual arrangements we inherited for a small office in North Wales whilst we explore the benefits and options for a more sustainable presence in the region.  The current facility, whilst small, has provided a base for our staff to work from when visiting organisations in the region.  We are also able to access the facilities in the many Postgraduate Centres located across Wales, and we will be looking to see how we might maximise these in the future.

1.6 Stakeholders and Partners

As an All-Wales organisation with several strategic functions the importance of our partners and stakeholders cannot be over emphasised.  This includes trainees and students, NHS Wales, Social Care Wales, Education providers, Regulators, Private sector (business, suppliers), Professional bodies and Welsh Government.

During 2019-20 we have undertaken extensive communications and engagement activity based on our Board approved Communications and Engagement Strategy to build and strengthen relationships and to help shape our work and services.  This has included:
· 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
· Continuation of stakeholder workshops across Wales including to inform development of IMTP
· Participation in national boards and all Wales peer groups
· Collaboration and co-production of Wales’s first Public Body Equality Partnership to develop and delivery Wales’ first shared Strategic Equality Plan across public sector bodies
· Extensive engagement and consultation, with over 1900 contacts, during the development of the Workforce Strategy for Health and Social Care
· Extensive engagement in the strategic review of health professional education
· All Wales conferences and events to focus on key topics, provide access to CPD and support networking.

We are also working with partners across the UK, including colleagues in NHS Education for Scotland, Health Education England, NHS Improvement, Department of Health in Northern Ireland and a number of national professional bodies and regulators.  We hosted a four-nations meeting between Health Education England, NHS Scotland and the Northern Ireland Medical and Dental Training Agency earlier this year and are part of a five nations collaborative, on compassionate and collective leadership. 

Beginning in early May 2019, we launched the ‘HEIW Roadshows’ visiting Health Boards and Trusts across Wales to meet with healthcare trainees, students, educators and those responsible for education.  The Roadshows enabled us to introduce HEIW and ourselves to students, trainees and colleagues across Wales.  It also provided us with an opportunity to listen and gain feedback on education experiences to allow us to inform future provision of healthcare education in Wales.  These will be repeated in 2020-21.

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 collaborate, communicate, engage and work closely with our partners and stakeholders.

1.7	Research, Evaluation and Value

Research and Evaluation is a key component in supporting HEIW achieve its mission of Transforming the Workforce for a Healthier Wales. Across all areas of our work it is vital that we implement appropriate processes to ensure the provision of quality, independent research and evaluation of HEIW activities as well as enabling us to demonstrate the value of our activities.  This will provide the justification and evidence base to support future decision making to improve the quality of education and training in Wales. Externality will enable us to assess the impact our activities have had on health professional practice, patient care and the value of our investment to NHS Wales.

Relevant evaluation frameworks will be constructed to enable us to determine the extent to which initiatives and schemes resonate with the six strategic objectives and contribute to the transformation of the workforce for a Healthier Wales.  These frameworks will ascertain the extent to which initiatives and schemes are likely to deliver, identifying those that are most effective in delivery and the relative value added.

The evaluation frameworks will enable both summative and formative approach to be employed, and result in regular assessments of effectiveness and cost-effectiveness, along with the identification of process related factors that contribute to success.  The frameworks will also provide opportunity for us to inform the nature and scope of the evaluations and to secure agreement with relevant stakeholders as to the nature of the proposed outcome measures.  Further, the iterative process employed will make for regular reporting and communication and allow scope for adjustments and amendments to be made in moving forward through the implementation phases.

Undertaking this work will enable HEIW to actively promote our activities and innovative approaches to education and training, it will support best practice and learning across national and international forums and through publications in peer-reviewed articles.  All of which will support the promotion of Wales as a destination of choice for healthcare professional training and enhance the brand reputation of HEIW as an innovative, forward thinking organisation.

1.8	Collaborative and Partnership Case Studies

Collaboration is fundamental to the successful achievement of our activities and a core part of how we work.  Some specific examples of partnership work with key stakeholders includes:

· Worked with higher education institutions in Wales, contributing towards investment in a new state of the art clinical practice suite at Singleton Hospital, Swansea.

	Case Study:  We have worked with the Open University and the Health Boards to develop and run new part-time distance learning nursing programmes.  Healthcare support workers who live or work in isolated parts of Wales are now able to enrol on a range of part-time distance learning nursing programmes broadening their education and training and enabling them to strike a study/work/life balance without having to contemplate the hardship of ceasing full-time work in order to further their education.  HEIW has made a valuable contribution to opening up education to more people in society, helping them reskill and change their lives.  One of HEIWs priorities was to widen access to as many people as possible and in that respect The Open University was the ideal partner, given its long-established record of providing long distance learning.  For many in rural areas, this can sometimes be the only option to study for a degree, taking careers forward in an exciting new direction.



· Working in collaboration with Bangor University, Swansea University and the University of South Wales, HEIW has collaborated with the ‘Enhancing Nurses’ and Midwives’ Competence in Providing Spiritual Care through Innovation Education and Compassionate Care (EPICC) Project in embedding approaches to holistic care and spirituality in the training for nurses and midwives.
	Case Study:  Collaboration and partnership working is at the heart of the work that has been undertaken between our pharmacy team and Newport City Council’s health and social care team including assessing the competency of care home managers against National Occupational Standards and assessing care home staff working within their own teams.  Furthermore, 15 care home managers in the Newport area have completed the City and Guilds Level 3 Diploma Administer Medication to Individuals and Monitor the Effects qualification.  In a questionnaire, 100% of care home managers said their confidence had grown when it came to administering medicines, with 100% declaring they were now more confident monitoring residents’ medications.  Council managers have reported that the initiative – the first of its kind anywhere in Wales – has not only helped raise standards within care homes but been recognised by other councils, impressed by the positive feedback.  This has been a hugely successful initiative demonstrating how organisations can work together to benefit individuals living in a care home setting.  This has helped raise the levels of awareness and expertise of staff administering medicines in Newport City Council care homes and helped ensure the safe and effective administration of medication, from using an inhaler or administering cream right through to providing the latest up-to-date reference books for managers and their staff.  This has resulted in those staff safely and competently administering medication to vulnerable people, in line with Newport City Council guidance and care Inspectorate Wales inspections and hopefully other local authorities across Wales will follow their example.



· We have worked collaboratively with Social Care Wales to develop a joint Health and Social Care Induction programme delivered jointly in collaboration with Social Care Wales, Hywel Dda Health Board and local further education provision.  To date we have run a pilot for two cohorts of learners in Pembrokeshire this autumn and will be running a further one for learners in Ceredigion early in the spring.

Case Study:  Working in partnership with Qualifications Wales and Social Care Wales and delivered by a consortium made of the Welsh Joint Education Committee and City and Guilds, students can now work towards  a new suite of health and social care and child care qualifications designed to strengthen the profession for the future.

· HEIW has worked collaboratively with Health Boards to deliver a website  to raise awareness of recruitment opportunities in Urgent Primary Care in Wales, building on good practice from Aneurin Bevan UHB.  This website includes case studies from colleagues who have talked about why they chose to work in Urgent Primary Care and offers easy access information and guidance.  It will hopefully encourage people to think about careers in these areas.

Case Study:  HEIW teamed up with the Welsh Ambulance Service NHS Trust to help paramedics become Advanced Paramedic Practitioner (APPs).  New funding was made available for a new full-time MSc in Advanced Practice programme increasing the number of APPs in Wales.  The full-time MSc in Advanced Practice course is being facilitated at University of South Wales, Wrexham Glyndwr University and Swansea University.  APPs can administer a far greater range of medicines and manage more patients with complex care needs closer to home.  They have the skills and expertise to make decisions about whether patients can be cared for in the community, if they need to be referred to a GP or if they should go to hospital thereby easing the pressure on the health system and patient outcomes.  This advanced training also enhances their skills set and career development.
As we have said earlier, collaboration is fundamental to the way we work and to ensuring the successful achievement of our ambitious agenda.  We were established by the Welsh Government to provide systems leadership across a range of our statutory functions, not to develop ideas and solutions in isolation.  We have articulated a strong engagement offer to our partners and stakeholders including regular events, bulletins and meetings etc and are working collaboratively across a range of service priorities and national programmes e.g. single cancer pathway, primary care and the ten-year workforce strategy.  All of the Executives and the Assistant Directors are members of and regularly attend the NHS Wales peer networks.  We are actively facilitating, enabling and supporting partners to work collaboratively.

1.9	Progress in delivering the Annual Plan 2019-20

In June 2019, our Annual Plan 2019-20 was formally approved and signed off by Welsh Government.  This was an ambitious plan formed around 7 strategic objectives.  We are on course to deliver the key commitments, providing solid foundations for the development of the new IMTP and delivery over the next 3 years.

Our new organisation was fortunate to be able to build on a strong legacy and has delivered some key achievements during this first year including the smooth transition for staff and service; the establishment of new teams and functions.  At the time of writing, we would highlight the following achievements from our Annual Plan (2019-20).

	[bookmark: _Hlk23952255]Achievement
	What is it?
	What difference has it made?

	Major expansion in training places for nurses and other health professionals
	We are grateful for the support of Welsh Government to increase the investment in our education and training plan with £16.4m more investment.
	Providing the NHS workforce with the workforce that it needs to meet ever increasing demand.  Help address shortage areas.

	Achievement
	What is it?
	What difference has it made?

	Supported implementation of A Healthier Wales through our development of a Workforce Strategy for Health and Social Care for Wales
	This is a ten year All Wales strategy that was highlighted as a recommendation in A Healthier Wales and is important because there was a significant case for change.  It has involved the engagement of a wide variety of stakeholders including 1-1 interviews, webinars, group meetings, workshops and an online survey.

By 2030 we will have the right workforce to be able to deliver flexible and agile health and social care that meets the needs of the people of Wales.   We will also have a workforce that is reflective of the population’s diversity, welsh language and cultural identity, with the right values, behaviours, skill and confidence to deliver care and support people’s wellbeing as close to home as possible.  We will have a workforce that feels valued.
	Although the strategy has not yet reached publication stage the process of development has developed a different kind of conversation about the workforce and increased the spotlight on workforce as a key enabler of transformation.  In addition to the engagement and consultation this has included two discussions at the Health, Social Services and Sport Committee.  The strategy sets an ambition of putting workforce wellbeing and a culture of compassionate care at the heart of what we do.   This aligns with the quadruple aim, wellbeing of our staff.

Once finalised the strategy will provide the opportunity to tackle some important strategic obstacles and opportunities that will help us make progress towards a more sustainable workforce.


	Achievement
	What is it?
	What difference has it made?

	[bookmark: _Hlk26520558]Secured investment in a new model of GP Training
	We are grateful for the support of Welsh Government to increase the number of GP training places in Wales to a minimum of 160 (and more if recruitment is successful) alongside implementing a change in the model of how training is delivered from 18 months in hospital based posts and 18 months in GP Practice to 12 months in hospital based posts and 24 months in general practice.
	The quota for GP training places has increased from 136 to 160 this year and 186 places have been filled.  Ultimately this will lead to an increase in the number of GPs working in NHS Wales who will be able to contribute to the delivery of a sustainable and flexible primary care service as outlined in the Strategic Programme for Primary Care.

	[bookmark: _Hlk26521004][bookmark: _Hlk24370401]Achievement
	What is it?
	What difference has it made?

	Secured investment in a new model of Pre-Registration Pharmacist Training and achieving significantly improved fill rate.
	We are also grateful to Welsh Government for the support to make changes to the model of Pre-Registration Pharmacist Training in Wales and increasing the number of available welsh training places.  The new model provides registrants with the opportunity to gain multi-sector experience in hospital, community practice and primary care delivered through quality assured training sites.  This is a unique offering within the UK.
	The programme will develop registrants who can take up roles being developed across all sectors.
There will also be a centralised recruitment process with central employment of all trainees, quality assurance of all aspects of the programme and align to proposed new GPhC standards for initial training.
Increased number of trainees with an improved fill rate of 97% for 2020 intake compared to an England average fill rate of 56%.

	Achievement
	What is it?
	What difference has it made?

	Undertaken a strategic review of health professional education
	A strategic review of education is underway for nursing, AHP and scientist education; consideration is being given to the future delivery of education in anticipation of the new HEI contracts being drawn up for 2020.
	An independent KPMG review has been completed and the emerging themes have been shared with HEIs to start to influence and shape their future thinking in advance of the re procurement exercise.

	Achievement
	What is it?
	What difference has it made?

	Contributing to service challenges e.g. urgent primary care out of hours, single cancer pathway, leadership in emergency medicine.
	Senior leaders from HEIW have been proactive in their involvement with national mechanisms addressing critical service challenges on a range of fronts, championing the need for a workforce perspective, and connecting the specialist expertise and skills of HEIW to help address the workforce challenges
	We have introduced an Urgent Primary Care OOH recruitment website; developed plans for the first clinical endoscopy training programme in Wales; and established important leadership roles to improve the quality of training in Emergency Medicine. 

	Achievement
	What is it?
	What difference has it made?

	Secured investment to make changes in services from secondary care to primary care through commissioned Optometry Training for optometrists in Wales.
	Commissioned education to provide qualifications to facilitate the upskilling of optometrists to be capable of improved decision making in medical retina, glaucoma and acute eye care such that they can manage patients with suspect glaucoma, triage referrals for Wet AMD and manage acute eye care presentations  through the prescribing of medications.
	Will release capacity in secondary care in wet AMD services, glaucoma outpatients and eye casualty and improve patient care.



As a new organisation we have also built strong organisational foundations.

· We have made significant progress in embedding our approach to diversity and equality into our policies, procedures and culture as an organisation.
· We have also established an Education and Commissioning and Quality Committee to support the Board in relation to its central education functions.
· We have made good progress in embracing the Welsh Language in the organisation and have had a positive meeting with the Welsh Language Commissioner.

We have undertaken extensive engagement and consultation on the development of the Workforce Strategy for Health and Social Care.  In addition, we undertook a strategic review of health professional education informed by stakeholder engagement to align with the needs of the Workforce Strategy.  We have an approved education and training plan designed to secure further investment in shortage areas and improve solutions for critical service challenges in 2020-21 (see Chapter 7).  These key investments in education, training and workforce development will make a tangible difference to services and patient care – pharmacy pre-registration training, optometry postgraduate education, GP trainees and Foundation doctors.  We have also accelerated our exciting work on succession planning and leadership development and in particular a “movement” in support of compassionate leadership.


1.10	Awards for Excellence in 2019-20

HEIW was shortlisted in three categories at this year’s Healthcare People Management Association (HPMA) Wales Excellence Awards.  The awards, recognise and reward the outstanding work of healthcare and people managers across Wales.  We won in the category ‘Colleague Engagement and Experience’ for our contribution to empowering staff to create a new culture and were highly commended in the category of ‘Partnership and Seamless Working’ for the new approach to managing attendance at work (in conjunction with workforce and organisational development colleagues, and trade union representatives from all 10 Health Boards and Trusts in NHS Wales).  We were also shortlisted in the ‘Attraction and Recruitment’ category for the move to providing a single lead employer for GP practice trainees (in partnership with the NHS Shared Services Partnership).

In addition, one of our Associate Deans, was awarded a British Medical Association Medal at their annual representative meeting in July 2019 for his work at the forefront of programmes to identify and tackle bullying of SAS (Staff and Associate Specialists) doctors in Wales and a champion for ethnic diversity.

1.11	Challenges faced during 2019-20

As a new organisation, the main challenge has been to ensure that we have the right capacity in place to deliver on our ambitions and plans.  The organisation had a number of vacancies on 1 October 2018 as it developed new structures for its new functions.  Also, no access to the NHS online Employee Self-Service or E-Expenses systems meant paper-based systems were set up to enable staff to book annual/sick leave and claim their expenses. There were subsequent delays in clearing the job evaluation backlog and making appointments to remaining vacancies in the organisational structure.  These problems have now been resolved and activity is in line with a more positive position for the remainder of 2019-20.

When HEIW was established in October 2018, a significant number of staff were transferred to HEIW under Transfer of Undertakings (Protection of Employment) Regulations (TUPE) arrangements.  This has been a significant challenge for the People Team, who need to be familiar with two complex sets of employment terms and conditions on a daily basis.

There have been a few legacy issues to deal with including ensuring trainees have appropriate access to secured Wi-Fi networks to support their education and training.

We have done a great deal of work to develop our communications and engagement strategy but recognise there is still much more work to do to ensure that partners and stakeholder organisations understand who we are and what we do.  The interface with Welsh Government and mechanisms for communicating and engaging are still developing and evolving.  These will continue to be clarified during the remainder of 2019-20, especially as more detail emerges about the role of the two new special health authorities in NHS Wales will be essential.





1.12	Capacity and Capability to deliver

We have a significant amount of ambition for our organisation as do our staff, partners and stakeholders. Following extensive review and engagement, we have translated this ambition and expectation into six strategic aims and the specific objectives laid out in chapter 5.  Of necessity, we have made some assumptions about the implementation of the draft national Workforce Strategy which was jointly submitted with Social Care Wales to Welsh Government in December 2019 and have reflected actions within the objectives at chapter 5.  Subject to the outcome of the Welsh Government’s review of the draft Strategy, these may need some adjustment (see also Chapter 3).  Both organisations have made it clear that the more significant implementation actions would need to be supported by additional investment, which would include some additional capacity. 

One of the challenges in developing this three-year plan has been to ensure that we have the capacity and capability to deliver against the ambitions and objectives outlined.  Several of the objectives flow from activities or commitments commenced in 2019-20.  Others have been framed as ‘scoping’ or ‘exploring’ in year one, with decisions and actions to be taken in subsequent years, thereby allowing for some further prioritisation at the end of year 1.  Some of the objectives will require investment including in workforce capacity and these are articulated in more detail in the Finance Chapter 10.

On capability, we have a stable and highly motivated workforce. We are developing a three-year Training and Development plan, which will sit alongside our People and OD Strategy, and will help ensure our workforce has the skills needed to deliver the expectations set out in the IMTP.  The main areas for further development that have been identified to date are programme and project management, preparation of business cases, risk management and digital capability.  These are in addition to the usual training requirements of an NHS and a new organisation, for example in relation to leadership, management skills, information governance, finance and procurement etc.

Chapter 2 – Shaping our vision for the future

2.1.	The strategic context in which we work

As an organisation responsible for planning and developing the workforce it is essential that we have good intelligence about the strategic context in which we work.

2.2	The PESTLE Analysis

Undertaking a PESTLE analysis enabled a comprehensive base of information to be gathered across a range of macroenvironmental factors enabling the development of strategic objectives to take advantage of opportunities and mitigate threats to HEIW functions in achieving our strategic aims (see Appendix C).

	Political and Legal



The Wellbeing of Future Generations (Wales) Act 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.  The NHS is a significant employer for many local communities and widening access into training and employment opportunities can support the development of health and prosperity in these areas.  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.  It is recognised that this will help HEIW generate opportunities to support people to have better health and wellbeing throughout their lives.  The national Workforce Strategy for Health and Social Care in Wales is clearly central to this.  We have articulated throughout the objectives in Chapter 5 where we see a clear alignment between the actions we are proposing and the 5 ways of working.

A Healthier Wales 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 development of new models of seamless local health and social care are being taken forward through the Regional Partnership Boards and it is intended that the funding being provided by the national Transformation Programme will ensure that change happens quickly.  There is an opportunity for HEIW to contribute to the removal of the barriers between different healthcare providers to make more efficient use of resources in order to find better outcomes for patients.

The quadruple aim which underpins this plan also highlights the critical importance of staff engagement and well-being which are a key focus for HEIW.  The prudent healthcare principles have been embraced by HEIW and have an important influence on how we design our roles and teams to get maximum value.  In particular, we ensure that education and training commissioned or delivered by us supports these principles.

The Nurse Staffing Levels (Wales) Act 2016 describes the need to both provide sufficient nurses and to allow nurses time to care for patients sensitively in both provided and commissioned services.  Interim nurse staffing principles for paediatric in-patient wards were published in July 2019.  The aim of these principles is in part to prepare paediatric inpatient wards for the inevitable full extension of the Nurse Staffing Levels (Wales) Act to that setting before the end of this government term.  As we take on responsibility for rolling out this work from April 2020 it is essential that this is factored into our workforce planning and education commissioning planning. 

In June 2019, the Health and Social Care (Quality and Engagement) (Wales) Bill 2019 set out the intention to strengthen the existing duty of quality and to establish an organisational duty of candour.  From a HEIW perspective this needs to be embedded in our education and training programmes, but also needs to be incorporated in our leadership development work. 

Welsh Governments announcement to enact the Socio-Economic Duty, Part 1, Section1 of the Equality Act 2010 will result in HEIW working in partnership with Welsh Government in the development of technical guidance.  In the interim, HEIW is developing an integrated approach to equality impact assessments, enabling us to assess the socio-economic impacts of our strategic decisions and highlight how our decisions might help to help reduce health inequalities associated with socio-economic disadvantage. Whilst being reflective and aligning with not only A Healthier Wales (2018) but also Is Wales Fairer? (2018) and Well-being and Future Generations Act (2015) to further ensure we embed actions towards a more equal Wales.

In June 2019, NHS England published their Interim NHS People Plan which provides a focus for developing the sustainability of high-quality health and care services.  The long-term plan sets out clear ambitions and proposals for the workforce and HEIW will need to understand the implications of these in relation to our plans.  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.

We understand that the UK Government is likely to publish its 10-year People Plan in Spring 2020.  This will inevitably have implications for the Wales workforce agenda and  will need to be monitored and reflected on. We are anticipating that the Plan will focus on key shortage areas of nursing (for which there is a global crisis), general practitioners and the medical workforce shortages caused by the UK Government pension legislation.

At the UK level, there has been huge political instability generated by the uncertainty around Brexit and this may well be the case again following the completion of the year-long transition process.  However, the UK Government’s significant majority means that there is an increased likelihood of political stability in England for the next 5 years and an expectation amongst counterparts in England that this will lead to greater potential for driving the implementation of the People Plan.

Better and more responsive healthcare professional regulation is a shared ambition for both the regulators and all four 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.  It will be important for HEIW to develop good working relationships with the regulators and to influence this agenda where possible, in close cooperation with Welsh Government and employers.

We also need to respond to changes to education standards.  The implementation of New Nursing Standards by the Nursing and Midwifery Council (NMC), has led 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 will be a review of Midwifery Standards which has the potential to lead to the development of a four-year programme with implications for costs and take up.  The Health and Care Professions Council (HCPC) have changed the 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.  In Optometry, the General Optical Council, 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.

	Economic



In Wales, the key driver for economic change is the Welsh Government national strategy to build the Welsh economy entitled ’Prosperity for All: Economic Action’.  This plan is an attempt to address the huge challenges around deindustrialisation, unstable and insecure employment, accelerating technological change, costly sickness and in work illness rates and the challenge of an ageing population.  There is a need to be ever more efficient with the money that the nation spends and demand for NHS services is higher than it has ever been.  The challenge for HEIW is to consider the impact the provision of the services that we provide will have.  We need to think of value in terms of achieving desired outcomes that matter to individuals whilst considering the relative impact of cost that achieving those outcomes will have.

Uncertainty persists around the setting of student fees which will have a potential impact upon student demand and HEI delivery of programmes.  It is also widely recognised that there is financial uncertainty around the adult social care sector following central funding cuts to local authorities, combined with an increased demand for social care services indicating a significant funding shortfall within the next few years.  Unless funding levels within social care sector are increased this could lead to a significant reduction in the quality of care for the people they support.  It is also widely recognised that the financial pressures that have resulted in staff shortages within the NHS.
Previous changes to the NHS Bursary System in England had resulted in the withdrawal of funding for nursing, midwifery or Allied Health Professional courses which could result in the reduction of student applications and affect the viability of some courses in England. The new UK Government announced in late 2019 the introduction of maintenance grants to offset some of this impact; we are continuing to monitor developments. To date, the Welsh Government has retained the bursary arrangements in Wales and this includes a 2-year tie-in to working in Wales.  It has recently been announced that the NHS Wales bursary will be extended for another two academic cohorts until 2023 for nurses, midwives and allied health professionals.

	Social



In Wales, the growing and ageing population (with more complex health needs) placing increasing demand on services.  Wales also has an ageing population with the number of people aged 65 and over projected increase by as much as 34% in the next 20 years presenting a challenge to the health and social care system as well as on the economy.  The ageing population is also having an impact on the workforce and generating pressures in terms of staff shortages for example shortages of GPs and Dentists in certain parts of Wales.  The age profile within nursing shows that 19% of the workforce are now aged 55 and over and are eligible for retirement.

There has been a change in attitudes towards work and careers with the need to find a work life balance becoming an increasingly important requirement for people.  It is widely accepted that work has become more intense than it was a decade ago, people are working long hours under increasing levels of pressure and this is making work very stressful.  The knock-on effect is having a detrimental effect on people’s overall physical and psychological health which often impacts on their family life too.  In recognition of this, people are looking for opportunities to find a better balance between their personal life, professional life and family life through flexible working arrangements.

Patterns of migration are changing in the UK as a result of the uncertainty of Brexit and are likely to change further with the introduction of a new immigration system which will have an impact on jobs (in terms of supply and demand) and pay.  The UK Government is engaging across the UK and internationally to listen to the views of stakeholders, to shape the future immigration system that will be implemented in a phased approach from January 2021.

The NHS workforce is widely dispersed across Wales and different parts of the country have very different needs.  This is largely due to the urban/rural geography of Wales with staff being attracted more to working in large urban centres than rural areas and thus creating recruitment issues in some of these areas.  It is HEIWs role as a system leader for education and training to bring the different strands of the workforce together and to consider innovative ways of developing, recruiting and re-training the workforce in rural and remote areas.

We also need to ensure that we conduct our business in accordance with the Equality Act (2010) and the Welsh specific duties contained within The Equality Act (2010) (statutory duties) (Wales) Regulations 2011.  We have already commenced work on this by engaging with people from protected characteristic groups or their representatives in the development and co-production of our Strategic Equality Plan; undertaking and publishing Integrated Equality Impact Assessments; publication of Equality Objectives; preparation of an annual report and four yearly reviews; provision of accessible information; and collection of information on the protected characteristics and training staff. We will act to ensure equality of opportunity through our implementation plans and objectives to meet the needs of people with one or more protected characteristics; embed the citizens voice and consider the needs of the current and future diverse workforce and service users.

As a newly established organisation, HEIW has already adopted its own Welsh Language policy which is based on the need to meet the statutory requirements set out in the Welsh Language (Wales) Measure 2011.  While HEIW does not currently come under the Welsh Language Standards, we are currently engaging with the Welsh Government and the Welsh Language Commissioner to ensure that the appropriate set of standards are applied.  In the meantime, it is our intention to implement and embed the HEIW Welsh Language policy as prescribed by the Welsh Language Act 1993.  Key to this will be the delivery of objectives and actions set out in the More than just words Action Plan for 2019-20, A Healthier Wales and The HEIW/ Social Care Wales Workforce Strategy.

	Technological



Digital literacy is essentially how people gain an understanding of the range of digital technology functions (e.g. the use of databases, spreadsheets, search engines and social media channels) and use them properly.  However, we know that there are different levels of adoption and accessibility to these functions and this variation is particularly noteworthy amongst different age groups and needs to be addressed.  The Topol Review supports the aims of the NHS long term plan and the workforce implementation plan to create a digitally ready workforce able to use new technology and medicines and to adapt to new ways of working.  This will have consequences for selection, curricula, education, training and development and lifelong learning of current and future NHS workforce.  There is a lot to do to prepare the workforce in Wales for a digital future.  Continuing medical advances in technology (including genomics, artificial intelligence, digital medicine, robotics) will require changes to the roles and functions of clinical staff and also to the education and training of the workforce.  Changes within Technology and communications infrastructure will require a change in roles and functions of clinical staff.  It also proposes that there will be a need for more sophisticated digital solutions to analyse data to improve intelligence.

The recent announcement by the Health and Social Services Minister of plans to transform digital health and care in Wales.  This will involve creating the role of Chief Digital Officer for Health and Care and a new NHS Wales organisation to deliver national digital services.  This will result in the transition of NHS Wales Informatics Service to a new standalone NHS Wales organisation, reflecting the importance of digital and data in  modern health and care.  We hope to develop stronger links with this new special health authority to recognise the close connections between digital and workforce strategies.

	Environmental



In Wales, The Environment (Wales) Act 2016 requires Welsh Government to set new emission reduction targets, reducing emissions by 40% by 2020.  As an organisation, we need to increase our knowledge and understanding of climate change in the short, medium and long term and to proactively identify the necessary actions that we can take to manage and mitigate the risks identified, and to plan these within appropriate timescales.  Our commitment to this agenda is evidenced through a specific objective articulated in Chapter 5 (Objective 5.5).  The Environment (Wales) Act 2016 also introduced an enhanced biodiversity and resilience of ecosystems duty (the Section 6 duty) for public authorities in the exercise of functions in relation to Wales.  HEIW recognises its responsibility to take action for biodiversity to reverse its decline in Wales and over the course of this IMTP we will consider how best to support this including areas such as increasing the amount of renewable energy we use and to limit our carbon emissions. We will also explore how the development of programmes such as ‘grow your own’ and local training opportunities can contribute to the sustainability of local communities as well as reducing reliance on travel and negative impacts on the climate and environment. 

2.3	Health Board and Trust Issues and Challenges 

Through engagement and interactions, our plan and key objectives align with a range of issues and challenges identified by our NHS Wales partners as areas where we can support and influence over the course of our IMTP.

	Introducing new multi workforce models to address workforce pressure and more prudent use of non-regulated workforce.

	Growing our own staff to meet service gaps and requirements particularly in rural and remote areas and hard to recruit professions.

	Sustainability of junior doctor rotas in fragile services

	Improving alignment between Workforce and Technology plans.


	Fragility of workforce in Primary Care and in particular GP practices.

	Recruitment and retention of staff 


	Increasing volunteering opportunities
	Wellbeing of the workforce


	Leadership and Management Development at all levels
	Succession Planning and talent Management.




2.4	The new National Executive Function

A Healthier Wales set out the commitment to create a National ‘Executive Function’ to ensure that Health Boards, Trusts and supporting organisations function within the context of a single national system and contribute to securing benefits for the population as a whole. It will provide leadership and direction and ensure a consistent approach across Wales. We await clarification about this and the implications for HEIW.


Chapter 3 – Workforce Strategy for Health and Social Care

3.1	Introduction

We have already highlighted the importance of the national Workforce Strategy for Health and Social Care in Chapter 1 and the central role this plays in shaping context for our work.

In December 2019, Social Care Wales and HEIW Boards signed off the final draft of the ten-year national Workforce Strategy for Health and Social Care.  The draft represented the culmination of almost a year’s work developed by HEIW and Social Care Wales in partnership with NHS Wales and Local Government, the voluntary and independent sectors as well as regulators, professional bodies and education providers.

The wellbeing of the workforce, Welsh language and inclusion is at the heart of this strategy’s ambition that we will have a motivated, engaged and valued, health and social care workforce, with the capacity, confidence and competence to meet the needs of the people of Wales.  Specifically, this means that:

· We will have a workforce with the right values, behaviours, skills and confidence to deliver care, and support people’s wellbeing as close to home as possible;
· We will have a workforce in sufficient numbers to be able to deliver responsive health and social care that meets the needs of the people of Wales;
· We will have a workforce that is reflective of the population’s diversity, welsh language and cultural identity, and
· We will have a workforce that feels valued and is valued.

3.2	Strategic Themes and Actions

The strategy is underpinned by seven key themes and specific actions will be developed to realise the ambition and deliver the strategy (see summary of the Workforce Strategy on page 29).

	Theme
	Descriptor

	1. An Engaged, Motivated and Healthy Workforce
	By 2030 the health and social care workforce will feel valued, fairly rewarded and supported wherever they work.

	2. Attraction and Recruitment
	By 2030, health and social care will be well established as a strong and recognisable brand and sector of choice for our future workforce.

	3. Seamless Workforce Models
	By 2030 multi-professional and multi-agency workforce models will be the norm.

	4. Building a Digitally Ready Workforce
	By 2030 the digital and technological capabilities of the workforce are well developed and in widespread use to optimise the way we work, to help us deliver the best possible care for people.

	5. Excellent Education and Learning
	By 2030 the investment in education and learning for health and social care professionals will deliver the skills and capabilities needed to meet the future needs of people in Wales.

	6. Leadership and Succession
	By 2030 leaders in the health and social care system will display collective and compassionate leadership. 

	7. Workforce Supply and Shape
	By 2030 we will have a sustainable workforce in sufficient numbers to meet the health and social care needs of our population



At the time of writing, the approved draft strategy was submitted to Welsh Government in mid-December and we await notification of the publication date and clarification of the role we will play in implementation, monitoring and/or delivery of the strategy in the new year.  We have begun to reflect the actions within the strategy in our IMTP at Chapter 5.  There is a strong evidence base and consensus for the content so we will be looking to push on with the actions in the new year as well as continue to press on with the leadership programme (one of the 7 themes) where work began in February 2019.


[image: Diagram showing The Workforce Strategy for Health and Social Care and the ambition for 2030]3.3 The Workforce Strategy for Health and Social Care – Strategy on a page



Chapter 4 – Strategic Framework for 2020-23

4.1	Development of the strategic framework for 2020-23

In developing our strategic framework for the next three years we have been cognisant of the principles and ambitions that led to the establishment of HEIW, in particular the need for us to develop an integrated approach to the planning and development of the workforce across the range of professional and occupational groups.  This means challenging ourselves not to think, behave and plan in professional silos, but to ensure that our strategic aims and objectives have a multi professional scope as far as possible.

We are clear that by working in this way there are many exciting opportunities for us to add value to the health and care system in the short, medium and long term.  Following significant internal and external engagement we have synthesised our ambitions into six Strategic Aims to provide a coherent framework for our plans, building on our initial work to inform the Annual Plan for 2019-20 but refined through discussion and engagement with senior leaders in the organisation and our partners.

	The 6 Strategic Aims 2020-23



[image: Diagram showing the 6 Strategic Aims for 2020-23]

Sustainable Workforce.  This relates to our role in leading the planning, development and wellbeing of a competent, sustainable and flexible workforce to support the delivery of A Healthier Wales.  We will implement key actions from the Workforce Strategy for Health and Social Care that focus on staff wellbeing and will lead the implementation of strategic priorities that address current challenges and deficits in key professional and occupational groups.  We will provide strategic leadership for workforce planning and workforce intelligence, setting clear priorities that support service delivery and improvement.  We will develop and coordinate careers activities across Wales, identifying and promoting activities for widening access and actively promote health and care careers in Wales and Wales as a place to live.

Excellent Education and Training.  Education and training is one of our core functions, and we spend 91% of our budget on commissioning a range of under graduate and post graduate programmes. We want to improve the quality and accessibility of education and training for all healthcare staff ensuring that it meets future needs and delivers value.  This will reflect the focus on multi professional models of care, the shift to prevention and care closer to home, digitally and technology enabled care, opportunities to “grow our own” particularly in rural and remote areas, and the importance of Welsh Language skills.  We want to improve the infrastructure available for education and training across Wales, working closely with NHS colleagues, regulators, professional bodies and education providers locally and nationally.

Leadership capacity and capability.  We will articulate a clear strategy for leadership and succession planning in partnership with others, and will direct and develop the programmes, tools and resources to support implementation.  We will embed a collective and compassionate approach to leadership, with a focus on inclusion, quality improvement, supporting individuals, teams and organisations to deliver on the transformation ambition.  Digital platforms and self-service approaches will be a central theme to reinforce a shared approach not elitist approach to leadership.

Safety and Quality.  We want to increase the direct connection and contribution between our functions and the delivery of safe, high quality care for people.   We will develop a focus on inter professional training for patient safety and will take a targeted approach to national service priorities such as primary care, urgent and emergency care, cancer, mental health, and eye care. We will support the workforce implications arising from integrated models of care developed by Regional Partnership Boards. This will require an organisation wide approach to encompass workforce intelligence, workforce planning, education and training, workforce modernisation, careers, leadership development, digital.

An exemplar employer and a great place to work.  Our ambition is to be an exemplar employer where staff are motivated and empowered by undertaking interesting and varied work, where skills and talent is developed, and where staff wellbeing is supported by an inclusive and values-based culture, a modern working environment, effective HR function and flexible working patterns.  Retention levels are high, turnover and sickness absence low, and vacancies easy to fill with high calibre applicants.  Leaders lead with compassion, candour and openness, providing clear direction and supporting staff with effective feedback about performance and development.

[bookmark: _Hlk25142671]An excellent partner, influencer and leader.  We will have clear networks, mechanisms and communication channels to work closely with a diverse range of partners and key stakeholders to plan ahead to ensure the health and care workforce meets the needs of the people of Wales now and in the future.  Partners will seek to involve us at local, national and UK levels because of our reputation and expertise.  We have a broad range of statutory functions as outlined in Chapter 1.  We have looked to incorporate objectives in support of all of these functions within our first IMTP.  However, we recognise it is not possible to prioritise all areas at once.  We have a statutory function in respect of development of the Workforce and OD profession.  We have decided to prioritise investment in upskilling the workforce planning function within the workforce and this is included in Strategic Aim 1, objective 1.6.  During 2020-21 we will be working with partners to identify other opportunities for development of the profession, early thoughts are workforce data and analytical skills, and influencing cultural change (organisational development).  We are committed to working with the HPMA in Wales and nationally, as well as developing further our links with CIPD.

4.2	Alignment with A Healthier Wales and enabling the future through the Wellbeing of Future Generations Act

In the following chapter, we have outlined the objectives which fall under each of the 6 strategic aims.  We have noted where the objective links to each of the 7 themes in the draft Workforce Strategy for Health and Social Care and identified where each strategic objective supports A Healthier Wales and the Wellbeing of Future Generations Act.

4.3	Alignment with Ministerial Priorities

We have identified where we are contributing to the five Ministerial priorities of prevention, reducing health inequalities, Primary Care Model for Wales, Timely Access to Care, and Mental Health however, our role in these is clearly different to other NHS organisations that have a population health and service delivery focus.  It is still important however that as a specialist, All Wales organisation focused on workforce we contribute where we can.

As an organisation we do not have a population health responsibility but the health workforce represents a significant component of local communities.  Therefore, we can contribute to Reducing Health Inequalities through our plans to widen access to employment in the NHS by meaningful engagement with under-represented and marginalised groups in our society, continuing to provide more locally accessible and flexible routes into education and focusing on the well-being of staff in general.

Our strategic aim in respect of leading the transformation and modernisation of the multi-professional healthcare workforce in line with national priorities focuses on interventions to support the primary care model for Wales in respect of workforce as part of the strategic programme for primary care.  This strategic aim also aligns with Timely access to care through the inclusion of a number of objectives to support the improvements to the urgent primary care out of hours workforce model, eye care and unscheduled care.  We have set an objective to develop a mental health workforce plan in collaboration with WG and Social Care Wales to support implementation of Together for Mental Health (including CAMHS).  We recognise that the National Clinical Plan and the Quality and Engagement (Wales) Bill are likely to impact on our plans as they evolve over the next few months.

4.4	Stakeholder Engagement

We developed our IMTP utilising the knowledge and expertise of our senior leaders and managers who have built strong links with our key stakeholders and some of their feedback is presented in the PESTLE analysis at Appendix C.

As outlined earlier, one of the key deliverables from our 2019-20 annual plan is the development of a ten-year national workforce strategy for health and care, in partnership with Social Care Wales.  We estimate that over 1900 people including staff, professional bodies and trade unions, employers, carers, patients, people who access care and support, third sector organisations, commissioners and volunteers helped shape the draft strategy and the 32 actions within it.  As noted in chapters 1 and 3, several of the Strategy actions are reflected in the objectives laid out at chapter 5 of this IMTP, and these therefore have a strong evidence base underpinning them.

HEIW is represented on a range national boards, partnerships and peer groups, supplemented by local engagement and reviewed several approaches taken by the other UK nations.  Over the course of the year we have undertaken significant engagement with NHS organisations engaging closely with their Executive Boards, local Workforce Directors and Directors of Planning.

We have been working with NHS Wales Directors and Assistant Directors of Planning seeking ways to integrate our plans for the workforce.  In addition, some initial discussions were held in the summer between planning teams around emerging Health Board and Trust priorities and challenges.

During the course of the year, we engaged with stakeholders through a series of HEIW roadshows sharing information and seeking feedback.  We have also held two stakeholder events, one in September in North Wales and the second in October in South Wales where we held specific engagement workshops to gather feedback on our draft strategic aims and emerging objectives.

To ensure the integration of our plans with the other NHS organisations, we have discussed our plans at peer groups and have shared our IMTP with Chief Executives, Directors of Planning, Assistant Directors of Planning and Directors of Workforce and OD in the Health Boards in December. 

We have written out formally to NHS organisations at CEO level one more than one occasion and have had the benefit of receiving early drafts and indications of workforce and education content from emerging IMTPs from several organisations. This has provided a sense check on the alignment between HEIW’s priorities, and services pressures and priorities.  There is more detail in Appendix D.

Finally, we discussed the development of our plans regularly with Welsh Government during the autumn to update on progress, build relationships and share information about key risks and incorporated useful feedback into our plans as part of this process.


[bookmark: _Hlk24113682]Chapter 5

[bookmark: _Hlk25674836]Strategic Aim 1:  To lead the planning, development and wellbeing of a competent, sustainable and flexible workforce to support the delivery of ‘A Healthier Wales’

Strategic Objective 1.1:  Lead the development of a multi-professional Continuous Professional Development (CPD) strategy and drive improvements in current CPD activity to ensure that the existing NHS Wales workforce has the skills and capabilities required for the future
Executive Lead:  Push Mangat / SRO:  Charlette Middlemiss

Why?
The development of the strategy follows on from the work we initiated in 2019-20.  Our Annual Plan (2019-20) included a commitment to reshape our professional development resources and programmes, as well as to procure a digital course management system to deliver efficiencies in respect of the CPD being commissioned or delivered by HEIW.  Developing and implementing a multi-professional CPD strategy in partnership with NHS Wales and stakeholders.  This will enable us to modernise our current provision, to identify opportunities for new courses and to remove any duplication of provision, to take a consistent approach to quality assurance, to devise an appropriate funding model and to maximise opportunities for on line learning and multi-professional CPD.  This aligns with the Workforce Strategy theme 5 (Excellent Education and Learning), Action 20 to implement changes to the content of curricula for undergraduate programmes to meet future needs, stipulating inter-professional education requirements for common competencies.  This objective links to the Wellbeing of Future Generations Act in terms of prevention by upskilling the workforce and A Healthier Wales in terms of safety ensuring that the workforce practice safely.

Deliverables
	2020-21
	2021-22
	2022-23

	· Roll out the digital course management system to all areas of HEIW ensuring the opportunities for improving customer interface are maximised.
· Research the CPD activity available to staff and provided across NHS Wales and partners.
· Establish project group with partners to scope out, engage and produce a draft of the CPD strategy by 31 March 2021.
· Develop and secure the funding model to support the strategy.
	· Review HEIW’s CPD activity both commissioned and delivered with a view to ensuring it aligns with the strategy.
· Review and implement the infrastructure to support the strategy.
· Design and implement the monitoring process.
· Implement the CPD strategy.
	· Evaluate the effectiveness of the strategy.
· Implement any changes required, as a consequence of the evaluation.


What does success look like in 2023?
HEIW is clear about its CPD offer to NHS Wales’s staff and a multi-professional CPD strategy will be in place helping to deliver the workforce with the skills and capabilities they require.  There will be an overall view of all multidisciplinary CPD in HEIW and across the NHS in Wales with a database of information.  We will have developed opportunities for multi-professional CPD originating in HEIW and will be working to a set of principles and measurable objectives.
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Strategic Objective 1.2:  Lead, develop and implement a sustainable national workforce plan for key shortage professional areas to achieve a better match between demand and supply in Wales
Executive lead: Stephen Griffiths / SRO: Tom Lawson

Why?
The supply of an appropriately trained and competent workforce in the numbers required for the healthcare system in Wales and across the UK is one of the most significant challenges the health sector faces.  There is significant evidence of the need to address issues and gaps in the medical and nursing workforce, to help address safety and quality of staffing arrangements and to help organisations tackle the problem of spiralling agency and locum costs. In the first instance we will therefore prioritise these professional groups and work with partners to scope the work required.

This objective has a key role in supporting the requirements and implementation of actions of the Workforce Strategy for Health and Social Care theme 7, (Workforce Supply and Shape), Action 31 (to develop workforce plans for key professional and occupational groups, in the first instance).  It also aligns with the Wellbeing of Future Generations Act and A Healthier Wales through leading developments to achieve a sustainable workforce to meet the increasing service demands of the people of Wales.

Deliverables
	2020-21
	2021-22
	2022-23

	· Agree through executive professional peer groups the prioritisation of workforce plans for medicine and nursing.
· Scope and engage with all relevant parties to support the development of the workforce plan.
· Identify priorities and establish mechanisms to action, priorities may include:
· Recruitment & Retention including international.
· Training requirements.
· Upskilling of existing workforce – competency-based approach to workforce design.
· Explore opportunities to maximise the utilisation and deployment of the Welsh workforce, including challenging professional barriers and role definitions where appropriate.
	· Review the actions taken during year 1 to identify areas to continue/discontinue.
· Continue to focus on:
· Recruitment
· Retention
· Training requirements
· International recruitment
· Upskilling of existing workforce – competency-based approach to workforce design.
· New professional areas identified for phase 2 including potentially pharmacy and the dental workforce.
	· New areas identified.
· Continue to focus on:
· Recruitment
· Retention
· Training requirements
· International recruitment
· Upskilling of existing workforce – competency-based approach to workforce design.


What does success look like in 2023?
HEIW will be seen as the system leader for workforce redesign, there will be a clear plan in place for priority workforce areas with demonstrable progress towards achieving a sustainable workforce in sufficient number evident as measured by vacancies and variable pay.
[bookmark: _Hlk24111210]
Strategic Objective 1.3:  Lead, develop and embed a range of actions to support workforce and workplace wellbeing and colleague experience
Executive Lead:  Julie Rogers / SRO:  Angie Oliver

Why?
In our discussions with partners and stakeholders, particularly during the engagement on the Workforce Strategy for health and social care, we heard about the pressures experienced by the NHS workforce and reflected on what our role might be in leading or supporting that change.  HEIW’s commitment is to make both HEIW and the wider NHS Wales, an exemplar employer in its support for wellbeing at work and is building on work already underway in the NHS.  This objective flows from some of the actions included in the Annual Plan 2019-20 as well as new elements for the whole workforce.

The objective aligns with the Workforce Strategy Theme 1 (An engaged, motivated and healthy workforce), Action 1 (Introduction of a Health and Wellbeing Framework).  It also links to the Wellbeing of Future Generations Act in all five ways of working, i.e. long term, prevention, integration, collaboration and involvement.  It aligns with Social Services and Well-being (Wales) Act 2014 and A Healthier Wales and the quadruple aim by enriching the wellbeing, capability and engagement of the workforce.

Deliverables
	2020-21
	2021-22
	2022-23

	· Support the implementation of the national Health and Wellbeing Action Plan across NHS Wales (year 1).
· Develop and pilot health and wellbeing information, resources and evaluation tools in HEIW prior to sharing across NHS Wales.
· Scope out Health and Wellbeing measures.
· Lead, develop and implement a national wellbeing programme specifically for trainees and students, to supplement the NHS Wales Health and Wellbeing Action Plan to include:
· Development of channels of engagement to empower the trainee and student voice.
· Establishment of clear expectations around student wellbeing and support arrangements [links to education commissioning].
· New study leave policy and process for medical and dental trainees in Wales.
· Implementation of the Single Lead Employer arrangements for trainees in Wales to reduce the stress and disruption associated with their rotations.
· Return to training support and evaluation of existing courses for wellbeing and resilience.
· Commence research to underpin the development of Wellbeing in Work Impact Resource.
· Work with NHS Wales partners to progress national work programmes relating to workplace wellbeing and colleague experience.
	· Continue to implement the Health and Wellbeing Action Plan (Year 2).
· Evaluate the health and wellbeing initiatives through the Health Needs Assessment.
· Scope requirements for a national Health and Wellbeing Framework to include information, resources and Wellbeing measures.
· Scope the development of a Wellbeing in Work Impact Resource.
· Work with NHS Wales partners to implement national work programmes relating to health and wellbeing, workplace wellbeing and colleague experience.
· Implement the new study leave policy and process.
· Evaluate the Single Lead Employer arrangements.
· Implement trainee wellbeing and return to work support strategies.
	· Continue to implement the Health and Wellbeing Action Plan (Year 3).
· Evaluate the health and wellbeing initiatives in the action plan to inform future years, locally and nationally.
· Develop a national Health and Wellbeing Framework.
· Test and evaluate the Wellbeing in Work Impact Resource.
· Introduce ‘in-house’ training modules across a number of generic areas.
· Work with NHS Wales partners to implement and evaluate national work programmes relating to health and wellbeing, workplace wellbeing and colleague experience.
· Implement Single Lead Employer arrangements for remaining specialties.
· Promotion and showcasing of good practice on approaches to wellbeing support services.


What does success look like in 2023?
We will have developed and embedded a health and wellbeing framework containing a range of actions to support workforce and workplace wellbeing for the NHS workforce including trainees and students and in relation to workforce experience; the workforce will be engaged, motivated and supported.


[bookmark: _Hlk24112763]Strategic Objective 1.4:  Improve access to careers in the health and care sector in partnership with Social Care Wales
Executive Lead:  Julie Rogers / SRO:  Angie Oliver

Why?
HEIW provides the strategic direction for health careers and the widening access agenda.  Attracting people to Wales and ensuring people of all ages are aware of the range of exciting flexible careers available across health and social care, is paramount to achieving a pipeline for the future workforce. This objective flows from the Annual Plan (2019-20) and the scoping of partners of careers activity and opportunities to widen access to across Wales.  We will work with partners to create a clear set of actions that will include a new public profile of health and social care in Wales as a career of choice and a great place to work.

This aligns with the national Workforce Strategy for Health and Social Care Theme 2 (Attraction and Recruitment), Action 6 to establish a bilingual National Careers Service.  It also aligns with the Wellbeing of Future Generations Act and A Healthier Wales through the development of national and local approaches to careers and widening access to health and care for all ages.

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop an action plan for a bilingual national careers service for Health and Social Care.
· Develop a careers strategy utilising information from the scoping exercise undertaken in 2019-20 focusing on inclusivity and widening access.
· Scope Grow your Own pathways for the current workforce.
· With Social Care Wales, scope the opportunity to build on current Train.Work.Live. and WeCare brands to create a unified, single brand for local and national campaigns for Careers and Widening Access.
· Bring the Welsh Government Widening Access programme into the HEIW.
· Create a comprehensive website and social media presence.
· Identify opportunities to work with veterans’ organisations and volunteering networks, including the Prince of Wales Nursing Cadet Scheme.
	· Implement the Careers Strategy (Year 1).
· Maximise opportunities to develop digital assets and literature to attract, recruit and prepare staff for their future roles and support them during the first year in role.
· Continue to review strategies that are in place or developing across the UK and beyond, and to horizon scan for relevant research and developments.
· Review current schemes and develop additional targeted schemes for shortage areas focusing particularly on actions to address the diversity of the workforce.
· Examine inter-professional learning and working arrangements to support existing staff to change careers.
	· Implement an all Wales Careers and Widening Access Covenant and work experience toolkit.
· Develop a once for Wales approach to use of and development of Skills Based Education to inform career choice.
· Review and evaluate impact of strategy and priorities to inform ongoing work.


What does success look like in 2023?
A national careers service in place providing services that are accessible for all ages and career stages.  A national and recognised brand and framework for recruitment and attraction campaigns, linked to the careers service with targeted schemes for shortage areas providing new and innovative ways to access careers in health and care.  A careers strategy which includes specific actions in relation to inclusivity and diversity will be developed.


Strategic Objective 1.5:  Develop our workforce intelligence functions to improve the quality of workforce data, planning and modelling for NHS Wales
Executive Lead:  Julie Rogers / SRO:  Angie Oliver

Why?
Our work to develop the Workforce Strategy for Health and Social Care has identified the gap between the data available across and within the sectors.  There is a need to develop, as recommended in the Workforce Strategy, a Centre of Excellence for Workforce Data, Analytics and Intelligence that can provide the evidence base to inform a whole system approach to delivering a flexible and sustainable workforce for health and care.  Internally, this will also improve our understanding, quality and quantity of the data held within HEIW.

In addition to this, some of our existing systems used to record medical trainee posts and programmes, are no longer fit for purpose and current circumstances mean that it is necessary to scope and develop a single platform to facilitate the education and training of the healthcare workforce.  It is essential that at a time where cyber-attacks are on the increase that we ensure that the security of our systems are prioritised.  It is also necessary that that this single portal has integrated access to other HEIW and NHS systems and data. 

Both of these areas align specifically with the Workforce Strategy Theme 7 (Workforce Supply and Shape), Action 28 (Create a centre of excellence for workforce intelligence for health and social care in Wales).  This objective meets the Wellbeing of Future Generations Act 5 ways of working through working towards the longer-term vision of bringing together workforce data for the health and social care to help make informed decisions relating to workforce planning in both the long and the short term.

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop a strategy for workforce intelligence including a capability building programme to build capacity and capability across NHS Wales in data and analytics.
· Scope the establishment of a Centre of Excellence initially for NHS Wales, identifying potential timelines and requirements to roll out across health and social care.
· Lead work to improve quality and completeness of data to produce robust data to produce up to date workforce analysis.
· Scope and undertake an analysis of the options for a single platform specification and a robust business case.
	· Implement the strategy for workforce intelligence.
· Develop the necessary workforce modelling methodologies to populate workforce information systems in use.
· Identify sources of demand to improve effectiveness of workforce modelling.
· Identify new opportunities for data warehousing.
· Interrogate data to provide insight on a range of areas as required by NHS Wales, Wales Government and Local Health Boards/Trusts.
· Deliver year 2 of the strategic workforce intelligence capability building programme
· Commence the Platform Software Development (including development the business intelligence solution, procurement of the technology stack, implementation of the business process solution specification, development of the workforce solution and creation of the mobile applications specification).
	· Deliver year 3 of the strategic workforce intelligence capability building programme.
·  Review and refine the strategy for workforce intelligence.
· Investigate the feasibility for developing an analytical hub for the smaller organisations to provide capacity and sharing of best practice.
· Develop and invest in Business Intelligence services to enable local user ease of access to compelling data visualisation, through pre-built reports and templates.
· Improve and develop new ways to pay model across NHS Wales.
· Undertake an options appraisal for additional workforce data requirements (community pharmacy)
· Complete the single Wales platform build including data warehouse integration and implementation.
· Agree and develop dashboard specification for NHS Wales to synergise local and national reporting allowing for accurate comparison and intelligence-based decision making.
· Implement the system and build mobile applications.


What does success look like in 2023?
To become the exemplar in the UK for workforce intelligence in the NHS.  To have built the skills capacity in workforce analytics across Wales to inform decisions on our workforce numbers and skills, and on the impact they have in the service.  Workforce intelligence is comprehensive and robust and is supporting the ambition of achieving a sustainable workforce by 2030.
Strategic Objective 1.6:  Develop education and training to support NHS organisations to improve the quality of workforce planning expertise and capability across the system
[bookmark: _Hlk25682178]Executive Lead:  Julie Rogers / SRO:  Angie Oliver

Why?
The vital role of high quality and evidence-based workforce planning was a key theme highlighted during the development of the Workforce Strategy for Health and Social Care.  In order to enable more accurate and sophisticated workforce planning, we must develop and improve workforce intelligence and workforce planning skills across NHS Wales. We will therefore build capacity to deliver training and development in workforce planning across NHS organisations and will embed Workforce Planning and Development as a distinct function of the Centre of Excellence for Workforce Intelligence.  The tools, processes, intelligence and systematic methodology will allow ease of comparison, and increase accuracy of analysis and modelling.

This aligns specifically with the Workforce Strategy Theme 7 (Workforce Supply and Shape), Action 29 (to build capacity and capability in workforce planning and development across health and social care, underpinned by a standardised methodology).  This objective meets the Wellbeing of Future Generations Act 5 ways of working and A Healthier Wales in terms achieving higher value from system-wide workforce planning expertise and capability.  Finally, it contributes to the delivery of one of our new functions ‘development of the workforce and OD profession’ through the investment in and professionalization of this strand of the workforce profession.

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop and implement a standardised methodology for workforce planning across health and social care.
· Refine, test and roll out the workforce planning capability matrix.
· Complete and evaluate the 2nd.year of the workforce planning training and refine as required.
· Refine and further roll out the workforce planning approach for primary care (build a support network for Practice Managers) as identified in the Primary Care W&OD group plan.
· Review and update current workforce planning resources including web based and digital.
· Work with the Workforce Intelligence team to identify areas for modelling and contribute to the build of the workforce intelligence platform so that it enables improved and local ‘live’ workforce planning.
	· Review and evaluate the standardised methodology for workforce planning across health and social care.
· Build capacity to deliver more generalist training and development in workforce planning across NHS organisations.
· Scope the development of a digital blended learning approach for workforce planning (across sectors).
· Develop workforce intelligence tools and modelling to better inform workforce planning gap analysis.
· Scope the development of academic/accredited training in workforce planning, to develop and support the professionalisation of workforce planning leads at the local level.
	· Develop integrated workforce intelligence across health and social care to inform the strategic programme for primary care and planning for shortage areas.
· Deliver new workforce planning specialist qualification and training.
· Continue to review strategies that are in place locally, developing across the UK and beyond, and to horizon scan for relevant research and developments.


What does success look like in 2023?
Workforce planning understanding, capacity and capability is increased within NHS (and social care) organisations.  As a result, there is greater confidence in the ability of the NHS to identify and plan to address workforce gaps.  Integrated workforce plans are developed in primary care and community settings and strategic plans for shortage areas are in place.

Strategic Objective 1.7:  Develop effective and reciprocal international/global mechanisms to enhance education and training arrangements
Executive Lead:  Push Mangat / SRO: Peter Donnelly / Angie Oliver

Why?

In our 2019-20 Annual Plan we committed to the objective: ‘By the end of 2019-20 we will have introduced an International Recruitment system to attract medical staff into NHS Wales’.  From the initial scoping, it emerged that NHS Wales had been undertaking international recruitment annually in a number of countries.  In view of this, we took the decision to work with NHS partners to understand the methodology and benefits of the recruitment schemes rather than establish a separate system.  In October/November 2019 members of HEIW staff visited India to observe the NHS Wales recruitment process run in partnership with BAPIO.  The learning from this visit will be compiled with NHS partners and used to inform our approach and options from 2020.

Wales has historically had strong international links particularly with the Commonwealth but for various reasons these have weakened in recent years. HEIW could be uniquely placed to regenerate those links and to explore what could be achieved through a coordinated and strengthened approach which would benefit Wales and its international partners.  There is a requirement within the Wellbeing of Future Generations Act for HEIW to be a globally responsible organisation.  To this end, we have begun to consider an ambition which would see international recruitment as part of a wider global engagement strategy in the longer term which could potentially include: i) Placement of NHS staff in underdeveloped countries; ii) High quality education and training in NHS Wales for overseas staff (e.g. MTI schemes); iii) Providing systems support for education and training for overseas health communities. 

Deliverables
	2020-21
	2021-22
	2022-23

	· Drawing on the learning and reflections from the recruitment scheme in India, and building on previous foundations, develop with partners a plan for a consistent and once for Wales approach to international medical recruitment.
· Build the case for HEIW’s role in relation to international recruitment and explore options including the quality management of education and training of overseas health care staff employed in NHS Wales.
· Continue to research and scope the opportunities for education and training links between Wales and other countries.
· Test the emerging opportunities with partners including WG, Health Boards and Public Health Wales, and organisations such as Wales for Africa.
· Prepare an options paper outlining the benefits and costs of strengthening international links as well as practical actions.
	· Lead on the implementation of an international medical recruitment scheme for Wales.
· Subject to the outcome of the further exploration in year 1, implement an agreed set of actions for advancing the international links agenda.
	· Review effectiveness of international recruitment scheme and target areas; adjust the scheme as necessary.
· Continue to build on the actions in year 2, identifying further opportunities for strengthening links.



What does success look like in 2023?

Increased number of MTIs recruited, all having high quality education and training experiences and helping to deliver a sustainable medical workforce.  A coordinated and strengthened approach to global engagement which would benefit Wales and it’s international partners.
[bookmark: _Hlk24114635]Strategic Aim 2:  To improve the quality and accessibility of education and training for all healthcare staff ensuring that it meets future needs

Strategic Objective 2.1:  Lead the development and management of a multi-professional infrastructure and strategy for Simulation Based Education
Executive Lead:  Push Mangat / SRO:  Chris Payne

Why?
Simulation is an increasingly important aspect of curricula for trainees and students, and a huge opportunity to develop clinical practice that is safe and effective.  This is a continuation of an objective from the Annual Plan (2019-20) that builds on the scoping of simulation equipment and proposed the development of a simulation strategy for Wales.  It was widely recognised that whilst simulation equipment is widely distributed across NHS organisation and excellent simulation-based education is being delivered, it is largely fragmented and uncoordinated across and within Health Boards, Trusts and education providers in Wales.  Learning through simulation has developed over recent years and now embraces new technology and digital/virtual learning approaches.  There are also clear benefits for healthcare staff learning together rather than in professional silos and hence HEIW is advocating a multi-professional approach to simulation-based education.

This objective meets the Wellbeing of Future Generations 5 ways of working in that this demonstrates long term planning for simulation based education, prevention in terms of improving patient safety by training the workforce effectively and collaboration in terms of working with multiple partners and stakeholders to inform the strategy.  This also aligns with A Healthier Wales in terms of prevention, safety, higher value within the system through inter-professional learning and cross usage of facilities.  A centralised approach to use of and development of Simulation Based Education and identification and development of All Wales requirements will also add value by improving the quality of the education and training.

Deliverables
	2020-21
	2021-22
	2022-23

	· Developed a clear definition of simulation-based education for the health sector in Wales.
· Establish and manage a Simulation Leads Network with clear terms of reference.
· Identify and share best practice and develop new opportunities to facilitate simulation-based learning.
· Identify process and requirements in relation to accreditation of faculty and needs of curriculum requirements.
· Develop an All Wales simulation strategy and investment requirements, supported by consultation.
· Explore the costs and benefits of the roll-out of simulation initiatives such as Boot Camps, learning from where they have been previously rolled-out.
	· Develop an action plan to implement the simulation strategy.
· Take forward the accreditation process.
· Develop options to improve utilisation of facilities across Wales.
· Promote examples of best practice simulation-based education.
· Commence work to create a suite of resources to support simulation-based education and publish on the web based course management system.
	· Continue the development of resources to support simulation-based education.
· Review actions taken and consider further actions based on the development of new technology over previous years.
· Consider the development of a faculty approach for simulation- based education.


What does success look like in 2023?
A clear Simulation strategy supported by investment and increased usage of simulation facilities contributing to high quality education and training outcomes.


Strategic Objective 2.2:  Develop an education strategy drawing on the outcome of the strategic review of health professional education and the  Workforce Strategy
Executive Lead:  Stephen Griffiths / SRO:  Martin Riley

Why?
We have an opportunity to use our new functions, evidence and levers to create an education strategy for health professional education.  The strategy will support our aim of ensuring the future and current workforce are educated to meet the needs of the health and social care sector in Wales and where possible are educated locally, enabling the local population to access these opportunities. One of the key levers to ensure that provision is aligned with our strategic direction is the contracts we hold with education providers.  The existing contracts with education providers across Wales have been extended to July 2021 after which time new contracts need to be in place.  Last year, we  commissioned a major strategic review of health professional education and the recommendations from this, along with the recommendations within the national Workforce Strategy for Health and Social Care, Theme 5 (Excellent Education and Learning), will inform the development of the strategy and implementation of the outcome of the review.
Deliverables
	2020-21
	2021-22
	2022-23

	· Use the outcome of the strategic review, and the Workforce Strategy, to develop an education strategy for health professionals
· Implement the outcome of the review including: 
· Develop contract terms based on: key findings from the KPMG Review; Internal research on best practice from around the world; integration of key themes from the long-term workforce strategy for health and social care; key stakeholder engagement; key principles set out in A Healthier Wales.
· Incorporate key themes into a new contract for issue with tender documentation.
· Evaluate and award contracts tenders.
	· Work closely with the Service and Universities that are awarded contracts to ensure the transition to delivery is effective and in line with the requirements agreed within the tender – ensuring contracts commence on time and are accredited.
· Work closely with Universities that do not win existing contracts to ensure that the students – from current cohorts – continue to receive a high standard of education, training and support through to graduation.
	· Students commence the newly commissioned programmes.
· Work closely with Universities that do not win existing contracts to ensure that the students – from current cohorts – continue to receive a high standard of education, training and support through to graduation.
· Performance management of the new contracts and benchmarking against baselines to determine effectiveness and value.


What does success look like in 2023?
There is a clear vision for, and a coherent strategic approach to the education of health professionals. The new contracts are awarded which reflect the needs of the service and our future ambitions.  All ‘lots’ are commissioned and there are no gaps in education provision.  Students on all programmes are appropriately supported and complete their programmes successfully.


Strategic Objective 2.3:  Lead the development and implementation of an education and training infrastructure to support the multi-professional workforce model
Executive Lead: Push Mangat (year 1) / SRO: Tom Lawson

Why?
The number of students and trainees across all professions has increased by 77% since 2014/15.  All students and trainees need access to clinical placements or rotations to undertake the clinical component of their education programme, many of these clinical areas are used by a wide range of trainees and students and are accessed by multiple education providers.  This increase has placed significant pressure on current placements and therefore there is an urgent need to ensure all placements are maximised and utilised to the full potential. In response to A Healthier Wales there is a drive to increase placements within the community and primary care settings.  The increase in trainee and student numbers along with the complex arrangements for managing placements has identified the need to rethink the current locally managed arrangements and to introduce a national ‘Once for Wales’ system which is accessed locally.  This approach will also include the quality assurance of placement areas.

In addition to this delivering education and training through a sustainable infrastructure of professionalised and appropriately skilled/trained educators is essential to the quality of learning and the trainee/student experience.  There are currently different approaches taken by each professional group which have developed over time, the establishment of HEIW provides the opportunity to review these and develop an approach for Wales which maximises trainee and student experience.  This will also enable HEIW to maximise learning opportunities across the whole of Wales.

Deliverables
	2020-21
	2021-22
	2022-23

	· Establish clear standards and job specifications for TPD medical staff.
· Introduction of a tariff and CPD provision for Medical Training Programme Directors (TPDs).
· Review remuneration and appraisal/development arrangements for TPD Medical staff.
· Set out clear standards and job specifications for TPD (medical).
· Introduction of an appraisal process to support the Medical TPD roles.
· Modernise and streamline dental core training management structure and delivery of training.
· Scope current arrangements to support learning in practice e.g. TPD for medical, Practice Education Facilitators etc. across all Health Boards and staff groups.
· Review Job Descriptions and standardise responsibilities ensuring equitable level of support and service across all parts of Wales.
· Establish baseline of current configuration and support.
· Develop a quality assurance framework for placement areas managed by HEIW.
· Work with key partners scope trainee and student placements and identify new opportunities in community and primary care
· Secure agreement to a future vision of education and training in primary care
· Agree a plan for education and training infrastructure in primary care including standards, governance arrangements and funding approaches.
· Develop a quality assurance framework for placement areas managed by HEIW
	· Build and design an all Wales placement database.
· Standardise roles involved in supporting students in practice.
· Develop key placements in rural areas, community and primary care.
· Roll out the placement quality assurance process across all HEIW managed placement areas.
	· Evaluate impact of professionalization and review/refine.
· Implement outcome of scoping.
· Embed principles and processes in the system.
· Test and roll out All Wales placement database.
· Report on outcomes, evaluation, sharing best practice, identifying concerns and develop improvement processes.


What does success look like in 2023?
In 2023 there will be an improvement in trainee and student experience; consistent approach and quality of delivery of the roles.  TPDs feel valued and recognised for the contribution they make.


Strategic Objective 2.4:  Lead the development and implementation of a digital capability framework for the healthcare workforce
Executive Lead:  Julie Rogers / SRO:  Chris Payne

Why?
There is a mismatch between the pace of digital and technological change and our ability to implement and embed them in everyday work.  This includes the use of everyday IT systems as well as genomics, digital medicine, artificial intelligence and robotics.  As a system leader for education and training of the workforce, there is a requirement for us to build the confidence and capability of the current workforce in digital literacy and to address future requirements as articulated in the Topol Review.  This objective aligns with the Workforce Strategy Theme 4 (Building a digitally ready workforce), Action 15 (implement a “Building a Digitally Ready Workforce Programme” focused on enhancing the digital literacy and confidence of the wider health and social care workforce in Wales).  This objective meets the Wellbeing of Future Generations Act 5 ways of working and aligns with A Healthier Wales in terms of achieving higher value by improving the quality of patient care and extending the boundaries of what can be delivered for people through digital capability.

Deliverables
	2020-21
	2021-22
	2022-23

	· Define and agree with partners the scope of and definition of ‘A digital ready workforce’ 
· Engage with HEE and NES with a view to understanding their learning and actions in this area and exploring whether these could be adopted or adapted for the NHS Workforce in Wales.
· Prepare and consult with partners on a costed implementation plan – including the development of a framework of digital skill competencies; and 
proposals for an All Wales Digital forum for prioritising, co-ordinating and sharing best practice.
· Scope with Health Boards the timing and undertaking of a Digital Capability Review.
	· Implement the action plan with partners, ensuring the delivery of:
· a Digital Capability Discovery Tool for NHS Wales.
· a Digital Capability Role Profiles for Healthcare roles in NHS Wales.
· A training and education programme in digital healthcare technologies to enable our workforce to build their digital readiness.
· Undertake a Digital Capability Review.
	· Continue to implement action plan, reviewing effectiveness and impact as actions are progressed.


What does success look like in 2023?
We will be clear about the digital capabilities of the NHS Workforce, and what a digitally ready workforce would look like.  capability and competence.  The workforce will be confident in the adoption and usage of current and new technologies saving valuable time to release for patient care.

Strategic Objective 2.5:  Develop a plan in conjunction with Welsh Government for the future allocation of SIFT funding
Executive Lead:  Eifion Williams / SRO:  Rhiannon Beckett

Why?
Historical arrangements are still in place regarding Service Increment for Teaching (SIFT) which are not aligned to current or future educational needs. These arrangements need to be reviewed and a new model developed in conjunction with Welsh Government and NHS colleagues and based upon a review of the original recommendations made in the Scott Report in 2013.

Deliverables
	2020-21
	2021-22
	2022-23

	· Review changes and developments in SIFT in other parts of UK.
· 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, wider stakeholders (Universities) and NHS colleagues address the funding obstacles to making improvements to the allocation of infrastructure SIFT.
· Develop implementation plan with Welsh Government for new arrangements and capacity for managing infrastructure and placement SIFT within HEIW in line with education priorities for the future.
	· Welsh Government, determine future funding arrangement for SIFT with the potential that this is transferred to HEIW to allocate to Health Boards.
· HEIW working with others will implement new arrangements for allocation of SIFT to Health Boards.
	· Evaluate new arrangements for allocation of SIFT.


What does success look like in 2023?
An agreed new transparent model of SIFT funding agreed, implemented and managed by HEIW in line with objectives of A Healthier Wales.  Funding better aligned to supporting future education needs and the link between funding and training is more transparent.

Strategic Objective 2.6:  Maximise opportunities for work-based learning and apprenticeships in health
Executive Lead:  Stephen Griffiths / SRO:  Martin Riley

Why?
Work based learning provides opportunities for those who cannot access traditional education programmes delivered through Universities or Further Education Colleges to access education locally and through a means which supports them whilst in employment.  The health sector needs to grow its workforce and all opportunities to support the development of the current and future workforce need to be utilised, work-based learning and apprenticeships provide such an opportunity.  This is particularly important in rural and remote areas of Wales where recruitment and attraction can be a significant challenge.

In addition to increasing the accessibility of provision, HEIW is in a pivotal position to provide an equitable, consistent and national approach to the development, delivery and assessment of work-based learning programmes through becoming a main contractor for the delivery of apprenticeships and also becoming the Sector Skills Council for Wales.

This objective aligns with the national Workforce Strategy, Theme 5 (Excellent Education and Learning), Action 22 (Widen access to health and social careers by developing the work-based learning model).

Deliverables
	2020-21
	2021-22
	2022-23

	· Scope organisations’ current models of work based learning delivery, including Apprenticeships and identify the added value that HEIW could bring to this arena.  
· Work with Welsh Government to develop a suite of health apprenticeship frameworks that meet the needs of the NHS Wales workforce.
· HEIW to work with NHS Wales to ensure that there is appropriate representation on the foundation economy subgroups of the 3 Regional Skills Partnerships (RSPs).
· Draft Quality Assurance Framework for Work Based Learning to include HEIW role in standardisation of work-based learning.
	· HEIW to establish a mechanism for keeping up to date with Apprenticeship developments in England, at a strategic and operational level
· Develop effective tripartite mechanisms for HEIW, NHS organisations and Universities.
· Develop core common multi-disciplinary principles for supporting students in practice.
· Develop training models for dispersed learning, e-learning and widening access.
· Develop a new suite of performance management and student monitoring tools to benchmark, improve knowledge, improvement and to roll-out best practice.
· HEIW to expand the number and range of qualifications it is permitted to deliver by Agored and City and Guilds.
· Scope the infrastructure requirements to support WBL across NHS Wales e.g. delivery models, resources, register of assessors and IQAs.
	· Develop and implemented a new approach to support learning in practice for all students and trainees.
· HEIW will provide the quality control systems and processes for NHS Wales education.
· HEIW will quality control all e-learning content.
· HEIW will develop a kite mark for education provision delivered across NHS Wales.


What does success look like in 2023?
HEIW will be a main contractor to draw down funding from Welsh Government to deliver health apprenticeships and will be the Sector Skills Council for Wales.  HEIW will have developed a draft Quality Assurance Framework for Work Based Learning to include HEIW role in standardisation of work-based learning.  We will have improved access to health careers through ‘grow your own approaches and or widening access activities.

Strategic Objective 2.7:  Implement improvements to ensure equitable access to education and training for SAS and locally employed doctors 
Executive Lead:  Push Mangat / SRO:  Peter Donnelly/ANO

Why?
Wales relies more than any other UK country on service focused junior doctors.  There is increasing evidence in Wales and the UK that this group of doctors would benefit from increased support of many types (Listening Exercise, Staff surveys, GMC Survey, CUREMeDE research and evaluation study).  Currently there are no national support systems in Wales nor clarity of expectations of local support for this group.  They are a key component to the delivery of services for patients.

The Workforce Strategy for Health and Social Care contains a number of actions that will directly benefit this group as part of the NHS workforce, as does this IMTP.  However, we also believe that there is a need for a specific set of actions in relation to this group, in addition to the actions outlined elsewhere and set out in the SAS Doctors and Dentists Charter for Wales launched by the Welsh Government in 2016.

Deliverables
	2020-21
	2021-22
	2022-23

	· Work with partners including employers to identify the support currently available and the gaps.
· Review lessons and plans from across the UK 
· Scope a clear action plan setting out firm commitments in relation to support to be provided nationally and clear expectations on consistent and appropriate support to be made available via employers.
· Work with Welsh Government to support the new contract negotiations and to ensure that the non-pay benefits are understood and secured.
· Develop a comprehensive engagement process to test the proposals and assess the likely interest in the different potential elements of the support and development on offer.
· Pilot in one health board an enhanced training structure for SAS grade doctors who want to progress.
	· Work with Medical Directors and the consultant body to ensure there is support for the actions proposed and a means for escalating issues as well as reporting on progress.
· Finalise the plan and implement, ensuring buy-in from partners and staff prior to roll-out.
· Develop an approach to survey this group and set benchmark.
· Scope the establishment of a training supervisor network across specialties in each Health Board/Trust to support all SAS and locally employed doctors.
· Explore the benefits of establishing dedicated CESR support in HEIW and produce business case.
· Evaluate the services provided to SAS and locally employed doctors and implement recommendations.
	· Explore with employers the provision of mentoring and executive coaching for SAS and locally employed doctors.
· Evaluate the impact of actions in years 1 and 2 and refine as necessary.
· Continue to implement the action plan.


What does success look like in 2023?
SAS doctors and dentists and locally employed doctors feel valued and supported; improvement in feedback through staff surveys.  Increased numbers of SAS and locally employed doctors gaining their certificate of eligibility for specialist registration or certificate of eligibility for general practice registration and progressing to consultant posts.

Strategic Objective 2.8:  Improve opportunities for trainees and students to undertake education and training through the medium of Welsh
Executive Lead:  Stephen Griffiths / SRO:  Huw Owen

Why?
Wales is a multilingual society in which Welsh and English are recognised equally.  The ability to communicate effectively to those who provide healthcare is a right an individual whose first language is Welsh can reasonably expect.  As the deliverer and commissioner of health education programmes HEIW can play an important role in promoting and supporting an environment where access to education through Welsh is possible and indeed promoted. HEIW will continue to work in partnership with the Welsh Government, education providers, National Centre for Learning Welsh, Coleg Cenedlaethol Cymraeg and other stakeholders to build on the success of recent years and further improve opportunities to deliver education and training through the medium of Welsh.  This aligns with the national Workforce Strategy Theme 5 (Excellent Education and Learning), Action 18 (Work with the education providers to ensure education meets the needs of the health and care system, and includes programmes delivered through the medium of Welsh.  It also aligns with The Wellbeing of Future Generations Act, and with A Healthier Wales through strengthening the provision of Welsh language services.

Deliverables
	2020-21
	2021-22
	2022-23

	· Scope current accessibility to welsh language education provision across all commissioned and HEIW delivered programmes
· Map placements which can be accessed through the welsh language
· Base level understanding of Welsh language awareness incorporated within education contract specification, including the active offer, so that upon qualification students are able to optimise clinical outcomes for Welsh speaking patients.
· Establish mechanisms to monitor the number of trainees and students receiving Welsh Language bursaries from the Coleg Cenedlaethol Cymraeg.
· All students and trainees have access to welsh language lessons should they wish to learn welsh.
· Continue to promote opportunities to teach, use and recruit through the language in the Outreach programme.
	· Make health and social care careers more accessible and relevant to Welsh speakers.
· Continue to develop more health specific learning resources.
· Working with the Coleg Cenedlaethol Cymraeg increase the number of posts funded across welsh universities.
	· Build on previous years’ work.


What does success look like in 2023?
Health professional education programmes are available in totality or in part though the Welsh language and they are seen as a positive choice for individuals who wish to study through the Welsh language.

Strategic Objective 2.9:  Review career pathways and education opportunities for the clinical academic and research workforce
Executive Lead:  Stephen Griffiths / SRO:  Angie Oliver

Why?
High quality research can break the legacy of ill health, develop a prosperous society through collaborative engagement with universities, industry and the third sector and create a highly skilled workforce, all of which are included in the key aims set out by the Welsh Government’s national strategy ‘Prosperity for All’.  In support of this, Welsh Government provides R&D funding to all Health Boards and Trusts to encourage and develop a platform of high-quality research.  As well as the benefits conferred to patients, research active organisations provide better care not least because research generates evidence which ultimately transforms practice.  The development of an evidence base requires skilled and capable clinical academics and research staff with the capacity to develop and test new knowledge, this is not a luxury but a critical component to improve patient safety and ensuring the delivery of high quality of care and is in line with Government policy.  This aligns with the national Workforce Strategy Theme 5 (Excellent Education and Learning), Action 20 and will need to form an integral and cohesive element within the implementation plans relating to undergraduate pre-registration education and on continuing professional development.

Deliverables
	2020-21
	2021-22
	2022-23

	· Identify key stakeholders and establish a national task and finish group.
· Map current clinical academic and research workforce.
· Identify all current funding mechanisms which support the development of clinical academic careers and those which build research capacity e.g. WCAT, RCBC, Advanced practice funding etc.
	· Develop an agreed work programme which ensures all current investment is maximised against an agreed set of national priorities – these priorities will need to be agreed.
· Work with others in HEIW to ensure clinical academic and research career development opportunities are mapped into their programmes of work.
· Consider with all other stakeholders how current funding mechanisms could be pooled to gain maximum benefit.
	· Ensure that funding and development opportunities are clearly identifiable.
· Ensure that the evidence regarding the contribution to patient safety is clearly available.
· Ensure that NHS organisations invest in this workforce.


What does success look like in 2023?
Those wishing to develop a clinical academic career/research career can identify clear career pathways, can identify funding/development opportunities and the NHS recognises that establishing such posts is an investment in patient care and not a cost to be borne.
Strategic Aim 3:  To work with partners to influence cultural change within NHS Wales through building compassionate and collective leadership capacity at all levels 

All of the objectives and deliverables under this aim, align with the Workforce Strategy Theme 6 (Leadership and Succession), Actions 25 (develop a strategy to drive a consistent approach to compassionate leadership in health and social care in Wales), Action 26 (establish an accessible range of leadership development resources and programmes for individuals and organisations) and Action 27 (develop a talent management pipeline for the most senior leadership roles).  Collectively they provide an opportunity to influence cultural change within NHS Wales towards a more collective and compassionate culture, with significant benefits for staff wellbeing and thus patient outcomes.  This Aim also links to Future Generations Act in all five ways of working, i.e. long term, prevention, integration, collaboration and involvement.  It also aligns with Social Services and Well-being (Wales) Act 2014.  A Healthier Wales outlines the responsibility of leaders to improve services for patients and citizens and deliver the transformational agenda.  

Strategic Objective 3.1 Lead the implementation of the Health & Care Leadership Strategy through the NHS Wales Compassionate and Collective Leadership framework for action
Executive Lead:  Julie Rogers / SRO:  Helen Thomas

Why?
This is a continuation of the Annual Plan (2019-20) to develop a leadership strategy with Social Care Wales and Academi Wales for health and care.  The Parliamentary Review identified the need for development of effective leadership, and this was reinforced by findings from the NHS Staff Survey and our consultation and engagement exercises undertaken in the last 6 months on the Workforce Strategy and development of this IMTP.  NHS Wales, supported by the Welsh Government, has agreed that Compassionate and Collective Leadership at all levels will be the approach for our health workforce.  There is a significant amount of research and evidence underpinning the approach, and a clear and explicit link between culture, staff wellbeing and quality and safety of patient care.

Deliverables
	2020-21
	2021-22
	2022-23

	· Drive the implementation of the framework for action through extensive, marketing and engagement.
· Develop and promote a cultural assessment tool that reliably measures compassionate and collective culture and behaviours within organisations.
· Review and promote a range of existing evidence-based culture and leadership tools aimed at creating cultures of collective leadership across organisations and teams.
· Create a network of Collective Leadership Champions to support  implementation  and development/use of resources.
· Provide annual leadership conferences and learning events aimed at enabling widespread adoption of best practice.
· Influence and support the implementation of undergraduate leadership modules (embedded with quality improvement and digital leadership) across the curriculum.
· Commence the curation of ‘manager core skills’ resource hub that promotes inclusivity and equips managers with essential and portable management skills that compliments local management development programmes.
· Review and update the NHS Wales manager competence framework
	· Provide leadership conference and learning events to share best practice.
· Influence the inclusion of the enhanced management competences across all manager related job descriptions and person specifications.
· Create OD capacity across health through provision of evidence-based leadership, culture tools and assessments.
· Develop a range /dashboard of workforce measures to assess the effectiveness of leadership and culture within organisations.
· Actively engage and influence the ESR re-procurement to ensure Wales Talent Management requirements are reflected.
· Support the development of a senior leadership recruitment process for Director and Executive appointments.
· Continue to lead and support a network of Collective Leadership Champions/accredited practitioners.
· Partner with The Kings Fund to design evidence-based leadership development opportunities.
· Establish a leadership collaboration hub that is externally facing and enables learning from industry.
	· Create capability and capacity within HEIW to deliver programmes.
· Continue to develop Leadership resources that are available bilingually, pan Wales.
· Develop expertise within HEIW to provide leadership and OD support for executive leaders.
· Establish a network /faculty of Leadership associates who can support Executive development.
· Provide leadership conference and learning events to share best practice.
· Review the impact of the NHS Leadership framework for action.


What does success look like in 2023?
Enhanced leadership capacity and capability at all levels across the system, with organisational cultures and leadership capacity created.  A growing social movement of compassionate and collective leaders acting as ambassadors for culture change.  Leaders will prioritise the health and wellbeing of staff and building positive, safe and compassionate environments.  This will in turn generate innovation and continually improve services for the people of Wales whilst promoting NHS Wales as the best place to work.
Strategic Objective 3.2:  Lead the implementation and management of the NHS succession planning framework for Tiers 1 -3 and monitor progress
[bookmark: _Hlk26443412]Executive Lead:  Julie Rogers / SRO:  Helen Thomas

Why?
This is also a continuation of the Annual Plan (2019-20) to implement a succession planning and talent management framework for NHS Wales.  We are now in a position to develop and enhance senior leadership capacity and capability across NHS Wales through robust succession planning and establishment of a senior leadership talent pool for tiers 1-3.  The Succession Planning Strategy for NHS Wales 2017-2027 places responsibility for succession planning and talent management tiers 4 and below with local organisations.  Whilst HEIW’s role is not explicit for those other tiers, we do believe we have a supporting role and many of the actions we have outlined will assist local organisations in carrying out their responsibilities.

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop a map of prioritised senior leadership positions for succession planning.
· Provision of a Talent Summit for identified talent to enable the co-design of an inclusive talent management process and leadership development framework.
· Support identified talent through provision of a series of master classes that supplement experiential learning opportunities and Academi Wales senior leadership programmes.
· Develop the specification and commence the procurement process for a national talent management solution.
· Review and refresh existing leadership competence, behaviours and values frameworks.to create ‘success profiles’.
· Develop an inclusive process for senior leadership talent identification that includes positive action schemes, assessment / development centres and a leadership development framework.
· Develop a marketing and engagement plan to promote the senior leadership talent and succession planning strategy and development frameworks.
· Promote the establishment of student leadership academies across all Wales universities that enable progression to leadership networks and talent pools.
	· Monitor the inclusive process for senior leadership talent identification.
· Review the NHSE/I digital talent management solution for use across Wales.
· Continue delivery of executive and director assessment / development centres to identify possible successors for prioritised posts.
	· Widen access to senior leadership development to reflect local population requirements.
· Continued delivery of executive and director assessment / development centres to identify possible successors for prioritised posts.



What does success look like in 2023?
An equitable, consistent and national approach to attracting and developing senior leaders across NHS Wales and an increased diversity of senior leaders that reflect local population needs.  A sustainable pipeline of senior leaders able to create effective compassionate and collective workplace cultures where staff are valued and supported to provide continually improving patient care.  Availability of ‘home grown’ talent that can deliver against strategic objectives and lower turnover at Chief Executive and Executive levels.


Strategic Objective 3.3:  Lead the implementation and management of the Digital Leadership portal
Executive Lead:  Julie Rogers / SRO:  Helen Thomas

Why?
Providing access to a range of bilingual digital leadership materials, resources, networks and support is a key enabler to supplementing formal leadership development and influencing the shift towards a compassionate and collective culture in teams, organisations and the system.  The HEIW leadership portal will reach diverse audiences providing access to national leadership resources and opportunities as well as signposting to opportunities across NHS Wales organisations.  This will promote inclusivity and fairness to accessing leadership development opportunities across the NHS and wider sector workforce.

Deliverables
	2020-21
	2021-22
	2022-23

	· Commence the curation and establishment of a Leadership resource library that provides evidence-based resources that reflect the leadership strategy and support compassionate and collective approaches.
· Develop and implement an operating model for the digital portal for wider implementation across HEIW and NHS Wales organisations.
· Brand and extensively market the HEIW Digital Leadership Portal.
· Manage digital leadership portal accounts and queries, whilst maintaining and developing the portal in line with user feedback.
· Promote the HEIW leadership programmes and link to leadership and management development opportunities across Academi Wales and NHS Wales Health Boards and Trusts.
· Utilise the portal for managing conference events, master classes etc to reach diverse audiences.
	· Review and evaluate functionality of software using agreed test scripts in preparation for wider HEIW re-procurement.
· Integrate the digital leadership portal contract into the HEIW learning management system contract.
· Continue to curate and enhance bi-lingual leadership and management resources available via the portal.
· Continue to market and widen access to the Digital Leadership Portal.
· Create a Welsh language learning network and resources available through the medium of Welsh to better promote opportunities to engage and learn.
	· Continue to curate and enhance the leadership and management resources available via the portal.
· Continue to enhance and market the Digital Leadership Portal.


What does success look like in 2023?
An inclusive, bilingual digital self-service leadership portal available 24/7 providing access to a range of up to date, accessible, evidence-based leadership resources and networks.
Strategic Objective 3.4:  Lead the establishment and management of a Wales Leadership alumni and range of leadership networks
Executive Lead:  Julie Rogers / SRO:  Helen Thomas

Why?
This is also a continuation of the Annual Plan (2019-20) to implement an alumni leadership network.  Transformation of services require leaders at all levels that can create and maintain relationships across traditional boundaries. Alumni’s provide opportunities by connecting people to help them develop personally and professionally.  Members of leadership alumni’s will be instrumental in promoting senior leadership roles and experiences, whilst offering practical support to aspiring leaders including mentoring, shadowing and coaching.  Collective and compassionate leadership is at the heart of what we are aiming to achieve and we would want to develop an Alumni that is championing and role-modelling these behaviours.

Deliverables
	2020-21
	2021-22
	2022-23

	· Create a collective leadership network providing opportunities for a diverse range of individuals to become actively engaged in promoting and supporting the leadership agenda across NHS Wales.
· Create a range of alumni networks to support existing leadership development cohorts.
· Provide a series of leadership master classes, webinars, networking events, online videos and resources.
· Provide a series of guest leadership blogs and interviews.
· Influence the establishment of student leadership academies within all Wales universities that promote access to NHS leadership networks and alumni.
· Secondary Care:  Establish a leadership alumni and establish collaborative network of trainee leadership roles.
· Pilot and evaluate a trainee leadership network meeting/event and review existing wellbeing strategy/courses.
	· Create an online alumni directory to enable existing and aspiring leaders connect.
· Create a NHS Wales graduate leadership alumni.
· Continue to provide opportunities for alumni’s though leadership development opportunities and masterclasses etc.
· Further embed a co-ordinated approach to alumni networks across NHS Wales.
· Further embed a co-ordinated approach to trainee leadership networks across Wales and continue to arrange network event if successful in 2021.
	· Continue to host alumni networks and provide a range of supplementary master classes, workshops and support for existing and aspiring leaders.


What does success look like in 2023? A range of alumni networks enabling leaders to remain supported, engaged and informed on emerging leadership resources and research.

Strategic Objective 3.5:  Lead the adaptation, development and implementation of leadership programmes and resources for clinical leaders from a range of professional backgrounds
Executive Lead: Julie Rogers / SRO:  Helen Thomas

Why?
In a changing service landscape, there are significant challenges for leaders within the NHS.  An increasing focus on quality, and unprecedented levels of change require leaders to lead in different ways.  Whilst we firmly believe that there needs to be an increased focus on integrated professional learning, we also recognise that there is a need for specific clinical programmes.  This new objective will ensure that clinical leadership development is maintained but repurposed to include opportunities for clinicians from different professional backgrounds. Collective and compassionate leadership approaches will underpin all of the new programmes. 

Deliverables
	2020-21
	2021-22
	2022-23

	· Review and relaunch the medical leadership programme inherited from Academi Wales to open it up to all clinicians. 
· Establish the infrastructure to run the programme.
· Expand the Welsh Clinical Leadership Fellows scheme to include placements for optometrists; review the potential to expand to other clinicians in future years. 
· Scope the clinical leadership offer across Wales, identifying gaps.
· Support primary care clusters to develop leadership capacity through a range of bespoke leadership and quality improvement modules.
· Support a range of experiential leadership opportunities including coaching and mentoring.
	· Use scoping to frame the development of a suite of inclusive clinical leadership development offerings, digital resources and networks.
· Evaluate the clinical leadership programmes, recruitment process and employee experience.
· Provide a schedule of clinical leadership development programmes and experiential frameworks.
· Support Primary Care Clusters to develop and grow leadership capacity.
	· Continue to review and enhance clinical leadership development programmes.
· Continue to develop and promote inclusive digital leadership resources.
· Continue to support Primary Care Clusters to develop and grow leadership capacity.



What does success look like in 2023?
The development of confident clinical leaders able to effectively lead transformational change through a model of compassionate and collective leadership.

Strategic Objective 3.6:  Lead the review, improvement and re-launch of the NHS Wales Graduate training scheme
Executive Lead: Julie Rogers / SRO:  Helen Thomas

Why?
To create diverse leadership capacity across NHS Wales requires robust succession planning and talent management strategies.  This is a critical element of succession planning through the provision of annual pipelines of aspiring leaders to NHS Wales and the wider system.  This is a new objective for HEIW to lead the review, improvement and re-launch of the NHS Wales Graduate training scheme.  The NHS Wales graduate leadership scheme will align where practical with the NHS Wales Finance Leadership graduate scheme and the Academi Wales public sector graduate scheme, creating diverse learning networks and shared experiences with collective and compassionate leadership as a core element of the scheme.

Deliverables
	2020-21
	2021-22
	2022-23

	· Research best practice models to re-establish and re-launch the NHS Wales graduate leadership scheme.
· Develop the component elements of the graduate programme including masters qualification and placements.
· Establish the operating model for the graduate scheme.
· Identify / train a range of mentors and coaches to support the graduates during their placements.
· Develop a marketing strategy and engagement plan to attract graduate applicants to the NHS Leadership scheme.
· Develop an inclusive recruitment, assessment and induction process
	· Recruit a new cohort of graduates to the NHS Wales graduate scheme.
· Evaluate year 1 of the graduate scheme and create lessons learned to inform improvements.
· Implement year 2 of the graduate leadership programme.
	· Recruit a new cohort of graduates to the NHS Wales graduate scheme.
· Evaluate year 2 of the graduate scheme and create lessons learned to inform improvements.



What does success look like in 2023?
An established NHS Wales graduate leadership scheme that effectively contributes to increased capacity of professionally diverse senior and executive leaders across NHS Wales delivering a sustainable creating a rich and diverse pool of aspiring leaders for senior and executive leadership positions across NHS Wales.


Strategic Objective 3.7: Lead the development, implementation and management of the new NHS Executive Collective and Compassionate Leadership  programme
Executive Lead:  Julie Rogers / SRO:  Helen Thomas

Why?
In a changing service landscape, there are significant challenges for leaders within the NHS.  Greater demands for efficiency and unprecedented levels of change require leaders to lead in different ways.  A national suite of inclusive clinical and executive leadership development programmes will engage clinical and non-clinical colleagues to create supportive and effective cultures that are conducive to innovating and delivering patient-focused care.  This is a new objective for this IMTP.

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop a suite of inclusive executive leadership development offerings, digital resources and networks.
· Provide national executive leadership development programmes, underpinned by collective and compassionate approaches.
· Support a range of experiential leadership opportunities including coaching and mentoring.
· Develop a suite of alumni masterclasses that enable learning from experts, industry and other public-sector bodies.
· Harness talent, maintain visibility and provide continued support to aspiring and existing talent so they are not lost within the system and can remain current and engaged through utilising of a digital talent management solution.
	· Evaluate the executive leadership programmes, recruitment process and employee experience.
· Provide scheduled executive leadership development programmes and experiential frameworks.
· Scope the option of HEIW playing a leading role in executive leadership recruitment.
	· Continue to review and provide executive leadership development programmes.
· Continue to develop and promote inclusive digital leadership resources.
· Continue to explore opportunities to develop and grow leadership capacity within NHS Wales.



What does success look like in 2023?
Increased capacity of professionally diverse senior and executive leaders across NHS and public-sector Wales who can create the conditions and infrastructure for continuously improving high quality care.

Strategic Aim 4:  To develop the workforce to support the delivery of safety and quality

The objectives in this section have been developed in response to the service delivery challenges of the system as whole and individual organisation IMTPs.  These have been developed through our interaction, engagement and dialogue with Health Board and Trust partners and through sitting on respective national groups.  Our unique set of functions provides us with a unique position within NHS Wales to collaborate, engage and support addressing these challenges identified through appropriate systems leadership.

Strategic Objective 4.1:  To develop a good practice toolkit and resource guide to support the workforce model in unscheduled care
Executive Lead:  Push Mangat / SRO:  Charlette Middlemiss

Why?
Unscheduled care is a complex system which spans urgent in hours primary care, urgent out of hours primary care, ambulance services, Emergency Departments, in patient services and discharge pathways.  This “front door” pressure leads to system failures within hospitals.  Many of the objectives throughout this plan will contribute to an improvement in the unscheduled care workforce in general terms, for example, as a result of increased numbers of staff being trained, more investment in advanced practice.

The purpose of this objective is to support the improvement work being undertaken by NHS organisations with a specific focus on how to support, develop and redesign the unscheduled care workforce to best effect.  Building on the primary care workforce compendium model, this will make good practice, resources, job descriptions, roles, training and other workforce initiatives relevant to unscheduled care much more accessible to front line and leadership teams to help them find solutions.

Deliverables
	2020-21
	2021-22
	2022-23

	· Scope and review existing support and provision relevant to unscheduled care workforce (wellbeing, skills, training, etc).
· Scope and review workforce implications of new models of unscheduled care and good practice in workforce development across the UK.
· Consult with front line staff to identify workforce challenges and requirements.
· Progress development work for new initiatives to support any gaps identified in what’s available in NHS Wales.
· Launch the first good practice guide for winter 2020.
	· Continue to progress development work to support and innovate unscheduled care workforce model.
· Review and evaluate first good practice guide.
· Continue to research and disseminate good practice and innovation.
· Relaunch the good practice guide for winter 2021.
	· Continue to research, evaluate and disseminate good practice.


What does success look like in 2023?
More sustainable and fit for purpose workforce models in unscheduled care and more consistent approach to workforce challenges across NHS Wales.


Strategic Objective 4.2:  Contribute to the workforce planning and workforce development requirements for the Major Trauma Network (MTN)
Executive Lead:  Push Mangat / SRO:  Angie Oliver

Why?
In March 2018, each of the six Health Boards serving the populations of South Wales, West Wales and South Powys formally agreed to recommendations for the development of a Major Trauma Network for the region and HEIW is supporting in terms of the workforce implications of this service development.  An analysis of the skills gap across a range of professional groups is being undertaken to assist in identifying other training needs which may benefit from HEIW support.  Examples include Advanced Practice in Trauma management and Masters Modules.  Additional training needs for paramedic staff are currently being identified.

Deliverables
	2020-21
	2021-22
	2022-23

	· Engage with WHSSC to address overlaps between the workforce needs of the MTN and our Commissioning processes
· HEIW will work with the MTN assisting with the following Training Requirements: Trauma Triage, Trauma Team working, Trauma Team Leadership, Damage Control Surgery, Rehabilitation Skills.
	· Evaluate the impact of the roles that have been appointed in 2020-21.
· HEIW will work with the MTN assisting with the following Training Requirements:  Prehospital Trauma, Scribe Course, Nursing Trauma Ward Course, Paediatric Trauma, Trauma Reception Airway Course, T&O Course, MedTRIM Course, European Trauma Course, Damage Control Orthopaedics, Trauma Theatre Course.
	· Evaluate the impact of the roles that have been appointed.


What does success look like in 2023?
The Major Trauma Network will have been supported from an Education and Training perspective by HEIW in respect of improving patient survival and outcomes; enhancing multi-professional training and education; and developing new roles and ways of working.

Strategic Objective 4.3:  Lead the workforce development and training requirements to support the Single Cancer Pathway
Executive Lead:  Stephen Griffiths / SRO:  Head of Healthcare Science Transformation

Why?
The introduction of the Single Cancer Pathway is a key Welsh Government commitment and policy initiative.  The Single Cancer Pathway is the culmination of more than three years of work to change how Health Boards identify and report cancers, and to improve patients’ cancer experiences, the pathway sets out a maximum of 62 days from point of suspicion to the commencement of the first treatment.  In order to deliver this there are significant workforce challenges.  The three areas which HEIW is going to target to support in order to realise compliance with the Single Cancer Pathway are imaging, pathology and endoscopy.

Deliverables
	2020-21
	2021-22
	2022-23

	· Establish a national training programme for clinical endoscopists.
· Complete a review of endoscopy, imaging and pathology workforce.
· Completed actions form the National Endoscopy Action Plan.
· Identify national priorities for investment in extended/advanced roles across endoscopy, imaging and pathology workforce.
· Identify best practice workforce models to be adopted locally.
	· Increase capacity to support training and education to train the future workforce.
· Health Boards have adopted principles of best workforce model identified in 2020-21.
	· Identify further priorities for investment in education and training to meet service needs.


What does success look like in 2023?
The workforce required for the delivery of the Single Cancer Pathway will clearly identified with plans in place to support education and training of the current and future workforce.  The number of vacancies will have reduced and compliance with the Single Cancer Pathway will have improved from the initial base assessment in 2019.


Strategic Objective 4.4:  Develop a mental health workforce plan in collaboration with Welsh Government and Social Care Wales to support implementation of Together for Mental Health (this includes CAMHS)
Executive Lead:  Stephen Griffiths / SRO Kerri Eilertsen-Feeney

Why?
Welsh Government is about to publish the Together for Mental Health 2019-22 Delivery Plan, with a requirement for a more detailed mental health workforce plan.  This is in recognition of shortages in particular professions (Medical, Nursing and Psychology) and also workforce considerations such as training, leadership, adequate supervision and wellbeing.  Welsh Government has asked HEIW and Social Care Wales to work together to develop this plan over the next three years.

Mental health is one of the key commitments in A Healthier Wales and aligns with the national Workforce Strategy theme 3 (Seamless Workforce Models), Action 10 (Develop a multi-professional workforce plan to support implementation of Together for Mental Health).

Deliverables
	2020-21
	2021-22
	2022-23

	· Work with Welsh Government to clarify expectations and timeline
· Scope the current mental health workforce and assess implications for future need and models of care.
· Review good practice and innovation from across UK and internationally.
	· Develop and consult on a workforce plan.
· Enable Welsh Government to publish an agreed and costed plan.
	· Implement and evaluate key actions arising from the plan.


What does success look like in 2023?
A more sustainable pipeline of staff with the right skills to work in mental health.

Strategic Objective 4.5:  Improve post registration education, support and training pathways to ensure all health care professionals can develop beyond the point of initial registration.
Executive Lead:  Stephen Griffiths / SRO:  Charlette Middlemiss

Why?
Initial education and training for all health professionals takes individuals to a point where the professional regulator identifies the newly registered professional is fit to practice.  However, at this point individuals are novice practitioners and lack confidence.  To maximise their contribution further development is required, this may be formal or informal.  There is variation across regulators as to the requirements for each profession post registration, for example medical staff have to undertake further regulated training in order to become a consultant or General Practitioner, for other registrants this is not so prescriptive.  The development of newly registered staff beyond initial registration is essential to attract individuals to train and work in Wales, to increase the confidence and competence of the workforce, to extend the scope of practice of registrants which will support workforce redesign.

Deliverables
	2020-21
	2021-22
	2022-23


	· Implement the planned expansion of the Foundation programme for medicine with placements across secondary Care, GP and the community.
· Lead the development and implementation of a learning and development framework for the Health Professional Workforce.
· Scope the need for support following registration for all professional groups.
· Lead the work on the introduction of new roles e.g. the Anaesthesia Associate in NHS Wales in partnership with the service.
· Identify how funding for advanced practice/extended skills can achieve value in the context of service priority areas.
	· Further expand the Foundation Programme with placements across secondary Care, GP and the community.
· Support the service with the implementation of the learning and development framework.
· Develop an implementation plan for support following registration should the scoping work identify a need for further work.
· Support the service with new workforce models to release the time of senior clinicians and establish the potential for other new roles.
· Advanced practice/extended skills funding targeted to priority areas.
	· Final expansion of the Foundation Programme with placements across secondary Care, GP and the community.
· Gain recognition as a centre of excellence for workforce transformation.
· Increase funding in Advanced practice/extended skills based on demonstration of value achieved in previous years.

	· 
	· 
	· 


What does success look like in 2023?
[bookmark: _Hlk25865954]By 2023 there will be an increase in the number of foundation doctors appointed.  We will also see an increase in the number of trainees accessing GP and community placements and an increase in the retention of trainees following foundation into Specialty training.  A new learning and development resource will be used across Wales.  More Anaesthesia Associates will be in training to support the theatre service.  Also, by 2023 there will be an increase in behavioural science training being rolled out strategically across Wales.

Strategic Objective 4.6:  Support implementation of primary care workforce model as part of the Strategic Programme for Primary Care
Executive Lead:  Push Mangat / SRO:  Charlette Middlemiss

Why?
The Strategic Programme for Primary Care is delivering the strategic direction that has been reinforced in A Healthier Wales to strengthen and expand care closer to home.  To do this the workforce model in primary care needs to modernise, recognising the central role of the GP, but reflecting the need to support GPs with a wider multi professional team, and the additional opportunities that are part of the primary care cluster approach.  For HEIW there is a need to both grow the workforce and support the clusters to develop the skills and expertise needed to work in primary care settings.  We need to support clusters as they start to workforce plan, to ensure that there is a coordinated approach to workforce numbers at a national level.  There is a link with other objectives in this plan particularly 2.3 related to the education and training infrastructure.

This aligns with the national Workforce Strategy Theme 3 (Seamless Workforce Models), Action 9 (Develop a multi-professional workforce plan to support implementation of the new primary workforce model under the strategic programme for primary care).

Deliverables
	2020-21
	2021-22
	2022-23

	· Support the development of workforce planning and modelling at cluster level.
· Implement the increase in GP trainees and roll out changes to GP training in line with the business case (subject to agreement).
· Implement the increased numbers and multi sector pre-registration programme for pharmacy, supported by implementation of a single lead employer model.
· Implement phase 2 of the transition programme for pharmacists.
· Increase the number of Independent Prescriber pharmacists.
· Support implementation of pace setter projects related to workforce.
· Develop proposals for an education/training infrastructure for primary and community care (academies/hubs)
· Implement a communication plan in relation to HEIW’s role and primary care clusters.
· Role Development – national frameworks and training for new roles.  A multidisciplinary approach to care; inter-professional working; community engagement; and leadership.
· Develop a digitally enabled compendium of good practice for primary care.
	· Continue to improve skills and capability in workforce planning in primary care.
· Continue to implement the increase in GP trainees and roll out changes to GP training in line with the business case (subject to agreement).
· Evaluate the multi sector pre-registration programme.
· Review future need for transition programme for primary care.
· Continue to increase the number of Independent Prescriber pharmacists in line with need.
· Continue to share best practice in primary care workforce models.
· Implement primary care training hubs/academies subject to investment
	· Consolidate expansion in GP trainee numbers.
· Reflect cluster workforce plans in education and commissioning plans.
· Continue to develop primary care training hubs/academies


What does success look like in 2023?
A more sustainable pipeline of staff with the right skills to work in primary care settings.

Strategic Objective 4.7:  Support workforce development requirements of integrated care models being developed by Regional Partnership Boards
Executive Lead:  Stephen Griffiths / SRO:  Charlette Middlemiss

Why?
Regional Partnership Boards across Wales have been given access to a transformation fund to pump prime new ways of integrated working in line with implementation of A Healthier Wales.  It is likely that as these projects are implemented they will require changes to the health and social care workforce, some of which will be implemented locally, but some of which will require an all Wales approach.  The latter will ensure that local innovation becomes sustainable and can be scaled up as quickly as possible.  This may include education and training programmes, role development and commissioning numbers.

This is a key action from the Workforce Strategy for Health and Social Care Theme 3 (Seamless workforce models), Action 11 (Translate the workforce models being developed through Regional Partnership Boards into a good practice guide for integrated working) and will be progressed with Social Care Wales.

Deliverables
	2020-21
	2021-22
	2022-23

	· Review all transformation fund proposals to assess workforce implications and models.
· Engage with Regional Partnership Boards to discuss future plans and ambitions in relation to integrated working.
· Review IMTPs with regard to future plans and ambitions for integrated working.
· Review best practice across UK and internationally to inform future work.
	· Develop or commission support needed for integrated workforce models.
	· Continue to review and evaluate activities.


What does success look like in 2023?
Development of a clear all Wales offer to support integrated workforce models in place.

Strategic Objective 4.8:  Support the implementation of the Maternity Care in Wales, A Five-year Vision for the Future (2019-2024)
Executive Lead:  Stephen Griffiths / SRO:  Kerri Eilertsen-Feeney

Why?
The Welsh Government has published ‘The Vision for Maternity Services in Wales’ to ensure that ‘Pregnancy and childbirth are a safe and positive experience, and parents are supported to give their child the best start in life’.

HEIW can provide the expertise and capacity to lead the implementation of several recommendations contained within the Vision and will enable the multi professional team to deliver family-centred care which display strong leadership within a culture of research and development, continuous learning, best practice and innovation.

Deliverables
	2020-21
	2021-22
	2022-23


	· Identify inter-professional education opportunities across the university sector in Wales.
· Identify how the new undergraduate education contracts can support inter-professional learning.
· Identify how simulation training can be maximised for maternity staff including ultrasonography.
· Review workforce lessons from the maternity services review
	· Introduce inter-professional learning opportunities.
· Monitor introduction of the new education contracts.
· Implement actions for increasing ultrasonography education to meet service needs.
· Utilise multiple entry points for speciality training.
	· Build on the work undertaken in year 1 and 2.


What does success look like in 2023?
NHS Wales is recognised as an exemplar in the training and development of its maternity workforce through inter-professional education provision, recruitment to all training and student posts are filled and staff feel valued through the investment in their further development.


Strategic Objective 4.9:  Secure the transfer of the Nurse Staffing Programme Team to HEIW and lead the further role out of the programme across NHS Wales
Executive Lead:  Stephen Griffiths / SRO:  Kerri Eilertsen-Feeney

[bookmark: _Hlk26358352]Why?
The Nurse Staffing Levels (Wales) Act was passed into law by the Welsh Government in 2016.  The Act currently applies to acute medical and surgical inpatient wards across NHS Wales.  The Welsh Government have committed to extending the Act within this term of Government and to support this the Welsh Government have committed to funding an extension to the programme management team.  The Programme Management team which is currently located within Public Health Wales, Improvement Cymru team will be relocated to HEIW and we will be accountable for the delivery of the programme of work.

Deliverables
	2020-21
	2021-22
	2022-23


	· Secure the TUPE transfer of the Programme management team to HEIW and their integration into the organisation.
· Ensure the team is fully recruited and resourced.
· Review and revise programme management arrangement and accountabilities between Welsh Government, NHS Health Boards and Trusts and HEIW
· Continue the work to deliver the extension of the Act by April 2021
· Agree further areas for roll out of the Act
	· Extend the Act into one further clinical arena.
· Ensure the capacity of the team is appropriate for the delivery of the work programme.
	· Continue the work depending on priorities agreed with the new Welsh Government.


What does success look like in 2023?
The Act will have been rolled out to a minimum of one further clinical area and agreement has been reached for further extension of the Act to inform implementation.

Strategic Objective 4.10:  Assess the Critical Care workforce needs across Wales and provide a framework which allows healthcare organisations to develop their Critical Care workforce plans
Executive Lead:  Push Mangat / SRO:  Clem Price

Why?
Welsh Government has provided significant investment to expand critical care capacity in Wales through the Critically Ill Implementation Group.  To support this HEIW has been asked to produce a set of workforce planning options that reflect the multi-professional nature of Critical Care Delivery.  Different Critical Care units and services will attract different workforce solutions.

Deliverables
	2020-21
	2021-22
	2022-23

	· Complete analysis and review Health Board assessments to Critical care workforce needs.
· Feed initial findings into training requirements for 2021-22.
· Update workforce implications of new models of Critical Care and good practice in workforce development across the UK.
· Incorporate impact of new Shape of Training in Medicine.
· Consider the potential role of Physician Associates in Critical Care.
· Complete scoping exercise for Anaesthetic Associates in Wales.
· Create a series of options (pull down menu) for Health Boards to use in staffing their Critical Care areas.
	· Review impact of suggested staffing options.
· Consider future role of Anaesthetic Associates and Physician Associates once they are regulated.
· Continue to update other workforce options.
· Review and re-issue staffing options.
	· Continue to review, evaluate and update staffing options.


What does success look like in 2023?
Flexible workforce models and training capacity established in Critical Care across NHS Wales.

[bookmark: _Hlk26281737]Strategic Aim 5:  To be an exemplar employer and a great place to work

Strategic Objective 5.1:  Implement the People, Inclusion and OD Strategy
Executive Lead:  Julie Rogers / SRO:  Foula Evans

Why?
We want to be an employer of choice created by ensuring excellent colleague experience in a continually improving, inclusive and compassionate organisational culture where a focus on wellbeing underpins everything we do.  Evidence shows that this results in staff who are happy in their work and work environment, enabling the attraction and retention of high-quality staff and add to its credibility as a leading NHS organisation in Wales.  A culture of compassionate leadership will enable HEIW to achieve its aims in the right way and our aim is to be an exemplar in the public sector. Almost half of our staff are remote workers, many working 1.5 days a week or less for HEIW with the remainder of their employment being in other NHS organisations.  Additionally, our staff come from a wide range disciplines and professions, as well as diverse experiences.

During 2019-20 we developed a People, Inclusion and OD Strategy which aims to harness the opportunities of our diverse workforce as well as to drive improvements in internal processes to facilitate working smarter not harder; to set out our approach to workforce flexibility that will eradicate silo working, improving job satisfaction, increasing productivity and removing duplication; as well as to clarify the expectations on our staff.  Our values and behaviours framework will be central to all our policies and relationships.

Deliverables
	2020-21
	2021-22
	2022-23

	· Launch and Implement the People & OD Strategy – actions will include:
· Second Staff Survey/Pulse Survey – target to improve on the 2018 staff survey completion rate, as well as engagement index score.
· Continue the focus on managing attendance at work with a view to reducing sickness absence to below 4.79%.
· Focussed programme of activity to deliver PADR compliance to >85% and Mandatory Training Compliance to >85%.
· Develop an offer to remote workers including those based in the north that is tailored and appropriate, including in relation to training, engagement and access to offsite facilities such as hot desking.
· Finalise the suite of employment policies and practices, taking opportunities to develop unified approaches across all staff; deliver training and support to managers.
· Implement the agreed training plan including actions in relation to digital competencies and capabilities, ensuring HEIW has ‘a digitally ready workforce’.
· Develop a staff recognition approach.
	· Continue to implement the strategy - priorities will include:
· Embed organisational values in recruitment, career progression and capability.
· Identified an organisational talent pool.
· Continue to measure staff experience.
· Evaluate the staff recognition approach developed in 2020-21.
· Complete and evaluate first programme of Compassionate Leadership Management Programme.
· Establish a Coaching network.
· Complete and evaluate the first tranche of two year apprenticeship programme.
· Undertake benchmarking of organisational progress against best practice, using research and evidence e.g. from CIPD.
· Focussed campaign on maximising the benefits of ESR across HEIW.
	· Continue to implement the strategy – priorities will include:
· Work towards and achieve ‘gold’ for IIP/Great Places to Work, building on actions in years 1 and 2.
· Coordinate the third staff recognition scheme.
· Commence second 2 year apprenticeship programme.
· Evaluate impact of strategy and begin drafting new strategy in partnership with staff and staff representatives.


What does success look like in 2023?
HEIW will be an organisation with motivated, engaged and valued staff who are happy in their work and work environment and will be recognised as an inclusive employer of choice.  Compassionate leadership will be lived and we will be seen as an exemplar amongst public sector employers.  Our remote workers will feel involved and engaged with the organisation and we will be working smarter not harder with seamless working and cross team flexibility.  We will also have achieved Gold Corporate Health Standard accreditation.


Strategic Objective 5.2:  Lead, develop and embed a range of actions to support workforce and workplace wellbeing and excellent colleague experience within HEIW
Executive Lead:  Julie Rogers / SRO:  Angie Oliver

Why?
Building on our work to date and aligned with Strategic Objective 5.1, HEIW is committed to enhance the workforce wellbeing of our own staff.  HEIW’s commitment is to make both HEIW and the wider NHS Wales, an exemplar employer in its support for wellbeing at work building on work that is already underway in the NHS.  This objective flows from actions included in the Annual Plan (2019-20) and will contribute to our external work of supporting the workforce wellbeing agenda across NHS Wales e.g. through piloting initiatives in HEIW before roll out across the staff group.  Given the significance of workforce wellbeing and the substantial evidence of the link between staff experience and patient safety and quality, we have purposefully separated out this objective from the broader actions at 5.1.

This aligns with the Workforce Strategy Theme 1 (An engaged, motivated and healthy workforce), Action 1 (Introduction of a Health and Wellbeing Framework) and links to Future Generations Act in all five ways of working, i.e. long term, prevention, integration, collaboration and involvement.  It also aligns with Social Services and Well-being (Wales) Act 2014 and A Healthier Wales in terms of prevention and early intervention, and the workforce dimension in the quadruple aim to enrich the wellbeing, capability and engagement of the health and social care workforce.

Deliverables
	2020-21
	2021-22
	2022-23

	· Implement Health and Wellbeing Action Plan (year 1).
· Develop and pilot health and wellbeing information, resources and evaluation tools in HEIW prior to sharing across NHS Wales.
· Work towards and achieve the Bronze Corporate Health Standard accreditation.
· Review the OH support arrangements for staff, including remote workers against best practice.
· Ensure that HEIW’s needs are represented in once for Wales Health and Wellbeing programmes.
	· Implement the Health and Wellbeing Action Plan (Year 2).
· Evaluate the health and wellbeing initiatives through the Health Needs Assessment.
· Work towards and achieve the Silver Corporate Health Standard accreditation.
	· Implement the Health and Wellbeing Action Plan (Year 3).
· Evaluate the health and wellbeing initiatives in the action plan to inform future years, locally and nationally.
· Work towards and achieve the Gold Corporate Health Standard accreditation.


What does success look like in 2023?
We will have developed and embedded a range of actions to support workforce and workplace wellbeing within HEIW, and we will have achieved the Bronze, Silver and Gold Corporate Health Assessment Standards.  Our staff will feel valued, supported and levels of absence will be low.

Strategic Objective 5.3:  Implement and embed the Welsh Language framework within HEIW
Executive Lead:  Dafydd Bebb / SRO:  Huw Owen

Why?
As a relatively new public body HEIW does not currently come under the Welsh Language Standards as stipulated in the Welsh Language Measure 2011.  Nevertheless, we have taken the decision to be pro-active and have begun to implement from May 2019 a bespoke Welsh Language policy based on the Welsh Language Standards.

There are currently 6 sets of Welsh language Standards Regulations in existence, aimed at different types of bodies and reflecting their different operational prerogatives. Three sets of these are currently deemed to be relevant to HEIW: Set 2, (pertaining to National Bodies operating in Wales); Set 6, (relating to Educational Bodies) and Set 7 (relating to Health Bodies). Discussions are underway, with our preference being for HEIW to come under set 6 and 7, in recognition of HEIW’s unique position as the education and training provider for the NHS. The outcome of these ongoing conversations will have a material effect on our medium to long term strategic and operational plans with regards to the Welsh Language.

It now seems highly unlikely that we will come Standards this year – and therefore the Welsh Language Commissioner has asked us to prepare a Statutory Language Scheme – as prescribed under the original (1993) Welsh Language Act.

This objective ties in with legislative requirements in Wales and broader policies and aims of the Welsh Government in this area including the Welsh Government’s aim of one million Welsh speakers by 2050.  Supporting the Welsh Language enables HEIW to support the Wellbeing of Future Generations Act’s goal of ensuring a future for Wales with a vibrant culture and thriving Welsh language.  It also aligns with the Workforce Strategy and A Healthier Wales through promoting Welsh language usage, increasing the Welsh language skills of our staff and extending the provision of Welsh language education for the future workforce of the NHS.

Deliverables
	2020-21
	2021-22
	2022-23

	· Promoting awareness of the Welsh Language policy and, when they are introduced, the Welsh Language Standards.
· In terms of Operational delivery, it will involve embedding behaviours that relate to increase use of the Welsh across the organisation.  This shall include focussing on the following: answering the phone, e-mails and other written communications, holding meetings and public events, signage, publications, social media and other digital platforms, offering Welsh lessons to staff, identifying Welsh speaking staff, Recruitment, Assessment of Welsh Language Educational requirements and Policy Development.
· Improving the translation services provided by HEIW.
· Increase awareness of the advantages of the use of the Welsh language for staff, trainees and patients.
· Other more strategic requirements will be informed when Standards Regulations are applied to HEIW.
	· Continue to deliver training and awareness around the key operational deliverables outlined above.
· Continue to refine our translation resources.
· Continue to increase the profile and use of the Welsh language policy within HEIW.
	· Continue to deliver training and awareness around the key operational deliverables outlined above.
· Continue to refine our translation resources.
· Implement strategic Standards.


What does success look like in 2023?
There will be high awareness amongst staff of the Welsh Language Standards.  Consideration of Welsh language requirements will have been taken into account by staff at the beginning of projects reflecting that provision of Welsh language services is an embedded part of our culture.  There will be increased usage of the Welsh language by staff, trainers and trainees.  Welsh language skills will have been improved (ALTE standards) amongst staff across the organisation.  There will be a minimal number of complaints submitted to HEIW in connection with the Welsh language as compliance will have been achieved on an ongoing basis.


Strategic Objective 5.4:  Implement and embed the HEIW Strategic Equality Plan and further develop equality and inclusion agenda including partnership working across the public sector
Executive Lead Julie Rogers/ SRO Emma Kwaya-James

Why?
To facilitate an organisational commitment to embed equality, diversity and inclusion throughout the work of HEIW.  Ensure that HEIW works in a collaborative approach across the organisation and actively engages with those who are affected by the decisions we make both with people who share protected characteristics and those who do not including: all staff, medical and non-medical trainees, service users, public sector partners, Social Care providers from statutory and voluntary sector and the wider NHS family.  To facilitate an organisational commitment to developing and embedding strong compassionate, inclusive leadership and demonstrating that HEIW is an exemplar employer and a great organisation to work for.  There is a clear legislative framework and policy for this work through the Human Rights Act 1998; Equality Act 2010 (Statutory Duties) (Wales) Regulations 2011; Wellbeing and Future Generations Act (2015); Prosperity for All: The National Strategy (2017); Is Wales Fairer? (2018) and A Healthier Wales: our Plan for Health and Social Care (2018).

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop a Transition at Work policy.
· Create co-produced strategic equality action plans and measures to increase workforce diversity, minimise pay gaps, engage with communities, ensure procurement drives equality and service delivery reflects individual need.
· Work in partnership with Welsh Government and partners to develop technical guidance in preparation for the enactment of socio-economic duty Part 1, Section 1 Equality Act 2010 on the 1 April 2020
· Embed the Integrated Equality Impact Assessment framework into practice
· Deliver on accreditation pledges: Stonewall, Time to Change, Disability Confident, Dying to Work, Anti-Violence Collaboration, Communication Access Symbol.
· Review and develop a new Time to Change Action Plan to be incorporated within the Health and Wellbeing strategy.
· Work in collaboration with Trade Unions' to scope expansion of remit of Dying to Work pledge including support for families and work colleagues.
	· Undertake first year review of Diversity and Inclusion Policy.
· Implement the co-produced strategic equality action plans and measures to: increase workforce diversity, minimise pay gaps, engage with communities, ensure procurement drives equality and service delivery reflects individual need.
· Review the Equality Impact Assessment framework to ensure that it is fit for purpose in relation to political drivers - enactment of socio-economic duty Part 1, Section 1 Equality Act 2010 on the 1 April 2020.
· Continue to deliver accreditation pledges as highlighted in year 1.
· Maintain Stonewall Diversity Champion status.
· Progress to Level 2 of Disability Confident Scheme.
· Commence accreditations which provide in-depth scrutiny of equality, diversity and inclusion within organisations i.e. Great Places to Work; Workplace Inclusion Audit.
	· Implement co-produced strategic equality action plans to increase workforce diversity, minimise pay gaps, engage with communities, ensure procurement drives equality and service delivery reflects individual need.
· Measure outcomes of strategic equality action plans and commence review.
· Measure outcomes of strategic equality action plans.
· Continue to develop and embed Equality Impact Assessment Framework across HEIW.
· Continue to deliver on accreditation pledges as year 1 and 2.
· Maintain Stonewall Diversity Champion status.
· Progress to Level 3 of Disability Confident Scheme.
· Implement accreditation action plans from Great Places to Work; Workplace Inclusion Audit.


What does success look like in 2023?
HEIW is able to demonstrate that it is an organisation committed to equality, diversity and inclusion throughout its work.


Strategic Objective 5.5:  Progress opportunities for organisational approaches to combat climate change
Executive Lead:  Julie Rogers / SRO:  Chris Payne

Why?
The Environment (Wales) Act 2016 sets a target to reduce carbon emissions by at least 80% by 2050 with a further ambition for public sector in Wales to be carbon neutral by 2030, and HEIW will strengthen plans to support this in 2020-23.  The Act also aims to achieve a zero Waste strategy for Wales with zero landfill.  The Environment (Wales) Act 2016 also introduced an enhanced biodiversity and resilience of ecosystems duty (the Section 6 duty) for public authorities in the exercise of functions in relation to Wales.  HEIW recognises its responsibility to take action for biodiversity to reverse its decline in Wales.  As such this is a new objective for us and we have started to consider different ways in which we can reduce our environmental impact in line with the Wellbeing of Future Generations (Wales) Act 2015 meaning that we are low carbon and efficient with our resources.  In terms of low carbon we recognise that as an All-Wales organisation, we have a particular responsibility to consider how we minimise our travel in particular.  HEIW recognises that the use of utilities is necessary for the provision of business services, but also understands the responsibility to be an energy efficient organisation by minimising, where possible, consumption of Electricity, Gas and Water.  We will also endeavour to improve our approaches to recycling and waste management and using digital to make the organisation paper light.

Deliverables
	2020-21
	2021-22
	2022-23

	· Scope the impacts, risks, opportunities and threats from climate change over the short, medium and long term with a focus on low carbon and being more efficient with our resources.
· Undertake a strategic assessment of energy efficiency opportunities with consultancy support from the Welsh Government Energy Service allowing HEIW to further reduce carbon emissions.
· Create a stakeholder group to develop an action plan within HEIW to lessen our impact on the Environment through operational activities and consider opportunities to promote biodiversity on site and in the local area.
	· Implement actions agreed from climate change plan.
· Continue to review the strategies that are in place locally or developing across the UK and beyond, and horizon scan for relevant research and developments.
· Review the impact and effectiveness of the action plan.
· Assess whether HEIW should apply for a Green Dragon Award.
	· Continue implementation of actions agreed.
· Continue to review the strategies that are in place locally or developing across the UK and beyond, and horizon scan for relevant research and developments.
· Review the impact and effectiveness of the action plan.


What does success look like in 2023?
A reduced impact of HEIW activities and operations on the environment.

Strategic Objective 5.6:  Embed multi-disciplinary Quality Improvement capacity and capability within all aspects of HEIW’s work and develop partnership working with Improvement Cymru
Executive Lead:  Push Mangat / SRO:  Anton Saayman

Why?
HEIW has Improvement in the title and a responsibility to embed QI as the bedrock of ‘usual’ activity.  The top 12 worldwide healthcare providers follow this principle and it is well recognised that QI leads to not only improved outcomes for patients and their families and patient safety, but also has economic benefits.  Every Health Board in Wales has a QI Hub and HEIW should be no different.  Furthermore, a QI Hub will prepare the HEIW workforce for leadership for improvement, develop improvement data scientists, Improvement Advisors and foster a community of improvers within the organisation.  HEIW will be an example of an Improvement and patient safety driven organisation and will set the tone for other health boards in Wales (and indeed the UK) to follow.

Deliverables
	2020-21
	2021-22
	2022-23


	· Scope all current QI resource and ongoing QI internally facing projects in HEIW with a view to establishing a baseline of current configuration (needs assessment) and support.
· Develop an options paper and robust business case, including a shared potential physical infrastructure.
· Deliver pilot introductory training & project support to HEIW staff.
· Develop an online QI project sharing platform for HEIW.

	· Expand the project sharing database.
· Coordinate QI projects across areas in HEIW e.g. Quality, Finance and workforce.
· Develop QI expertise including improvement science capability, Leadership for Improvement and modelling capabilities.
· Evaluate QI Hub and potential for spread and scale.

	· Functional QI Hub supporting and coordinating Improvement activity across all sections of HEIW and QI forming bedrock of usual activity.
· Develop expertise in implementation science to promote upscaling of projects.

	· 
	· 
	· 


What does success look like in 2023?
A needs assessment will have been completed and the Hub Infrastructure established.  85% HEIW staff will have completed introductory QI training and 5% of HEIW staff will have been trained in 'intermediate' QI methods.  HEIW internal Improvement Experts (IA) will have been trained and will be supporting work across HEIW.  Delivery of completed projects impacting on quality of training and function of HEIW.  Evaluation of spread and scale will be progressing.

Strategic Aim 6:  To be recognised as an excellent partner, influencer and leader

[bookmark: _Hlk26441060]Strategic Objective 6.1 Implementing HEIW Communications and engagement strategy; brand awareness and influencing for success 
Executive Lead:  Julie Rogers / SRO:  Angharad Price

Why?
We recognise how critical effective internal and external communications and engagement are to the success of HEIW and because of this they have been a top priority since our inception.  They run through everything we do as key tools for developing and maintaining relationships with colleagues and partners; facilitating effective partnership work and collaboration; informing and shaping our work so that it meets the needs of patients and services so that we are able to influence national agendas and programmes and ensure what we do integrates seamlessly with that of our partners to achieve A Healthier Wales.

Building on our work from our Annual Plan (2019-20) where we undertook a range of communication and engagement activities, we want to extend and develop this to enable a wider understanding of who we are and what we do alongside colleagues and partners as well as to have a strong focus on our branding and our opportunity to influence.

Deliverables
	[bookmark: _Hlk27062515]2020-21
	2021-22
	2022-23

	· Continue to implement the HEIW Communications and Engagement strategy including horizon scanning and key influences such as Brexit, manifestos, Nurse Staffing Act, new regulations - tailoring key messages to the healthcare workforce and services.
· Review the scope for influencing national programmes and partners and develop a plan of action alongside the strategy.
· Introduce new HEIW organisation branding and style guide and begin to visually ‘badge’ HEIW work across the organisation.
· Provide staff training on branding and creating communications materials to support consistency across the organisation and brand identity.
· Develop and implement a bilingual three-year sustained HEIW brand awareness campaign using evidence from:
· the review of the core communications and engagement strategy paying particular attention to the key priorities:
· Raising awareness
· Building reputation.
· review of stakeholder map to inform a segmented and targeted approach to the campaign.
· evaluation of current methods of communication and engagement with targeted groups and identifying their preferred channels of communication and engagement.
· Develop new key bilingual materials and channels such as:
· Short videos
· Prospectus
· New website
· Brochures.
· Continue to use successful channels and materials such as:
· HEIW Roadshow
· Twitter
· Stakeholder events.
	· Implement actions associated with Year 2 of updated communications and engagement strategy.
· Review introduction of HEIW branding and style guide.
· Continue to implement phases of HEIW brand campaign as per schedule.
· Evaluate HEIW brand campaign using the outputs, outtakes and outcomes method and use findings to revise campaign where appropriate.
	· Implement Year 3 actions of communications and engagement strategy.
· Evaluate brand awareness campaign.


What does success look like in 2023?
Communications and engagement strategy fully implemented.  All HEIW materials produced using a consistent visual approach confirming our brand identity.  HEIW is a well-established organisation within NHS Wales and across national and international stakeholder organisations. Stakeholders have a comprehensive understanding of the functions we facilitate and the support we can offer.

Strategic Objective 6.2:  Supporting HEIW business areas on key national programmes of work through the development and delivery of highly effective communications / engagement / marketing interventions 
Executive Lead:  Julie Rogers / SRO:  Angharad Price

Why?
As well as our work raising awareness of HEIW, it is important for us to ensure we are recognised for our expertise and as an influencer and leader in healthcare education and training, leadership, workforce planning and digitalisation. We will therefore build on our partnership and brand work by ensuring our key national programmes of work as outlined in our Annual Plan (2019-20) and this IMTP are supported and promoted by effective communications, engagement and marketing plans creating a bank of evidence to support our role as experts, influencers and leaders.

Deliverables
	2020-21
	2021-22
	2022-23

	· Develop and implement tailored communication, engagement and marketing plans in line with the business objectives  in Chapter 5 for key national HEIW programmes such as:
· Workforce strategy
· Leadership strategy and framework
· CPD strategy for NHS Wales
· NHS Wales Careers
· Strategic Review of health professional education
· Sustainable approach to clinical placements.
· Undertake evaluation of plans using the outputs, outtakes and outcomes model.
	· Continue to implement ongoing communication, engagement and marketing plans for key national HEIW programmes of work.
· Develop and implement tailored communication, engagement and marketing plans for new key national HEIW programmes of work.
· Undertake evaluation of plans using the outputs, outtakes and outcomes method.
	· Continue to implement ongoing communication, engagement and marketing plans for key national HEIW programmes of work.
· Develop and implement tailored communication, engagement and marketing plans for new key national HEIW programmes of work.
· Undertake evaluation of plans using the outputs, outtakes and outcomes method.


What does success look like in 2023?
HEIW individual programme communication, engagement and marketing plans completed and evaluated.  Based on evidence of its work, HEIW is recognised as an expert and international leader and influencer in healthcare education, training, leadership, workforce planning and digitalisation.

Strategic Objective 6.3:  Review the alignment of internal digital systems and functions, and opportunities to support the Education and training experience for trainees in Wales
Executive Lead:  Julie Rogers / SRO:  Chris Payne

Why?
As a new organisation, we have on opportunity to shape our internal digital portfolio, systems and contracts so that they are aligned to the new aims and ambitions of our organisation.  We have successfully campaigned during our first year for access to Eduroam, which was removed from our trainees during the transition to the new organisation, to be reinstated.  This is an important part of supporting our learners to train in the most productive and efficient manner whilst also developing and implementing systems that support and, monitor and assure our approaches to delivery.

Deliverables
	2020-21
	2021-22
	2022-23

	· Scope and identify Eduroam availability across all NHS Wales sites and develop a rollout plan to increase availability and usage of the network.
· Rollout Eduroam availability at HEIW.
· Support NHS Wales organisations in onboarding the network.
· Scope the delivery of a single platform for HEIW to support education and training arrangements and to end reliance on disparate and unsupported legacy systems.
· Undertake a review of the functionality and capacity of  the HEIW digital team in the light of the agreed business priorities, and make recommendations.
	· Implement 2021-22 rollout plan.
· Support NHS Wales organisations in onboarding the network.
· Implement outcomes of the review of the digital function within HEIW.
· Develop and implement approaches towards a Single Platform, costed business case and benefits realisation plan.
	· Implement 2022-23 rollout plan.
· Support NHS Wales organisations in onboarding the network.
· Embed digital platform.


What does success look like in 2023?
Increased availability across all Health Board and Trust sites with increasing numbers of staff utilising the network for work and educational purposes.


Chapter 6 – Professional and Occupational Perspectives

Chapter 5, the strategic objectives, illustrates that we are striving to take an integrated and multi professional approach to our work, in line with expectations and in line with future requirements.  This chapter provides a brief summary of what our strategic framework means for individual professional groups.

[bookmark: _Hlk25835623]6.1	Nursing

2020 is the Year of the Nurse and Midwife and an excellent time to refresh our thinking on nursing roles to ensure they are fit for the future.  We know that this is one of the most critical shortage areas in the health workforce and over the next three years we hope to combine the results of improved workforce planning, workforce development, education and training to develop a more sustainable plan for the nursing workforce in Wales.  This will also need to take into account the continued implementation of safe staffing levels.  Undergraduate education will continue to change in line with new NMC standards and our recent strategic review of health professional education.  We will be working closely with NHS partners and Universities to improve the system and quality of clinical placements to deliver the best possible educational outcomes and to manage the future implications of any change to the bursary arrangements.

6.2	Healthcare Support Workers

Healthcare support workers are playing an increasingly important role in the delivery of care across all areas of healthcare provision.  HEIW will continue to increase its investment in the education of this workforce to ensure they are competent and confident to take on new areas of care and registered practitioners are confident to delegate work to them.

The development of this workforce will also provide those with the aspiration to continue their career and progress on to formal training programmes to become registered healthcare professionals, thus enabling NHS Wales to ‘grow our own’ and also enable individuals to ‘earn while they learn’.

6.3	Medicine

We have a significant role to play in ensuring that trainees in medicine have a positive experience and excellent training outcome as this has a critical impact on patient care and their own well-being.  Improvements in employment arrangements, study leave, training infrastructure and professional support will be part of this.  We also need to ensure that the numbers of doctors we are training at each stage of the medical training pipeline meets the needs of the population in Wales and makes NHS Wales as self-sufficient as possible.  We will build on the work already being progressed to increase GP trainees and to modernise their training but we will need to align numbers through the pipeline.  Staff and Associate Grade doctors make up between 15 and 20% of the medical workforce and therefore it is important that we provide better development and support to maximise their potential.  Global links in terms of medical training will also be explored to support the workforce model in a sustainable way.


6.4	Pharmacy

Pharmacy education and training will change rapidly over the course of the IMTP to mirror the pace of change in service models, particularly in primary care.  We will be implementing our quality assured multi sector pre-registration pharmacist programme in 2020-21, in parallel with increasing the number of pre-registration pharmacist trainees and supporting this with a single lead employer scheme.  We will develop a phased plan to roll out our foundation pharmacists training in line with UK recognised foundation curricula.  We will be continuing our transition programme to help qualified pharmacists transition into primary care roles and will be working with other professional groups to expand training opportunities in primary care settings.  We will continue to target opportunities to develop extended and advanced practice to meet service needs including Independent Prescribing.  We will also be exploring changes to pre-registration training for pharmacy technicians and improvements in the transition from education into practice.  Pharmacy will be exploring how we can increase numbers of clinical placements over the next three years for undergraduate, pre-registration and foundation training.

6.5	Dental

We will be continuing to build on achievements to date in supporting developing of the multi professional dental team, with a particular focus on opportunities for inter professional CPD and to extend skills through the development of certificate courses in dental sedation. The development of more robust workforce intelligence will be a key priority to inform future workforce planning. We will be exploring ways of ensuring that we continue to fill our dental foundation training places in Wales, developing new local dental foundation training recruitment processes and supporting training with a single lead employer arrangement. We will also be focusing on quality assurance, new training pathways and good access to simulation. 

Workforce development will move further towards a multi-professional approach utilising new opportunities for delivery aligned with regulatory requirements. An emphasis on prevention and collaboration across healthcare professions will ensure a united approach to oral health care of the future patient population.

6.6	Optometry

We will continue to build on the work we have initiated to extend the role of optometrists through additional postgraduate education, to shift the focus of common eye conditions into the community.  We will integrate the Wales Optometric Professional Education Centre into HEIW and we will extend the Welsh Clinical Leadership Training Fellowship programme to incorporate optometrists as the next phase of developing this into a multi professional programme.

Evaluating a new mentor and support service for newly qualified optometrists will enable us to determine further plans and scope any necessary changes.

We will build on success in providing multi-professional education and continuing professional development for optometrists, contact lens opticians and dispensing opticians in line with HEIW aspirations with a focus on quality assurance and determining value of CPD in changing practice.


6.7	Allied Health Professionals

The Welsh Government has recently published its Allied Health Professional Framework for Wales – Looking Forward Together.  The Framework sets an ambition for Allied Health Professionals working across Wales playing a lead role in delivering new service models through a transformed workforce.  HEIW will support the delivery of the framework though the provision of education and training which meets service needs, workforce redesign and promoting the role of Allied Health Professionals in primary care.

6.8	Healthcare Scientists

Healthcare Scientists play a critical role in the patient pathway through the diagnostic work they undertake.  The development of point of care testing, modernisation of the radiology workforce, delivering the Single Cancer Pathway along with the increasing use of genomics’ and precision medicine demonstrate the increasing role of the healthcare scientist workforce.  HEIW will support these areas through the increase in training of radiologist, supporting reporting radiography training, increasing its investment in equivalence education and higher levels of scientist education.

6.9	Managers

Alongside the work on leadership we will be refreshing management competences and capabilities to inform management development programmes and career pathways.  The reintroduction of the graduate trainee programme will provide an additional pipeline of managerial talent.


Chapter 7 – Education and Training

7.1.	Introduction

HEIW is responsible for setting the strategic direction for education and training across a range of health professions as well as supporting education and training in respect of postgraduate Medical and dental. One element of this is commissioning education and training, this chapter sets out progress and plans in more detail.

7.2	Current Performance – Nursing and Allied Health Professions

We commission education for student groups including nursing, midwifery, community nursing, all allied health professions and health science.  Advanced practice, non-medical prescribing and return to practice are also measured and benchmarked.

The 2018/19 academic year was the first whole academic year since the establishment of HEIW and the information we collected demonstrated this information about the student population:

41% of students entering health professional education in Wales in 2018/19 were aged 26 or above.  This is an increase from 2017/18.  Older students are more likely to be domiciled in Wales, have commitments within the community and are more likely to stay in Wales and work locally on graduation.  The Nursing Times reports that students over the age of 25 fell by 17% in England.

79% of all students were domiciled in Wales prior to course commencement.  For nursing and midwifery students this rose to 87%.

Over 95% of students accepted the bursary scheme and the “2 year tie-in” to Wales.

When compared against the ethnicity statistics on the Stats Wales website, the health professional student population is more diverse than the general Welsh population.  Enhanced reporting mechanisms are being developed to track ethnic students through the system to ensure that all students have an equal opportunity to graduate.

A total of 12% of all students declared a disability.  A separate budget is available to support students with disabilities.  Enhanced reporting mechanisms are being developed to track students with disabilities through the system to ensure that all students have an equal opportunity to graduate.

36% of students entered with ‘A’ levels as their highest qualification.  This demonstrates that students from a diverse educational background are gaining places on health professional programmes.

Application rates are generally buoyant which is important in the current climate of increasing commissions.  However, there is no room for complacency and it will continue to be an area to which HEIW will pay significant attention.




Application Rates Summary 2019-20

	Greater than 5 applicants per place
	Pre-Registration Nursing – Child Field
Midwifery
Physiotherapy
Diagnostic Radiography
Therapeutic Radiography
Paramedics
Healthcare Sciences – Neurophysiology
Healthcare Sciences – Cardiac Physiology
Healthcare Sciences – Radiotherapy Physics & Nuclear Physics

	Less than 3 applicants per place
	Pre-Registration Nursing - LD Field
Podiatry
Biomedical Sciences

	Between 3 and 5 applications per place
	All Other Courses



Overall, in 2018/19, Welsh Universities Welsh Universities filled 2,671 pre-registration health professional places.  This is an increase of 6.71% (155 more pre-registration health professional students) than in 2017/18.  

Forecasts for the 2019/20 year (including the March 2020 nursing intake) indicate total pre-registration places recruited in Wales will increase to 2,810 which is a further increase of 138 students.

In 2020/21 the number of places filled is expected to rise to 3,242 which represents an increase of 726 (29%) over 17/18 levels.



The average achievement of successfully filling commissioned places for full time and part time community nursing across Wales increased in 2018/19 to 99% which is the highest fill rate percentage achieved since this area has been evaluated.

The utilisation of Advanced Practice funding was high.  In 2019-20 Advance Practice will be evaluated.  This will be in terms of the value and impact on the quality of patient experience, streamlining the patient pathway, patient safety, impact on the MDT (improved skills mix and decision making) in addition to any cost reduction / savings.

92% of all independent prescribing places were filled, the highest level since this initiative was introduced.

The Universities in Wales delivered 96 Return to practice numbers for Wales in 2018/19.  With escalating nursing agency costs it is imperative that the return to practice initiative maximises numbers.  Partnership working around marketing return to practice courses is in place between HEIW and the universities and there is a drive to further increase these numbers year-on-year.

The 2018/19 pre-registration nursing attrition rate is 11.9%.  The English comparator is 20%.
[image: Diagram showing Wales vs English Pre-registration Nursing Attrition Summary]

The Welsh average Midwifery attrition rate is 12.4%.  The English comparator is 21%.

The Welsh average Allied Health Profession attrition rate is 9.2%.  The English average is 13% and Wales is consistently below this.

90% of students that graduated in 2018/19 achieved a 2:2 or higher.  41% graduated with a first-class honours degree.  At least 74% of students graduating in 2018/19 secured employment in NHS Wales.  Another 7% secured employment within their profession in either local authorities or the private sector in Wales.  9% of students secured employment in the NHS outside Wales.  At the time of data collection 1% of students reported they were yet to secure employment and 9% of students did not respond to the University data collection exercise.  Of these 9% it is likely that most are working within the NHS but failed to respond to the university correspondence.  Students are not obliged to inform universities of their job destinations.  Universities have worked to increase the intelligence in this area as 3 years ago over 40% of students were “unknowns”.  This graduating cohort were (apart from a few 2 year courses) not subject to the two year tie-in.  Mechanisms being developed to track graduates will assist with both increasing the number of graduates working within Wales and the intelligence surrounding job destinations.

7.3 Current Performance – Medical, Dental & Pharmacy

Medical

For August 2019 HEIW commissioned 2416 Secondary Care Specialty and Foundation Training posts across 58 different training programmes in Wales.  
These posts and programmes were occupied by 2245 trainees, 95% of which were actively in training posts and 5% were out of programme either for parental leave or training and development opportunities outside of the structured programme environment.  

In August 2019 335 trainees commenced on the Foundation Training Programme and 398 new trainees commenced on Secondary Care Specialty Programmes an increase of 9% for specialty training compared to August 2018.  Notable recruitment increases in fill rates were seen for a number of specialties following the 2019 recruitment round including Core psychiatry 21% increase, Paediatrics 18% increase, General Surgery 47% increase and Intensive Care medicine 14% increase.  Recruitment challenges remain across higher Psychiatry and Medicine training programmes this is largely as a result of low fill rates through earlier stages of the training pipeline for a number of years.  In August 2019 training programme reconfiguration commenced to ensure alignment with new approved training curricula.  Over the next 5 years a number of training programmes will be reconfigured as training pathways and programme durations change; this is likely to impact the number of vacancies advertised and along with applicant behaviour.  

417 trainees across all grades and programmes (Secondary Care, General Practice and Foundation Training) were registered with HEIW to train on a less than full time basis in August 2019 an increase of 7% compared with the same time in 2018.  Over the last 12 months we have seen an increase in trainees applying for less than full time training for reasons other than caring and parental responsibilities.  Those specialties that attract high proportions (250% or more) of less than full time trainees include Paediatrics, Emergency Medicine and Public Health medicine.
Each year trainees have 2 windows in which to submit an Inter-Deanery Transfer.  Strict eligibility criteria govern this UK process in which trainees can apply to transfer into the same programme in an alternative region.  In February 2019 7 trainees (including 1 GP trainee) transferred out and 2 trainees transferred in to Wales.  Later that year in August 2019 5 trainees transferred out of Wales whereas 10 trainees (including 1 GP trainee) transferred in to Wales.  

Between 01/08/2018 and 06/08/2019, 3173 Annual Reviews of Competence Progression (ARCPs) were undertaken across Foundation, General Practice and Secondary Care training programmes. These ARCPs determine whether trainees have made satisfactory progress within their training programmes.  
Through this process trainees were ‘signed off’ as having completed the following training programmes between the 2018/2019 training year:
· 313 trainees satisfactorily completed Foundation training
· 118 trainees satisfactorily completed Core Training Programmes (i.e. Core Surgery, Core Anaesthetics, Core Medicine and Core Psychiatry)
· 100 Certificates of Completion of Training (CCTs) were awarded to GP trainees.
· 173 Certificates of Completion of Training (CCTs) were awarded across Secondary Care Specialty Training of which 25 were dual CCTs i.e. trainees were awarded a CCT in 2 specialties.  

Dental

For August 2019 HEIW commissioned 162 dental trainees across Foundation, Core and dental Specialty training, 99% of which were actively in training posts and 1% were out of programme, either for parental leave or training and development opportunities outside of the structured programme environment.  

In August 2019, 68 trainees commenced on the Dental Foundation Training Programme and 71 new trainees commenced on Dental Core Training Programme. A fill rate of 93% was achieved, a slight decrease compared with August 2018.  Some rural areas in Wales (and in other parts of the UK) have found it harder than others to recruit and retain dentists.  If these difficulties remain, HEIW and our stakeholders will need to consider the development of innovative solutions to meet the oral health needs of the local populations.

8 dental trainees across all grades and programmes were registered with HEIW to train on a less than full time basis in August 2019, an increase of 20% compared with the same time in 2018.   Over the last 12 months we have seen an increase in trainees applying for less than full time training for reasons other than caring and parental responsibilities.
  
Between 01/08/2018 and 06/08/2019, 298 Reviews of Competence Progression (RCPs) were undertaken across Dental Foundation, Dental Core and Dental Specialty training programmes (interim and annual). These RCPs determine whether trainees have made satisfactory progress within their training programmes.  

Through this process trainees were ‘signed off’ as having completed the following training programmes between the 2018/2019 training year:
· 73 trainees satisfactorily completed Foundation Training
· 58 trainees satisfactorily completed Dental Core Training Programmes (i.e. DCT1, DCT2 and DCT3)
· 4 Certificates of Completion of Training (CCTs) were awarded across Dental Specialty Training 

Pharmacy

	Education
	Description

	Pre-registration Pharmacist programme
	63 trainees enrolled on current model of centrally commissioned single sector and multi-sector training programme. Single sector places: 34 hospital and 12 community. Multi-sector 17.

	Pre-registration Pharmacy Technician Apprenticeships
	This is a two-year programme. In any year there will be year 1 and year 2 trainee numbers.
 Year 1: 44 hospital and 26 community apprenticeships - 10 multi-sector training posts.
 Year 2: 34 hospital and 19 community apprenticeships.  

	Clinical Diploma
	This is a two year centrally funded programme for hospital pharmacists. In any year there will be year 1 and year 2 trainee numbers.
2019-20 
Year 1: 38 and Year 2: 37

	Transition Programme: GP practice pharmacists
	10 GP practice pharmacists enrolled on transition programme. Supportive programme to provide skills, competence and confidence to practice effectively within GP practice team.

	Independent prescribing
	50 community pharmacists offered training to support increase in community pharmacy professional services. 39 recruited by January 2020. 
Issues with recruitment:

Funding for IP training was sourced by top slicing the community pharmacy contractual funds.

Training bursary £1500 not sufficient to allow community pharmacists to be released to attend training and Designated Supervisory Medical Professional mentorship. 

Discussions to be held for 2020-21 with Community Pharmacy Wales (CPW), Welsh Government and Health Boards to allocate the places across Wales to maximise the value of the IP training of community pharmacists.



	Acute Minor Illness
	43 primary and community pharmacist enrolled training to support unscheduled care 

	NHS 111 training
	Pharmacists transitioning to NHS 111 trained on:
Telephone triage: 49, sepsis: 41 and minor ailments: 21 

	Sore throat test and treat
	Additional training for 400 community pharmacists to support pharmacy enhanced service

	Pilot vocational programme for foundation pharmacists
	14 community foundation pharmacists enrolled on pilot of NHS Education Scotland vocational training programme. 
From this cohort, 8 have withdrawn from training. We are evaluating the reasons for the high rate of attrition and using the evidence to develop our Wales offering going forward.

	Pilot of Multi-Professional Practice Base Small Group Learning (PBSGL)
	The pilot included 7 multi-professional groups comprised of 22 GPs, 11 Nurses, 6 Pharmacists,1 Pharmacy Technician,3 health care assistants and 1 paramedic.
The evaluation of the pilot showed practical positive outcomes and value for money. An excerpt from the evaluation can be seen below:
“The inter-professional element appears to add value to learning, particularly in terms of providing a more holistic perspective of patient care, driving change and reducing feelings of isolation among professionals. The ‘small group’ component of PBSGL seems to provide a safe and relaxed environment for learning and some participants emphasised the importance of limiting the sizes of groups in order to facilitate equal contribution and involvement among participants.” 




7.4	Education Commissioning Plans for 2020-21

A significant proportion of our recurring budget relates to the commissioning of healthcare professional education.  At this point it is important to highlight the complexity of the environment in which HEIW works.  Whilst the process over all is a continual cycle of planning, analysis, commission and contract management, as can be seen from the diagram below for a particular intake of trainee or students will span and cut across a number of financial and academic years increasing the complexity of arrangements, planning and budget allocations.
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Due to the nature of the academic planning cycle the Education Commissioning Plan for 2020-21 has already been approved by Welsh Government and therefore forms an important part of the IMTP.

In developing the NHS Wales Education Commissioning and Training Plan for 2020-21, HEIW used:

· information from NHS organisations IMTP’s (previous three years),
· workforce modelling and wider available workforce intelligence 
· Welsh Government strategic direction (A Healthier Wales) and wider policy requirements,
· capacity within the system to support training/student/trainees,
· opportunities to transform the workforce through innovation/new roles and new ways of working.

This identified the need for a continued increase in investment in education and training across a range of professional and occupational groups.

The proposals were supported by a wide range of stakeholders including:

· Chief Executive Officers
· Directors of Workforce and OD
· Nurse Directors
· Directors of Therapy and Healthcare Science
· Medical Directors
· Professional bodies/trade unions
· Welsh Government Policy leads
· Training Programme Directors and Heads of Specialty Schools

The increased commissions will include the following:

7.5	Health Professional Education

1. The expansion of the number of education programmes delivered through part time and shortened programmes.
2. An increase in the proportion of pre-registration nursing places delivered by the part time/distance learning route.
3. The expansion of the provision for part time nursing places available to the care home sector.
4. Maintaining the current level of investment in advanced practice and health care support worker development.
5. The commissioning of education to enable existing radiographers to extend their practice and undertake radiography ‘reporting’ in order to support the cancer/diagnostic workforce challenges by optimising their contribution to the MDT in line with the prudent healthcare principles.
6. The introduction from 2021 paramedic science education being delivered at degree level.
7. Increasing the number of students places as outlined below:

	Subject
	From
	To
	% Change

	Adult Nursing places
	1,216
	1,400
	15.13%

	Mental Health Nursing places
	324
	356
	9.88%

	Midwifery places
	134
	161
	20.15%

	Diagnostic Radiography places
	112
	140
	25.00%

	Therapeutic Radiography places
	20
	22
	10.00%

	Dietetic places
	42
	52
	23.81%

	Physiotherapy places
	147
	164
	11.56%

	Speech and Language Therapy places including Welsh Language Provision
	44
	49
	11.36%

	Doctorate in Clinical Psychology places
	27
	29
	7.41%

	Healthcare Science:
STP’s places
PTP BMS places
	
24
21
	
30
24
	
25.00%
14.29%

	Physicians Associates
	42
	54
	28.57%

	Increase post registration modules for community staff
	472
	560
	18.64%




7.6	Postgraduate Medical Education

	Specialty
	Agreement

	General Practice:
	HEIW has agreed with the Welsh Government that following the successful recruitment to the GP trainee scheme the available places can increase from the current 136 to 160 with the intention to increase to 200 by 2021.  The Welsh Government have indicated that additional funding will be made available for students recruited in addition to the 136.

	Emergency Medicine:
	7 higher training posts to commence in 2020; 4 posts to ensure that the additional trainees appointed to the ACCS training scheme are able to complete their training in Emergency Medicine and 3 posts to provide training in Paediatric Emergency Medicine and Pre-Hospital Emergency Medicine.

	Intensive Care Medicine:
	13 additional CT2 posts from August 2020 to meet the Internal Medicine curriculum requirements for the CT1 trainees appointed in 2019 to progress into CT2.  This is an ongoing cost commitment for Internal Medicine Training.  No change to training numbers for higher ICM trainees and to be reviewed again in 2020.

	Anaesthetics:
	3 additional higher training posts for 1 cohort and the specialty reviewed for 2021.

	Old Age Psychiatry:
	2 additional higher specialty training posts per annum in Old Age Psychiatry using a roll forward of the funding from the 2019 plan.  Continuation of the incentive payment for the MR Psych examination fees.

	Paediatrics:
	No additional funded posts requested through this plan for 2020 but expansion explored with Health Boards directly.  Specialty requirements are reviewed again for 2021.

	Community Sexual & Reproductive Health (CSRH):
	No change to training numbers and a review of the specialty in a couple of years.

	Dermatology:
	Additional higher training posts to address the current deficit in consultant numbers and provide opportunities for Clinical Fellows appointed following agreement of the CEOs to move into a training programme.

	Medical Microbiology:
	3 additional posts per year for 5 years and to expand the training programme into Swansea and North Wales to support the increase in the Clinical Infection workforce.

	Clinical Radiology:
	Increase the current intake to 20 trainees for 2020 intake and review again for 2021.  This maximises the capacity of the Imaging Academy.

	Rehabilitation Medicine:
	1 additional post in Rehabilitation Medicine to be created from August 2021 to support the workforce requirements of the Major Trauma Network.



7.7 	Pharmacy

	Education
	Description

	Pre-registration Pharmacist programme
	155 trainees enrolled on new model of quality assured centrally employed multi-sector training programme. This is an increase of 60% from 19/20. Training placements in hospital, GP practice and community pharmacies.

	Pre-registration Pharmacy Technician Apprenticeships
	45 hospital and 50 community apprenticeships offered 2020.16 of the apprenticeships will be offered as multi-sector training posts across hospital, primary care and GP practice.

	Access to pre-registration pharmacy technician apprenticeships
	Commission modules of learning to support up to 100 existing pharmacy staff to gain the necessary qualifications to apply for pre-registration technician training

	Clinical Diploma
	40 clinical diploma hospital pharmacists two-year training posts funded 

	Transition Programme: GP practice pharmacists
	30 GP practice pharmacists to be enrolled on transition programme. Supportive programme to provide skills, competence and confidence to practice effectively within GP practice team

	Independent prescribing
	50 community pharmacists offered training to support increase in community pharmacy professional services 

	Independent Prescribing post qualification 
	45 pharmacists offered vocational support and peer review to embed skills and confidence to maximise the use of the IP qualification

	Acute Minor Illness
	50 primary and community pharmacist offered training to support unscheduled care 

	NHS 111 training
	Telephone triage, sepsis and clinical skills training for pharmacists transitioning to NHS 111

	Sore throat test and treat
	Additional training for 200 community pharmacists to support pharmacy enhanced service

	Pilot vocational programme for foundation pharmacists
	10 foundation pharmacists enrolled on pilot of a model for vocational training programme aligned to the UK agreed curricula





7.8	Dental Postgraduate Education and Training

Recruitment to dental undergraduate and postgraduate programmes remains very competitive.  Currently there 162 dental trainees across foundation, core and dental specialty in training.  A fill rate of 93%. Some rural areas in Wales (and in other parts of the UK) have found it harder than others to recruit and retain dentists.  If these difficulties remain, government and all relevant stakeholders including HEIW will need to develop new and innovative solutions to meet the oral health needs of the local populations.

Chapter 8 – The HEIW Workforce

8.1	Developing our people and organisation

Our people are our most precious asset.  HEIW’s aspiration is to be an excellent employer and great organisation to work for.  This has been a strategic aim since we were created in 2018, and we continue to develop our People, Inclusion and Organisational Development practices to enable us to achieve this aspiration.

It is essential that we have a motivated, engaged and sustainable workforce that is competent, confident and with the appropriate capacity to deliver HEIW’s future priorities in support of NHS Wales’ delivery of excellent health care provision.  It is essential that we continue to support our existing staff, and indeed be attractive to our future workforce as our organisation matures.

We will continue to embed our diversity, equality and inclusion agenda which is informed by strong leadership, co-production, collaboration and direct engagement with those who are affected by the decisions we make.  We will progress this through ongoing communication and engagement with staff, stakeholders and their representatives to inform our future plans.

During 2018, in partnership with all staff, we developed our organisational values and behaviours framework, for which we won the Improvement in Colleague Engagement and Experience award at the recent Healthcare People Management Association (HPMA) Wales.  This framework underpins all of our business, key examples of which may be found in our Recruitment and Selection processes, Performance Appraisal and Development Review and our Health and Wellbeing programmes.

The Director of Workforce and OD is the lead Executive  for staff based outside of the headquarters based at Nantgarw.  We have undertaken a piece of work mapping travel across Wales and introduced a range of bespoke communications for our staff based across Wales.  As mentioned earlier, HEIW has a remit as an All Wales remit and our headquarters are based in Nantgarw, near Cardiff.  As such we have contractual arrangements in place for a presence in North Wales.  In 2021, we will explore the opportunity to extend the lease for the office in North Wales.

8.2	Shape of our workforce

When HEIW was established in October 2018, it brought together staff from 3 former organisations – Workforce Education and Development Service, Wales Deanery and the Wales Centre for Pharmacy Professional Education.  At this point there were 92% of HEIW staff on Cardiff University Terms and Conditions who transferred to HEIW under Transfer of Undertakings (Protection of Employment) Regulations (TUPE) arrangements.  This is a significant challenge for the People Team, who need to be familiar with two complex sets of employment terms and conditions on a daily basis.

Our long-term plan is to harmonise terms and conditions across the organisation, and we are working in partnership with our Trade Union colleagues to progress this.  Former Cardiff University staff have been awarded a pay increase in line with Agenda for Change staff, and where appropriate, policies will be adopted or adapted to ensure fairness and equity across our workforce.  All newly appointed staff are employed on NHS Terms and Conditions, and staff who wish to transfer from existing University contracts are supported to do so.  Our current staff profile is shown below:

[image: Diagram showing the current staff profile]

It is recognised in Is Wales Fairer? that across the public sector in Wales there are clear data gaps, which can make it difficult for us to understand the experiences of people sharing protected characteristics. To address this urgent action has been called for within the Health and Social Care Workforce Strategy and Strategic Equality Planning to address this. With real opportunities to build on this at local, regional and national level, will help to inform future-plans. 

8.3	Workforce Measures

Figures as at 30 November 2019

•	67% of HEIW’s workforce are female.
•	Of the total workforce 63% work less than full time.  This will include nearly 50% of our workforce who are employed on a sessional basis with HEIW (e.g. GP appraisers) and hold substantive employment elsewhere.  Within this group we have at least 114 staff who work less than 1.5 days a week for HEIW.
•	HEIW’s sickness absence rate is 2.4%.
•	The compliance rate of Statutory and Mandatory training for core staff (excluding those with main employment in other NHS Wales organisations is 65% and increasing.
•	40% of Personal Appraisal Development Reviews (PADR) for core staff have been entered into ESR, an uplift of 11% since Autumn 2019.





8.4	Future Priorities

During 2019-20 we have met with our staff across Wales to gain their views and inform the development of our People, Inclusion and Organisational Development strategy.  This will be finalised in Spring 2020. (See Strategic Objective 5.1).

HEIW is a newly created body, and a strong focus on organisational development is vital.  We have commenced our journey in relation to understanding our culture and environment through staff surveys, including the All Wales staff survey which showed HEIW’s engagement score as 3.88 out of 5 - above the Wales average of 3.82.  The results of the 2019 staff survey for Health Education and Improvement in Wales (HEIW) generally compare well to the all Wales scores from the 2018 survey, but there is a need for further work.

We have established a ‘Culture Group’ with self-selecting memberships to ensure that our journey of staff engagement, motivation and excellent experience continues to improve.  This group is also responsible for the development and monitoring of the staff survey improvement plan during 2020.

As part of our Organisational Development journey, we have developed key performance metrics.  This will increase in sophistication during 2020-23 as we create and develop our Centre of Excellence for internal data and analytics, bringing together all our quality metrics and performance information relating to our workforce so that we can provide a holistic and comprehensive picture of our organisational performance and inform the priorities for OD interventions.

8.5	Attraction, recruitment and selection

We are an inclusive employer and want to ensure we recruit the best people, with the right values and behaviours into HEIW.  To support this, we want our recruitment experience to be excellent for all prospective employees from their first contact with HEIW.

During 2020-2023 we will use a variety of attraction methods to advertise our vacancies and use values-based recruitment across all areas.  We have commenced this journey and are rolling out recruitment and selection training to managers, which includes training on unconscious bias.

We know that around 80% of our future workforce are with us today.  Therefore, we want to ensure that our staff feel included, valued, informed and that their wellbeing is supported.  As an organisation with a primary purpose in current and future workforce development, it is vital that our own staff have excellent experience in this area.  We must therefore provide excellent opportunities to develop our HEIW people and ensure they are able to enhance their skills and knowledge within their current career pathway, or to gain additional or alternative skills to help them move to an alternative pathway.

Key to this is our Performance Appraisal and Development Review (PADR) policy and procedure.  This is now in place and includes a 360º assessment.  During the PADR staff have opportunity to discuss their progress against their agreed objectives with their line manager, develop ongoing objectives and create and agree a personal development plan to enable ongoing personal and professional development.  Medical staff take part in the medical appraisal and job planning process.

All HEIW staff are required to complete the All Wales mandatory training in line with NHS Wales Health Boards and Trusts.  We are working with managers to ensure that we meet the 85% tier one performance target rate as soon as possible.

We are building a health and social care leadership and succession framework as an integral part of the Workforce Strategy for Health and Social Care.  As such there are key elements within this that will be available for HEIW staff.  An internal group has been established and is currently developing a framework to support leadership and management development, together with succession planning/talent management for HEIW.  This will be progressed throughout 2020-23.

Our relationships with our Trade Union partners is extremely positive.  We have established a Partnership Forum which meets bi-monthly and has been well supported by our trade union representatives.  We have invited union colleagues to HEIW to deliver clinics to meet staff and talk about union membership, any issues they may have and how union membership can benefit them.  We will continue to do this and look forward to supporting our union colleagues as they recruit stewards from HEIW.

Our ability to deliver our IMTP will depend on the capability and capacity of our most important asset, our people.

8.6	Inclusion

During 2019-20 we have been developing a Diversity and Inclusion policy which we anticipate will be approved in January 2020.  We have established a Diversity and Inclusion group and a series of workplace inclusion champion roles.  We have also become a signatory to Disability Confidence scheme, Dying to Work charter and Anti-violence collaborative for example.  Given the importance of this area we have included a specific objective with further detail (See objective 5.4).


Chapter 9 – Our enabling and support functions, risk and governance

Our enabling and support functions play a vital role in supporting the organisation in the delivery of the strategic aims and objectives described within this IMTP as well as the wider NHS.

9.1	Communicating effectively with people, partners and the public

One of our key aims is for HEIW to be recognised as an excellent partner, influencer and leader and is described in objective 6.1 - 6.3.  We fully recognise and appreciate how critical effective internal and external communications and engagement are to the success of HEIW and because of this communications and engagement have been a top priority for us since our inception.  They run through everything we do as key tools for developing and maintaining relationships with colleagues and partners; facilitating effective partnership work and collaboration; informing and shaping our work so that it meets the needs of patients and services and ensuring what we do integrates seamlessly with that of our partners to achieve A Healthier Wales.

9.2	Data analytics and intelligence

HEIW intends to develop our workforce intelligence support to improve the quality of workforce planning and modelling in Wales (objective 1.5).  Internally within HEIW the workforce intelligence team will work with the four directorates to provide analytical support with data, baseline modelling, corporate performance reporting and dashboard creation.

In terms of corporate and business reporting, the analytics team maintain the local ESR system and work collaboratively with the Finance team to ensure accuracy on reporting of vacancies and resources.  As data controllers of ESR, the team supports the whole organisation with ESR related issues and provide reports and analysis across HEIW.  From 2020 onwards, the team will scope the feasibility of bringing together a range of performance related data in one place to give HEIW deeper understanding of its business and enable more intelligence led decision making.  The team will also implement a training programme to enable staff to become digitally astute in the use of Microsoft Office.

9.3	Digital and information systems

The digital team will be heavily involved in supporting the delivery of a number of objectives outlined in this IMTP.  They will undertake the scoping, design and development of an integrated digital platform for NHS Wales which will result in a single portal to access all HEIW services (objective 1.5).  They will also be responsible for scoping the development and implementation of a digital capability framework (objective 2.4).

The digital team will continue to provide advice and support for the development, integration and procurement of new digital solutions for the organisation (e.g. the new Course Management System for HEIW).  They will also take a leading role to ensure that HEIW makes use of current, emerging and future technologies to their fullest potential in the context of enhancing learning, teaching and training.

Working collaboratively with NWIS, the digital team will increase their capacity and capability to ensure the resilience and security of the network, print, telephone and compute infrastructure and will develop and implement standards and frameworks to improve service management and delivery.

9.4	Ensuring a safe, sustainable and appropriate working environment

Planning, Performance and Corporate Services Team will continue to contribute to the strategic aims and objectives of the organisation, in particular to Strategic Aim 5:  to be an exemplar employer and a great place to work.  As Ty Dysgu is the main headquarters of the organisation, the team ensure the provision of facilities and equipment and ensure that the environment is as inclusive as possible for all staff.

Work has commenced to ensure that all staff are safe wherever they are undertaking work on behalf of HEIW and regardless of where their base may be.  The Health and Safety Committee established in May 2019 with representatives from across the organisation have been reviewing health and safety policy and procedures.  This information is being cascaded to our HEIW workforce via the staff intranet following approval by the Executive Team.

9.5	Planning and Performance

Strong planning arrangements are essential for developing the NHS to be sustainable and fit for the future.  We are supporting the development of workforce planning skills across our teams in HEIW through the roll out of workforce planning training to all staff with an interest in planning.

We are also supporting the development of general planning skills across our teams in HEIW.  In October 2019, a member of the Planning team joined the first cohort of students undertaking the new postgraduate Diploma in Healthcare Planning delivered by Cardiff University and funded by Welsh Government and NHS Wales.  This programme is part of a wider initiative to develop employees already working in healthcare planning in Wales and involves professionals from Health Boards and Trusts, HEIW and supporting organisations across Wales.  This will enable us to share knowledge, experience and best practice with other healthcare professionals and share this internally within HEIW.  It will also enable us make improvements to our approach to planning and to establish new contacts with the wide variety of participants from across NHS Wales.  It may also present the opportunity to undertake collaborative pieces of planning and integrated work thereby strengthening the integrated planning arrangements across NHS Wales.

This IMTP provides assurance that immediate and lasting changes are being implemented.  We intend to explore the opportunity to improve the quality of our current performance management reporting processes by undertaking a project and programme maturity matrix assessment to benchmark our current level of provision and to identify areas for improvement.  It is likely that this will be around the improvements in terms of consistency and efficiency in providing information and the timeliness of providing that information.  We also want to see improvements in terms of consistency of templates used for managing projects and streamlining and simplifying processes associated with managing projects.  Furthermore, we wish to introduce a digital solution to improve the timeliness and efficiency of our performance management monitoring and reporting processes.
We are routinely providing our Board with a Performance dashboard and report, providing them with assurance on the progress of projects and programmes and core business delivery.  In 2020-21 we shall implement an internal performance management process whereby the Chief Executive and members of the Executive Team will hold biannual review meetings with senior leaders and their teams from across all directorates to hear about progress of key projects or programmes of work and to help remove any barriers or offer support and guidance where required.  We shall continue to meet with Welsh Government at the biannual JET meetings to review our performance and attend quarterly Quality and Delivery meetings.

It is important to note that work considered to be business as usual is not described in detail within this IMTP but will be contained within other plans to enable work to be monitored and reviewed.

9.6	Professional Support Unit

The Professional Support Unit is an enabling function for the NHS and sits within our organisation.  It’s role is to act as a safety net, providing comprehensive support and guidance to doctors in training, specifically dealing with doctors in difficulty to help ensure that training concerns are resolved before any impact on patient safety.  The Unit provides guidance and information to all parties involved in postgraduate medical and dental training, as well as the opportunity for trainees to meet with professional caseworkers in a confidential and supportive setting to discuss their concerns and jointly to agree resolution.  In more complex circumstances, the Unit will signpost the trainee to a range of specialised support services that will help improve the trainee’s well-being and performance.  The range of highly specialised support services include:

•	Physical Health
•	Mental Health
•	Psychological Wellbeing (stress/anxiety)
•	Assertiveness/Confidence
•	Decision making/Problem solving
•	Communication/Language Skills
•	Leadership/Team working
•	Time Management/Personal Organisation
•	Examination issues/Study skills
•	Specific Learning Difficulties and specifically Dyslexia Assessment
•	These specialist support services have been provided by Hammett Street Consultants as part of a formal service level agreement.

These specialist support services are outsourced via the award of a contract; in recent years, Hammett Street Consultants have provided the services under a contract with the Deanery and now HEIW.

The rate of referrals and demand has increased significantly in recent years. As a new organisation we are looking at what this means, gathering data on trends, and beginning to think about how we can assess whether our investment in the Unit is having an impact on training outcomes. Historically, the key data collected has been demand and the fact this has increased over time has been highlighted as a sign of success. However, whilst we acknowledge the high quality of the service offered, more trainees presenting with difficulties is not good and we feel there is an opportunity to look at what the demand and the nature of the difficulties is telling us. 

Therefore, during the coming year we will be looking to collect a broader range of data and information; will be exploring the link between referrals and outcomes; will be exploring whether the balance between the role of the Unit and that of the employers is in the right place, and also whether more needs to be done on promoting awareness of wider wellbeing initiatives for all NHS staff, as well as reinforcing the key role that education supervisors, faculty leads and heads of school have in supporting trainees.  The creation of HEIW has provided an opportunity to explore how the learning and evidence from the work of the Unit can be used to inform the commissioning and development of our education programmes and approaches to training, and this will also be a priority for us in the next year.

9.7	Revalidation Support Unit

The aim of the Revalidation Support Unit (RSU) is to support and improve professional standards for medical professionals.  The Unit is a core function within HEIW, having been transferred from Cardiff University as part of the Deanery on 1 October 2018.  The Unit works closely with the HEIW Digital Team which maintains the IT systems to support activity, and it’s responsibilities include:

•	Management of the Medical Appraisal Revalidation system (MARS)  
•	Delivery of face to face CPD events, training, online modules and resources
•	Management of the GP Appraisal Process
•	Leading on Quality Management systems and providing support for Revalidation

The RSU team includes GP Appraisers (93 staff), GP Appraisal Co-ordinators and 3 Regional CPD Leads based across Wales and 14 Office Based staff in Ty Dysgu.  The creation of HEIW provides an opportunity to reflect on the work of the Unit and to explore opportunities for the future.  The immediate priority is to maintain the high quality of support provided by the Unit, and also to consider what data is collected, what could be collected and how the data could be used to inform HEIW’s broader objectives and programmes of work.

9.8	Innovation and Improvement

In many areas of our work there are innovative solutions being developed and applied to help resolve system wide issues.  Many examples of innovation can be found throughout our IMTP, particularly around our themes relating to education and training and supporting quality and safety.  The Strategic Review of Education will help to influence the content of education provision here in Wales and is something that hasn’t been done elsewhere in the UK.  The work being undertaken with partners to roll out of new educational frameworks, workforce models, guidance, roles/extended skills are further examples of our innovative work.  Our ability to embed our model of compassionate leadership and succession planning work across NHS Wales is unique here in Wales.

We are also going to be utilising new technology to support areas of our work.  For example, under the theme relating to a Sustainable Workforce we will be scoping the development of a Wellbeing in Work Impact Resource (WiWIR) and associated toolkit, which assesses the health and wellbeing indicators at the design stage (e.g. job descriptions, care pathways, shift patterns, buildings, services etc).  This has not been done previously and is ground breaking in its approach.  We will also be exploring ways to better use our simulation equipment across Wales.

In HEIW, our philosophy is that improvement is seen as core to our agenda and throughout all the work that we do.  We will be rolling out improvement training as part of the Improving Quality Together programme and alongside this, we will provide development to support change management with particular reference to cultural change when progressing improvement programmes.  We also have plans to develop an approach to facilitate and embed research and evaluation to multiple areas of our work.  This will focus our attention on measuring the impact, supporting innovation and improvement activity, driving up quality and adding value.

9.9	Organisational Risk and Governance

As an organisation we adhere to the HEIW risk management policy and maintain a risk management system which enables and empowers staff to identify, assess and manage risks to HEIW.  Strategic risks are monitored by the Board and managed by the Executive Team and operational risks are managed by teams at the most appropriate level.  This enables HEIW to have clear visibility in what might prevent us from delivering our strategic aims and objectives.  Since October 2018, new governance arrangements for managing our strategic aims and objectives have been established.

During 2019 HEIW’s Board has focussed on the development of our approach to strategic risk.  The Risk Management Policy was initially considered at May Board and the July Audit Committee before receiving final approval at July Board.  HEIW’s  Risk Appetite approach was considered at a Board Development Session in December and is expected to be approved at January Board.

Our risk management policy and practice has been assessed by our internal and external auditors, and in a recent internal audit has been rated as providing ‘reasonable assurance’.  Our Audit and Assurance Committee takes an active interest in our corporate risk register through formal review of regular reports.  

Following submission of the IMTP into Welsh Government at the end of January, the Executive and Senior Leadership Team will be focussing on developing the project and programme plans to support delivery of key actions, as well as articulating the risks and mitigating actions for each objective.  HEIW’s Corporate Risk Register will be amended in line with the IMTP in readiness for the start of the new financial year taking account of the agreed risk appetite. 

While innovation requires an appetite for risk this does mean that there is a risk that a project or programme might fail.  By taking a well-informed, evidence-based approach to decision making, and operating a risk management approach, we will ensure that any issues relating to the delivery of any objectives are flagged early and responded to appropriately.


Chapter 10 – Financial Plan

10.1	Our approach

The Financial Plan for HEIW is designed to enable the programmes and activities established by HEIW in response to “Transforming the workforce for a healthier Wales” to be taken forward.  The funding required is for programmes agreed with Welsh Government and will be managed in order to achieve financial balance in each and every year of the financial plan.  The plan recognises that the ‘quadruple aims’ approach of Improving Health, Enhancing Quality and Access, Higher Value Care and a Motivated and Sustainable Workforce go hand in hand with achieving good value in the use of public money.  The HEIW financial plan has also been designed to support the ambitions articulated in the 6 strategic aims, which in turn align with ‘A Healthier Wales’ and the Wellbeing of Future Generations Act.

Delivering value in the use of public money is a critical requirement and HEIW will demonstrate value and sustainability of its programmes and activities over the life of the IMTP by:

Leadership
· Clear and effective leadership by the Executive Team.
· Timely planning support by the Finance Team.
· Integrated working with all Executives, Senior Leaders, Budget Holders and Departments
· Visible and timely interaction by all Executives, Senior Leaders and Budget Holders.
· Interrogation and collaboration of strategies, plans and approaches with sister organisations across the UK.

Using a Value Based Approach to Commissioning and Development activities
· Developing a value-based approach to articulate the system benefits of investing resources in Education and Training.
· Developing a robust approach to business case development.

Strong Discipline
· Disciplined financial management of all expenditure commitments.
· Continuous and detailed monitoring and management of the financial position.
· Timely corrective response to any variation from plan.

Ensuring excellent Assurance and Governance
· Effective budget holder engagement to deliver the IMTP plan and management of Budgets.
· Provision of high quality, accurate and timely financial advice for Budget Holders, the Executive team and HEIW Board.
· Expert Support and technical advice to budget holders to enable the development of robust plans and business cases.
· Continuous evaluation of systems to identify areas for improvement and timely actions in response to audit recommendations.



Engagement with Budget Holders
· Finance team to provide regular timely and informative reports and support for budget holders.
· Promotion of financial behaviours that encourage, incentivise and add value.

Using available tools to demonstrate Efficient use of resources where appropriate
· Relevant and timely Performance Reporting.
· Use of relevant NHS Benchmarking.
· Application of Efficiency Framework where possible.

HEIW agreed an annual plan with Welsh Government for the 2019-20 financial year. The Financial Plan for the IMTP has been developed over an extended 5-year time frame, given the timescales that the current agreed programmes and those envisaged take to establish their full annual cost commitment. The Financial Plan is therefore presented for the financial years of 2020-2021 to 2024-25. There will be other programmes that are yet to start whereby the full cost will mature after 2024-25.  It is important that the scale of the stepped commitment over the phasing of programmes is understood since the cost increases can be substantial when the additional student/trainee numbers commissioned progress through all the years of their education and training.

The process of developing the Financial Plan was communicated and agreed with the Executive and Senior Leadership Teams.  It involved detailed review with individual budget holders of their 2019-20 budgets which were set following agreement of the 2019-20 Annual Plan.  The emerging in year financial position and year end outturn forecast as at month six was also considered in establishing the new-year starting base.  Due to the inherent complexity involved in pay modelling, the exercise was carried out centrally within the Finance Team, but budget holders were able to subsequently review their proposed budgeted establishment for accuracy.

All agreed business cases and increases in commissioning budgets that have the approval of Welsh Government or are part of the NHS Wales Education Commissioning and Training Plan 2020-21 have also been included.  Budget holders were also asked to include within the planning templates essential requests for additional funding that may be required to fully deliver the objectives set out in within the IMTP.  These additional schemes have been considered as part of the ongoing process within the organisation to ensure strategic fit with HEIW objectives and strategies.  The Financial Plan has considered whether the funding requested could be made available from known existing HEIW resources or due to scale of costs, would require further investment from Welsh Government following a business case submission and approval process.

The proposed additional discretionary investments have been excluded from the draft budget at this stage, but are explored in more detail in 10.3 below.

The key Pay and Inflation assumptions within the plan are as follows:

· Following the end of the 3 year pay agreement (ending 2020/21) for NHS staff an Inflationary uplift of 1% on pay scales has been applied for future years.
· A 1% uplift on Cardiff University pay scales has been applied based on current rates.
· A 2.5% uplift on DDRB pay scales has been applied based on current rates. 
· A 1% inflationary uplift on non-pay budgets has been applied.

10.2	The 5 Year HEIW Financial Plan

The 5-year HEIW Financial Plan is shown in the table below. It can be seen that the resource requirement for the 2020-21 financial year is £253.7m for existing Welsh Government agreed commissioning commitments which is an increase of £37.8m on the 2019-20 funding. The key elements of the growth in funding requirements for the 2020-21 financial year are for the following training programmes:

· Doctor Training Grades						£3.33m
· Expansion of and New Model Of GP Training		£6.66m
· Pharmacy Commissioning and Pre Reg Trainees		£4.06m
· Dental Commissioning (Transfer of Funding)		£8.90m
· Nursing and other Professions					£11.20m

Over the five-year period, the growth in approved commissioning activity drives the funding requirement to increase from the £253.7m in 2020-21 to £309.30m in 2024-25.  In addition to this, within the IMTP we have identified further opportunities  for developments over the period of the financial plan which will require further discussion and agreement with Welsh Government. These are articulated in the following table.
5 -Year Plan 2020-21 to 2024-25
[image: Diagram showing the 2020/21 to 2024/25 IMTP Financial Plan]
The following tables detail the total number of students in Education or Training by profession over the five-year period (Table 2) and a breakdown of the total funding requirement by profession (Table 3).

25[image: Diagram showing the students numbers by profession through the years 2019/25]
The following table presents the resource requirement of the Financial Plan in summary by profession training programmes, to aid understanding of the commissioning programme. 
[image: Diagram showing the Commission Budget by Profession through the years 2019/25]

10.3	Developments and Investments

Through the process of developing the IMTP and the Workforce Strategy we have identified further opportunities to support the NHS in tackling workforce pressures and service priorities. A number of these would require further investment but would also in the longer-term lead to potential to reduce expenditure across the system on high costs agency and locum staff as well as through better retention and workforce productivity. These areas include;

· Workforce wellbeing and experience
· Leadership Development including NHS Graduate programme, succession planning and compassionate and collective leadership programmes.
· Workforce Strategy, including actions to address key workforce shortages in medical, nursing and primary care (sustainable workforce)
· Implementing a digitally ready workforce and implementing a centre of excellence for workforce data, analytics and forecasting (in line with statutory functions of the organisation.
· A range of measure to support Government policy in areas such as implementation of the SAS doctors charter and Single Lead Employer for Doctors in Training.
· Further investment in pharmacy education and training including programmes and sustainable funding mechanisms.

The IMTP identifies in Chapter 5 the scoping and actions proposed in relation to the areas above. We are aware that investment decisions will need to be supported by robust business cases and further dialogue with partners and Welsh Government. This will include undertaking cost/benefit analysis and articulating the return on investment for the NHS Wales system overall. None of the funding that would be required to deliver the ambitions set out under these headings has been assumed in the HEIW Financial Plan at this stage.

[image: Diagram showing Further Funding requests for External Funding through the years 2020/23]
A number of smaller schemes were also identified, and it is proposed that these schemes will be prioritised and where appropriate will be funded out of existing recurrent allocations shown within the HEIW Financial Plan
[image: Diagram showing Further Funding requests for Internal Funding through the years 2020/23]
10.4	Financial Risks and Opportunities

The financial plan has been developed with the best available information at a point in time and within the existing policy environment.  The following assumptions have therefore been made in developing the financial plan:

· Welsh Government will continue to fund the costs of Bursary for the lifetime of the IMTP.
· The re-established Bursary system in England will not detrimentally impact on the ability of contracted providers in Wales to recruit to courses resulting in a significant underspend.
· There will not be a material change in University fee level as a result of the Augur Review.
· Brexit will not detrimentally impact on the ability of HEIW to deliver its objectives.
· Any further changes to NHS Pension Scheme Regulations will be funded by Welsh Government.
· HEIW’s inclusion into the Welsh Risk Pool- Risk Sharing Agreement will not create a material unfunded liability.

Overall, HEIW’s 2020-25 Financial Plan demonstrates the organisation’s determination to live within its means and ensure that real value can be demonstrated from the resources made available to take forward its agreed commissioning and development programme.

The 2020-25 Financial Plan provides the means and framework to support the achievement of not only financial balance but also the other delivery components of the HEIW IMTP.  As set out in above the Board will aim to explore opportunities for further investment by Welsh Government to accelerate the pace of transformational change.

The plan has set out HEIW’s expectations on budget discipline, and containing costs which will require engagement from Executives, Senior Managers and Budget Holders to deliver. Achievement of these will be key to the successful implementation of the plan.

During 2020/21, HEIW will work with Welsh Government colleagues to effect the transfer of SIFT resources to HEIW for the 2021/22 financial year aligned with Objective 2.5. Consideration will need to be given as to the use of the resource to support medical student teaching activity in Health Boards and Trusts and the usefulness of the current mechanisms to meet future need, whilst taking account of previous reviews and mechanisms in the other home countries.


10.5	Capital

HEIW has a recurrent discretionary Capital Allocation of £100k, although this modest allocation will not initially prohibit the developments set out in the plan, a process will be established that involves budget holders and other partners to determine the capital needs of HEIW in support of its objectives and strategy over the next  five years.


Chapter 11 – Appendices
Appendix A

Our values and behaviours have been developed by us and 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

	Chief Executive
Alex Howells
	Director of Workforce and OD / Deputy CEO
Julie Rogers

	· 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
	· Workforce strategy and planning
· Workforce intelligence
· Leadership development
· Careers and widening access
· Internal HR, Inclusion and OD
· Communications and engagement
· Professional support

	Medical Director
(Doctors, Dental professionals, Pharmacists)
Push Mangat
	Nurse Director
(Healthcare Scientists, Therapists, Nurses, Midwives, Optometrists)
Stephen Griffiths

	· Education planning and commissioning
· Quality management
· Supporting regulation
· Clinical leadership
· Appraisal and professional development
· Education development and delivery
· Workforce modernisation
	· Strategic oversight for education planning and commissioning
· Quality management
· Supporting regulation
· Clinical leadership
· Career pathways / role design
· Integration
· Skills development

	Director of Finance
Eifion Williams
	Board Secretary
Dafydd Bebb

	· Financial strategy and planning
· Financial governance and accounting
· Budgetary control and reporting
· Business planning
· Costing, contracting and commissioning
· Performance management
· IMT / Digital
· Corporate Services
	· 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 member
Tina Donnelly CBE DL FRCN
	Independent member
Dr Ruth Hall CBE

	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.
	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.

	Independent member
John Hill-Tout
	Independent member
Gill Lewis

	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 6 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 responsibilities were financial matters, and he served as Chair of the Audit Sub-Committee and Chair of the Finance, Performance and Workforce Committee.
	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 several 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.

	Independent member
Prof Ceri Phillips
	Independent member
Dr Heidi 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.
	Heidi has been a GP in south Wales since 2001 and is currently Associate Professor for Primary Care.  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
The PESTLE Analysis
	Political
	Economic
	Social

	Government policies beneficial/detrimental to HEIWs success.  Is the political environment stable or likely to change?
	Economic factors that will impact on us moving forward.  Is current economic performance affecting HEIW?  Any impact on our revenue/costs?
	How does human behaviour or cultural trends play a role in HEIW

	· Welsh Government policy and legislation (Wellbeing of Future Generations (Wales) Act, A Healthier Wales, Nurse Staffing Levels (Wales) Act 2016, forthcoming Social Care Quality and Engagement Bill, Strategic Programme for Primary Care (2018) Is Wales Fairer? (2018)
· Wales has remained relatively stable politically (Welsh Elections not until May 2021) but uncertainty caused by Brexit and UK General Election December 2019.
· System politics associated with the development of new service models.
Response to the Strategic Programme for Primary Care (2018).
· Status of equality and human rights in Wales is likely to change and will impact on all public bodies in Wales.
· National Clinical Plan determining future location of clinical services across Wales.
· National Workforce Strategy for Health and Social Care.
· [bookmark: _Hlk23933565]National move to integrated care (Health and Social Care).
· National (NHS England, NHS Scotland, HEE/NES/NIMTA) workforce and education plans.
	· Economic trend for austerity and spending cuts across public services; uncertain economy caused by Brexit exacerbating Wales’ economic difficulties and impact upon our funding settlement.
· Welsh Government economic policy (Prosperity for all: economic action plan; prudent healthcare) and uncertain WG funding allocation for FE/HEIs in Wales and to meet the increasing funding demands for future social care.
· Impact of economic and social environment on health inequalities.
· Changes to the Nursing bursaries in England removed but retained in Wales for two further cohorts until 2023.
· Contractual changes impacting on T&Cs of junior doctor contract.
· Pension changes.
	· Increasing pressures from a growing and ageing population with more complex health needs; an ageing workforce and generating pressures on workforce (staffing shortages) and increasing demand on services in a time of austerity and spending cuts.
· Welsh Government Social and Economic Duty and policy to widen access and provide greater flexibility in higher education for under-represented groups.
· Health trends such as mental health, obesity and smoking related illnesses.
· Trends such as heavy workload, balancing career and personal responsibilities and health resulting in measures to offer more flexible approaches to work and careers for a better work-life balance (part time, portfolio work).
· Healthcare inequalities i.e. health provision for children and young people, learning disability.
· Patterns of migration to change following Brexit and new immigration system.
· Urban/rural geography of Wales resulting in hard to recruit areas.
· Impact of different levels of Digital literacy (how to use digital functions and use it properly) is variable amongst different age groups.

	Technological
	Legal
	Environmental

	What innovation and technological advancements are available or on the horizon?  How will this affect our operations?
	What regulation and laws apply to our business?  Do they help/hinder HEIW.  Do we understand the laws across HEIW?
	What are the effects of our geographic location?  Are we prepared for future environmental targets?

	· Topol Review support the aims of the NHS long term plan and the workforce implementation plan (i.e. creating a digitally ready workforce to ready to use new technology and medicines and to adapt to new ways of working).
· Continuing medical advances in technology (AI, Genomics, digital medicine, robotics) will require changes to the education and training of the workforce.
· Changes within technology and communications infrastructure will require a change in roles and functions of clinical staff.
· Digital solutions to analyse data, improve intelligence.
	· A Healthier Wales 2018.
· Well-being of Future Generations (Wales) Act 2015.
· Nurse Staffing Levels (Wales) Act 2016.
· Social Services and Well-being (Wales) Act 2014.
· Equality Act (2010).
· Welsh Language (Wales) Measure 2011
· Health and Social Care (Quality and Engagement) (Wales) Bill.
· Education Standards Regulations and Laws (NMC, GMC, GDC, GOC, HCPC, GPC).
· Future changes to immigration system in the UK.
· Workforce terms and conditions around changes to the Junior Doctor contract.
	· Climate Change Act 2008 to reduce carbon emissions, a key contributor to the causes of climate change (50% reduction by 2025 and 80% by 2050.
· The Environment (Wales) Act 2016 requires the government to reduce emissions by 40% by 2020.
· Increase the amount of renewable energy used, limit emissions from transport, agriculture, industry and business.
· Wellbeing of Future Generations (Wales) Act 2015 seeks to reduce our environmental impact in line with the meaning that we are low carbon and efficient with our resources.
· Introduction of OFGEM DCP228 will mean a rise in energy costs.




Appendix D
Stakeholder Engagement
[bookmark: _Hlk29207131]
We have provided an overview of the extensive stakeholder and staff engagement which underpins the objectives and actions laid out in this three-year plan in 4.4 of Chapter 4. Further detail is outlined below. 

	[bookmark: _Hlk29207112][bookmark: _Hlk23783241]Health Board and Trust Challenges and what they want to work with us on


· Understand suitable medical training environments (Paediatrics and Obs).
· Acute medical intakes in 2 sites is problematic and unsustainable.
· Impact of the National Clinical Plan.
· Transformation funding redesign of services across North Powys.
· No university in the Powys footprint; rural agenda and access to education and models of delivery.
· Recruitment and reduction in agency costs.
· How to develop and grow their own staff and retain their graduates.
· Transformational models of care relating to cancer and blood and workforce requirements and succession planning.
· National Clinical Plan.
· Fragility of roles and possible new roles in response to health scientist roles.

· New roles to support doctor based services.
· The national Workforce Strategy for Health and Social Care.
· Workforce modernisation and transformation in response to recruitment issues.
· Leadership and development.
· Data – improving access to high quality data.
· Digital literacy and digital capabilities of staff.
· Workforce planning.
· Education commissioning.
· Intelligence around capability and skills of workforce for planning purposes.
· Workforce planning training.
· Workforce modernisation.
· Challenges around capacity and recruitment.
· Focus on digital.
· Business intelligence.
· Opportunity for peer review of IMTPs.
· Potential to hold a stakeholder event with Health Boards.
· Continuous improvement.
· Leadership programme.

	Feedback from North Wales Stakeholder Event (18 September)



Stakeholders included Betsi Cadwaladr University Health Board, Bangor University, British Dietetic Association, Glyndwr University, Remploy, RCN, North Wales Faculty, Open University, Coleg Llandrillo, Rural Health and Care Wales, National Training Federation.

Which session did you find most informative / useful to you?
· Discussions in general – 5 mentions
· Workforce strategy – 4 mentions
· Training and Education session – 5 mentions
· Training and Education (Nursing and AHP) – 3 mentions
· Training and Education (Medical) – 1 mention
· IMPT session – 7 mentions

What would you like to hear about at our next conference?
· Implementation of the workforce strategy.
· Follow up on implementation of HEIW IMTP.
· More information on education and training including apprenticeships, options, provisions, training in Welsh.
· Sharing best practice / success stories / learning achievements.
· HEIW support / provisions for other organisations.
· Partnership working.

Any other feedback?

· Overall, the feedback in this section reflected an excellent informative day and a great opportunity to discuss / network with HEIW.
· Having HEIW staff on every table was well received
· excellent partnership working
· fantastic opportunity to learn and engage in the north
· more availability in the North Wales – we welcome you
· Great location – good timing and timetable
· Other comments made positive suggestions on what HEIW could do differently:
· A bigger ‘push’ to link and blend learning across professions and sectors.
· Would be great to have further clarity on how HEIW and heath boards work together for post-grad training.
· Translation facilities but no Welsh speaking presenters or bilingual slides.

	Feedback from South Wales Stakeholder Event (9 October)



Stakeholders included Academi Wales, Health Boards, BDA, BMA, Boots, Cardiff Metropolitan University, Careers Wales, Cardiff University, Commuunity Pharmacy Wales, Chartered Society of Physiotherapy, Diverse Cymru, GMC, NHW Wales Employers, NHS Wales Collaborative, National Imaging Academy, NWIS, NWSSP, Open University, RCM, RCN, RCS, RCGP, Rural Health and Care Wales, Social Care Wales, Swansea University, University of South Wales, Welsh Blood Service, Welsh Government, etc.

Which session did you find most informative / useful to you?
· Vision for education and training
· Information on implementing the workforce strategy
· Information about the workforce and IMTP
· Awareness of plans HEIW
· IMTP and discussions
· The speakers outlining the HEIW priorities – so pleased to note the priority given to building primary and community care services to meet population needs – a sea change!
· Leadership discussion was interesting to hear what the room was looking for.
· Workforce strategy for health and social care, themes and direction
· education and training
· Leadership session very interesting – exciting work
· HEIW (IMTP) introduction to proposed themes and priorities for next 3 years.

What would you like to hear about at our next conference?
· Equality
· How an all Wales approach can be achieved for some of the outstanding projects
· Digital solutions to staff problems
· Digital platforms and tools that could be used to improve education and feedback
· Collaboration with universities and widening access to research across all learners and disciplines to promote excellence and an academic base in education and training
· Health and wellbeing in the workforce and working with organisations outside the NHS
· Our vision for health education
· education and training – how this is being put into action
· How social care will be involved at all levels.
· Partnership working and how it’s impacting on the workforce agenda
· Mental health
· Putting strategy into practice
· different healthcare roles
· case studies or people / students and their career pathways and how they think improvements should be made.
· actions / strategy / plan implementation

Any other feedback?
· dialogue with other partners on shared workforce risks and opportunities
· opportunity to hit the health and social care brief




















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. 


Pre-registration Health Professional Filled Places 17/18 & 18/19 and forecast for 19/20 & 20/21

Filled Places	17/18	18/19	19/20	20/21	2516.16	2671.48	2809.95	3242.25	


image1.png
Addysg a Gwella lechyd
Cymru (AaGIC)

Health Education and
Improvement Wales (HEIW)

L5 SIS
7 Dkl

Integrated \

Medium Term

Plan (IMTP)

2020-2023





image2.png




image3.png




image4.png
3. Capacity and
capability to lead

. Supporting
1. Sustainable quality and

workforce safety

2. Excellent
education and
training





image5.png
What will be different

+ Our workforce feels valued, is treated fairly and
their wellbeing is supported

+ Workforce language, culture and diversity reflects
our population

+ Potential shortage areas are known earlier and
targeted effectively

* Widespread values based and inclusive
recruitment ensures we have the right people

+ Common competences are identified and
underpin new and different ways of working

* Learningis delivered through flexible and
accessible routes

+ Widespread digital skills capability underpins care
delivery

+ National bi-lingual careers service is widening
access to careers in health and care for all ages

The Legislative Framework

Welsh
Language
(walée
Measure
2011

The Ambition - 2030

To have a motivated, engaged and valued Health and Social Care workforce
with the capacity, competence and confidence

to meet the needs of the people of Wales

Les Wellbeing Ues

Building a

S an Engagea.\ [ Atwacton | Seamiess [ “italy

] wotvatsdand | - and Workoce | Resty | 2

=\ Creatty )\ Recniment | Modds. /\ woriowe / G0

Workdorce

Excellent

Leadership ~

D, Edigatcs and Supply and 2~

7 5 Succession Shape. )
eaming

00
esporsesto
contaton

Implementation

What success will look like

Very high levels of staff engagement, motivation,
wellbeing and satisfaction

Better recruitment and retention of staff through
attractive and flexible working arrangements and
career opportunities

Increased levels of Welsh language skills in the health
and care workforce

Flexible education opportunities and career
development

Intelligence led workforce planning enabling us to
change our workforce to meet our population need
A compassionate culture, role modelled by excellent
leaders and managers

Shopcs
LA
CE DATK =+

SR
=

Gofal Cymdeithasol Cymru
Socil Care Wales.

i




image6.png
28.0%

260%

200%

16.0%

B0%

Wales v English Pre-Registration Nursing Attrition Summary

04/05 05/06 08/07 07/08 Oy/09 010 1011 Y12 1Y13 1Y14 1415 1516 117 1718 181

emmmWeish Average  emmmErglish Average.




image7.png
I 2019 | 2020 2021 I 2022

‘ Academic Year 2019/20 ‘ Academic Year 2020/21 ‘ Academic Year 2021/22
November August/September February/March
Planning & Commissioning - Autumn Spring Trainee/Student
[Aproved numbers & fnanclels Trainee/Student Intake Intake
o Tnee/Sudent o
commence in following year (November Agreement)  (November Agreement)

Commissioning & Contract Management, Planning & Analysis




image8.png
Mititite

33% Males

Gender Profile

67% Females

Speaking Welsh

34% Can speak
some Welsh

*75% Did Not Declare

12 Month Rolling 3y

Sickness Rate

PADR Compliance *

® 4% @

LT

Full Time Hours

/ﬁ“

Bank=6.7%

Contract Type

Permanent = 90%
Fixed Term Temp =7.3%
Bank=3.2%

Fixed Term Temp =7.1%

Statutory & Mandatory
Compliance *

12 Month Rolling
Turnover Rate

B

o

o
o

s o ] B -4

=

230

22

Age Profile

3135 3640 4145 4650

Male i Female

5155 se60 6l

Mixed/ Multiple
Ethnic Groups

Unknown

White

Asian/ Asian British 1%

Black/African/Caribb
ean/Black British

Engagement Score:
3.88

outofs

Staff receiving Flu Vaccine

30%

* Excluding sessional staf (staff with a main employment in other NHS Wales organisation)





image9.emf
2020/21 - 24/25 IMTP Financial Plan - Executive Summary

Annual                          

2019/20 Budget           

Draft                                   

2020/21 Budget

 Draft                                     

2021/22 Budget

 Draft                                       

2022/23 Budget

 Draft                                       

2023/24 Budget

 Draft                                       

2024/25 Budget

£ £ £ £

Executive Office 

Pay 1,324,638                     1,387,602                   1,414,314                     1,438,894                     1,462,652                     1,486,855                

Non Pay 965,815                         1,567,473                   983,148                         992,979                         1,002,909                     1,012,938                

Total Executive Office  2,290,453                     2,955,075                   2,397,462                     2,431,873                     2,465,561                     2,499,793                

Finance & Corporate Services 

Income -                                  -                                -                                  -                                  -                                  -                            

Pay 1,995,987                     2,139,077                   2,189,724                     2,225,362                     2,258,743                     2,292,624                

Non Pay 6,478,179                     6,604,422                   6,665,266                     6,726,718                     6,788,786                     6,851,474                

Total Finance & Corporate Services  8,474,166                     8,743,498                   8,854,990                     8,952,081                     9,047,528                     9,144,097                

Medical Director 

Income 608,242 -                        598,871 -                      604,860 -                        610,909 -                        617,018 -                        623,188 -                  

Pay 8,769,379                     9,580,793                   9,820,596                     10,026,684                   10,177,084                   10,329,740             

Non Pay 6,436,221                     6,768,605                   7,017,497                     7,255,377                     7,327,931                     7,401,210                

TGS 50,113,583                   53,441,349                 56,533,146                   59,989,005                   63,818,148                   67,305,042             

GP Training 15,309,000                   21,973,860                 26,221,870                   30,848,649                   31,777,249                   32,111,980             

I&R 229,000                         231,290                       233,603                         235,939                         238,298                         240,681                   

PGMDE 4,749,997                     4,863,894                   4,971,894                     5,072,890                     5,173,369                     5,275,848                

WCAT 1,779,000                     1,769,573                   1,787,269                     1,805,141                     1,823,193                     1,841,425                

Pharmacy Commissioning 581,724                         4,639,297                   7,001,814                     7,538,426                     8,131,515                     8,212,830                

Dental Commissioning 8,900,000                   8,989,000                     9,078,890                     9,169,679                     9,261,376                

Relocation Expenses 859,000                         1,288,260                   1,314,025                     1,340,306                     1,367,112                     1,394,454                

Total Medical Director  88,218,662                   112,858,050              123,285,854                 132,580,398                 138,386,559                 142,751,398           

Nursing Director

Pay 745,899                         1,334,234                   1,449,512                     1,339,776                     1,226,890                     1,237,896                

Non Pay 155,843                         157,401                       158,975                         160,565                         162,171                         163,793                   

Commissioning and Allied Health Professionals 113,753,154                 124,948,682              136,597,836                 144,303,195                 147,917,178                 150,605,728           

Total Nursing Director 114,654,896                 126,440,317              138,206,324                 145,803,536                 149,306,239                 152,007,417           

Workforce & OD Director

Pay 1,659,329                     2,055,905                   2,107,027                     2,145,712                     2,177,898                     2,210,566                

Non Pay 640,520                         646,925                       653,394                         659,928                         666,528                         673,193                   

Total Workforce & OD Director 2,299,849                     2,702,830                   2,760,422                     2,805,640                     2,844,425                     2,883,759                

Grand Total 215,938,026                 253,699,771              275,505,051                 292,573,528                 302,050,312                 309,286,465           

2019/20

Discretionary 

Investment 20/21 

Discretionary 

Investment 21/22 

Discretionary 

Investment 22/23 

Discretionary 

Investment 23/24 

Discretionary 

Investment 24/25 

 £   £   £   £   £ 

Workforce Strategy 1,367,233                   2,591,391                     4,342,299                     4,385,722                     4,429,579                

Digital & IT 250,000                       480,000                         500,000                         505,000                         510,050                   

Medical Director  733,000                       1,145,000                     1,900,000                     1,919,000                     1,938,190                

Pharmacy 1,759,925                   2,831,497                     7,431,903                     7,506,222                     7,581,284                

Grand Total 4,110,158                   7,047,888                     14,174,202                   14,315,944                   14,459,103             
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Table 2. Student Numbers by profession
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Table 3.  Commissioning Budget by Profession

Profession

  2019/20 Total

£'000 

 2020/21 Total

£'000 

 2021/22 Total

£'000 

  2022/23 Total

£'000 

 2023/24 Total

£'000 

 2024/25 Total

£'000 

Audiological Practice 224                             257                            592                          575                          578                        580                       

Clinical Photography 292                             301                            304                          308                          308                        313                       

Clinical Psychologists  5,053                          5,156                        5,265                      5,398                      5,493                     5,546                    

Dental Hygienists/Therapists 1,128                          1,115                        1,100                      1,118                      1,126                     1,129                    

Development of Healthcare Support Workers 1,750                          2,000                        2,000                      2,000                      2,000                     2,000                    

Diagnostic Radiographers 4,359                          4,720                        5,319                      5,861                      6,107                     6,211                    

Dietetics 1,287                          1,548                        1,552                      1,635                      1,703                     1,733                    

Genomics 35                                242                            247                          252                          257                        262                       

Higher Specialist Scientist Training  96                                199                            180                          157                          158                        171                       

Medical Ultrasound / Sonography 349                             795                            965                          977                          989                        1,002                    

Midwifery 5,493                          5,888                        6,548                      7,092                      7,366                     7,420                    

Non-Medical Prescribing 300                             500                            500                          500                          500                        500                       

Nursing Fitness for Practice 3,393                          3,592                        4,080                      4,620                      4,894                     5,025                    

Occupational Therapists 4,072                          4,786                        5,377                      5,848                      6,015                     6,112                    

Operating Department Practitioners 1,833                          1,524                        1,806                      2,015                      2,091                     2,125                    

Other Commitments  3,562                          3,618                        3,618                      3,618                      3,618                     3,618                    

Paramedics  2,423                          2,441                        2,397                      2,613                      2,922                     2,963                    

Pharmacists  4,516                          5,290                        5,091                      4,239                      3,999                     4,042                    

Physician Associates 609                             1,605                        1,779                      1,813                      1,837                     1,866                    

Physiotherapists  4,317                          4,763                        5,210                      5,505                      5,648                     5,746                    

Podiatry 979                             1,072                        1,129                      1,169                      1,194                     1,215                    

Practitioner Training Programme 3,009                          3,003                        3,071                      3,101                      3,142                     3,194                    

Pre-Reg Nursing 57,756                       63,408                      71,762                    76,794                    78,806                  80,601                 

Scientist Training Programme  2,716                          3,404                        4,163                      4,567                      4,787                     4,839                    

SCPHN / Community Nursing 6,564                          7,007                        7,397                      7,612                      7,718                     7,825                    

Speech & Language Therapy 1,551                          1,658                        1,803                      1,935                      1,997                     2,031                    

Therapeutic Radiographers 724                             738                            786                          840                          869                        884                       

Additional Education and Training Plan Costs  -                              446                            -                          -                          -                         -                        

NON TAKE UP OF TIE IN 4,916 -                         6,550 -                       7,882 -                     8,298 -                     8,437 -                    8,578 -                   

Optometry 224                             224                            226                          229                          231                        233                       

GP Trainees 15,309                       21,974                      26,222                    30,849                    31,777                  32,112                 

Junior Doctors training in hospital and community 50,114                       53,441                      56,533                    59,989                    63,818                  67,305                 

Dental Junior Doctor trainees -                              8,900                        8,989                      9,079                      9,170                     9,261                    

Pre registration Pharmacists 582                             4,639                        7,002                      7,538                      8,132                     8,213                    

PGMDE 4,750                          4,864                        4,972                      5,073                      5,173                     5,276                    

I&R 229                             231                            234                          236                          238                        241                       

WCAT 1,779                          1,770                        1,787                      1,805                      1,823                     1,841                    

Relocation Expeses 859                             1,288                        1,314                      1,340                      1,367                     1,394                    

Total Commissioning 187,322                     221,857                    243,440                 260,001                 269,415                276,249               

Corporate Departments

Medical Director Pay/Non Pay 14,597                       15,751                      16,233                    16,671                    16,888                  17,108                 

Nursing Director Pay/ Non Pay 902                             1,691                        1,817                      1,709                      1,389                     1,402                    

Executive Office 2,290                          2,955                        2,397                      2,432                      2,466                     2,500                    

Finance & Corporate Services 8,474                          8,743                        8,855                      8,952                      9,048                     9,144                    

Workforce & OD 2,300                          2,703                        2,760                      2,806                      2,844                     2,884                    

Other   52                                1 -                                2                              2                              -                         1 -                           

Grand Total 215,938                     253,700                    275,505                 292,573                 302,050                309,286               
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Table 4 Further Funding requests for External Funding

Workforce Strategy
Careers & Widening Access  Careers & Wideing Access - Develop a Sustainable Workforce 8,218 74,332 75,240
Developing a Centre of Excellence for Workforce Data, Analytics & Intelligence - External 142,630 185,169 185,169
Developing a Centre of Excellence for Workforce Data, Analytics & Intelligence - Internal 2,107 22,107 42,07
Stategic Workforce Planning 79,065 30,570 30,570
Wellbeing of the Healthcare Workforce 8,213 88,213 88,213
Leadership & Succession Develop / commission & deliver a range of clinical executive leadership progrmames 100,000 160,000 220,000
Leadership Strategy & Delivery framework 70,000 50,000 50,000
NHS Wales Graduate Leadership Programme. 570000 1,700,000 3,390,000
Succession Planning 40,000 40,000 40,000
A range of leadership alumni events 15,000 15,000 15,000
Annual leadership conference 20,000 20,000 20,000
Digital Leadership Portal for NHS Wales 20,000 20,000 20,000
Digital Talent Management System for NHS Wales 20,000 20,000 20,000
Workforce Modernisation Team Multiprofessional CPD Startegy 20,000 50,000 50,000
‘Workforce Modernisation 100,000 100,000 100,000
136733 2591391 4,342,299
Digital & T Digital capability 60,000 100,000 120,000
Increasing digital education 50,000 80,000 80,000
‘Welsh Digital Platform for the Management of Health Training (e.g.Turas) 140,000 300,000 300,000
250,000 480,000 500,000
Medical BC- SAS Support and Global Engagement 150,000 500000 1,200,000
Multi Professional WCLF BC/ WCLTP Proposal plus Pharmacist Expansion DF 333,000 395,000 450,000
single Lead Employer Doctors in training 250,000 250,000 250,000
733,000 1,45000 1,900,000
Pharmacy Pharmacy SIFT 25,000 50000 3,000,000
Pharmacy advanced practice (Recurrent Impact of Minor Ailment scheme) 134,000 134,000 134,000
Development of Pre Reg Pharmacy Technician Prgramme 515,000 515,000 515,000
Pharmacy Foundation 858727 1,905299 3,555,705
Transitional Programme for Advanced Practice 227,198 227,198 227,198
1,759,925 2,831,497 7,431,903

Total Requested 4,110,158 7,047,888 14,174,202





image13.emf
Table 5 Further Funding requests Internal Funding

Discretionary 

Investment 

20/21

£

Discretionary 

Investment 

21/22

£

Discretionary 

Investment 

22/23

£

Board Under-funded translation budget for 19/20, dealt with internally for 19/20 but unsustainable going forward 49,000                 49,000                    49,000                 

Careers & Widening Access Medical Careers Budget.  Anticipated £15k additional costs 15,000                 15,000                    15,000                 

CEO 8k barrister budget moved to medical; 3.9k VAT for NHS Confed; 12.8k increased Counter Fraud SLA 16,700                 16,700                    16,700                 

Digital & IT Additional Intrepid licences 14,336                 14,336                    14,336                 

Away day 1,000                    1,000                      1,000                    

Other 6,500                    6,500                      6,500                    

Finance  Add. Requirement 7,580                    7,580                      7,580                    

Other 5,000                    38,813                    64,096                 

Medical    Band 3 Post 24,108                 24,108                    24,108                 

Add. Requirement 100                       100                          100                       

Additional 0.5 FTE Admin support worker NHS Band 3 12,054                 12,054                    12,054                 

Additional amount required in line with FY19/20 costs -  30 users potentially 435                       435                          435                       

Additional budget required in year 2 against new subjective 33500 for recruitment of GP appraisers 5,000                      5,000                    

Displaced people in Action Contract has increased by £32k 2,426                    2,426                      2,426                    

Increase PSU case worker from 0.4 FTE NHS Band 6 18,588                 18,588                    18,588                 

Legal Fees for appeals  5,000                    5,000                      5,000                    

Medical Deanery - Development of effect of bidirectional channels of engagement  5,000                    5,000                      5,000                    

Medical Deanery - Digitally delivered education & Training 3,000                    5,000                      5,000                    

Medical Deanery - D'ment & M'ment of Simulation Based education 7,500                    15,000                    20,000                 

Medical Deanery - Expansion of Support Network  5,000                    7,500                      10,000                 

Medical Deanery - Professionalism of training faculty within Wales across PG edu. 5,000                      5,000                    

Medical Deanery - Wales Leadership Alumni & Leadership networks 7,500                    5,000                      5,000                    

Other 20,666                 21,666                    21,466                 

Library Management service 54,000                 54,540                    78,419                 

Increasing resources in PSU  32,000                 32,000                    32,000                 

Development Fund / Continuation of Speciality Lead payments. HB agreed to fund post for 1 year (2020-21)   40,000                

Nursing T & S relation to additional 3 x 8c FTE posts & increase in staff from 11 tp 16 in 19/20 3,000                    3,000                      3,000                    

People Staff Awards funding - 1st year of running - Materila, trophies, promotiono etc 5,000                    5,000                      5,000                    

Training Budget 5,000                    5,000                      5,000                    

Comms and Engagement Various incl "Year of the Nurse" 50,000                 50,000                    50,000                 

Pharmacy See Tab' Workforce' 21,650                 21,650                    21,650                 

Band 4 Administrative post - 1 FTE 26,870                 26,870                    26,870                 

Project Manager Band 8a - 1 FTE 57,455                 57,455                    57,455                 

Inter Professional CPD / Margaret - Rationale 58,250                 58,250                    58,250                 

Planning  Add'l budget for 5 annual events 7,000                    7,000                      7,000                    

Simulation Pilot and Launch (CP) 100,000               100,000                  100,000               

Add'l travel for simulation work 997                       997                          997                       

TGS Supervisions Costs/ Programme Director Expansion 2019.20 24,000                 124,000                  301,000               

WCAT Bangor now have 1 trainee 927 -                         927 -                      

WCAT 15,362                    15,362                 

WOPEC Cluster Based Optom Services 1,000                    80,000                    80,000                 

WOPEC Increasing support/training for primary care service provision 154,295               120,238                  30,894                 

WCLFT Business Case  53,455                 80,182                    80,182                 

Total Requested for Internal Funding 920,464               1,121,423              1,265,540           


