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Introduction

The 2022-2025 Workforce Plan was finalised in October 2022 in line with
requirements of DL(2022)09 National Health and Social Care Workforce Strategy: 3
Year Workforce Plans.

This key purpose of this paper is to provide initial information on next steps in
developing the 2025-2028 Workforce Plan, however the 6 monthly HSCP
Workforce Plan Action Plan update is also attached for information at Appendix 1.

Recommendations

The 1JB Strategic Planning, Delivery and Commissioning (SPDC) Committee
is asked to:
e To note the progress to July 2024

e Note that no guidance has been received from Scottish Government as
to the template for the next Workforce plan

Background and Main Report

The Health and Social Care Partnership Workforce Plan 2022-2025 was published
in October 2022 and was aligned to the 2022-2025 Strategic Commissioning Plan.
The Workforce Plan is governed through the following routes in the NHS, noting
that the Local Authority, Third Sector and Independent Sector have their own
governance arrangements’

e Staff Governance Committee (on behalf of NHS Board)

e Strategic Plan Delivery and Commissioning Committee (on behalf of 1JB)

National Picture

The Workforce Plan is due to be refreshed in 2025, the extant DL requires plans to
be published by March each year, however there was a delay providing this
guidance to Boards which meant the majority of Boards including Dumfries &
Galloway published plans in October 2022, which brings the end date of the plan to
October 2025.

The Scottish Government are currently engaging with national workforce planners
to develop new workforce planning guidance and timescales. This work is
progressing very slowly and at this point there is no definitive ask and no timescales
for delivery.

It is anticipated that the Scottish Government will ask Boards to provide very NHS
focussed information which is at odds with workforce plans we have developed to
date which span across the Health and Social Care Partnership.

However, there is a recognition by Scottish Government that HSCPs should
continue to develop workforce plans to reflect local needs. Within the dialogue that
workforce planners have had with Scottish Government is a request that we have
very clear direction about what it is they want us to tell them and that we would
strongly wish to avoid duplication. If for example we are reporting on Health and
Care Staffing via one route we would not be keen to have to duplicate that in our
workforce planning return.

The discussions are currently circulating around a short template which covers




e Board key priority areas (these are likely to be those 4 main areas of the
Delivery Plan (reducing agency, medical locum spend, sickness absence and
e-rostering). Expectation is all Boards would likely provide very similar
information.

e Board recruitment plans — how we are going to fill gaps, innovative
recruitment examples, pre-employment initiatives and employability activities.
Feedback given to Scottish Government that Boards are in a state of
contraction currently so this question may not be valuable as the demand has
been changed by the fiscal situation.

e Sickness absence and staff support/wellbeing

¢ Role diversification

e Pay reform activity

Next Steps

NHSD&G via the Workforce Directorate will continue to engage with Scottish
Government and other workforce planners to influence the next national workforce
planning guidance. Updates will be provided in the next quarterly update in relation
to the implications of this. Workforce Planners have been very clear that a timeline
of at least 3 months is required to take Workforce Plans through the relevant
governance processes.

Local picture

The Workforce Action Plan updates will continue to be provided until the further
guidance is received from Scottish Government. When full re-write of the
Workforce Plan takes place it will require a lead in time of at least 6 months for
engagement with all the key stakeholders across the partnership.

In addition, the Boards Workforce Planning manager retired in July and
consideration is currently being given to deliver this role differently going forward
with the wider Human Resources team being involved and working closely with
Operational directorates. Links with all partner agencies has paused, but plans
have now been put in place to restart this engagement.

Other Updates

D&G Health and Social Care Partnership were shortlisted for the 2024 Healthcare
People Management Association (HPMA) 2024 HSJ Jobs award for systems
workforce planning and development, and whilst the team did not win on this
occasion, this is a great recognition of the work undertaken in partnership.

Conclusions

It is requested that the Committee provides feedback on the report to support the
ongoing refinement of the information provided
e Assurance — To give confidence of compliance with workforce planning
legislation, policy and Board objectives
e Awareness — For Members’ information

Resource Implications

Any workforce planning activity must meet the Affordability, Availability and
Adaptability tests as highlighted in CEL 32 (2011)

Impact on Integration Joint Board Outcomes, Priorities and Policy




The H&SC Integrated workforce plans aligns to the 1JB Strategic Commissioning
intention n (SCI):
e SCI6: People who deliver care and support, including Carers and
volunteers, feel valued, are supported to maintain their wellbeing and
enabled to achieve their potential.

The plan also contributes to the delivery of the National Health and Wellbeing
Outcome for Health and Social Care that describes:
e People who work in health and social care services feel engaged with the
work they do and are supported to continuously improve the information,
support, care and treatment they provide

The Workplace plan supports us to have the right people with the skills at the right
place and the right time which then enables staff to positively deliver in their roles
for the population of Dumfries and Galloway.

7. Legal and Risk Implications
Not required
8. Consultation
This paper is for information and no consultation is required.
The paper has previously been shared with Staff governance Committee.
9. Equality Impact Assessment
This paper is for information. An EQIA was completed on the original H&SC
Workforce Plan.
10. Glossary

H&SC | Health and Social Care
1JB Integrated Joint Board




APPENDIX 1

2022-2025 HEALTH AND SOCIAL CARE
WORKFORCE PLAN

ACTION PLAN UPDATE

Workforce planning is challenging for large and complex organisations, it needs to take account of future finances and service
redesign as well as medical advances and changing patient needs and expectations which add to the uncertainty of the future
landscape. It is important that as a partnership we are clear on the shape of future service models, so we can plan more
coherently. It is also critical that we build resilience into our workforce plans now given the lead in time for training within our
clinical and non-clinical professions.

DUMFRIES AND GALLOWAY  The Workforce Action Plan identifies workforce development objectives that will support the partnership to have the right
Health and Social Care number of staff with the right skills in the right place at the right time. We are seeking to align the workforce plan with the
strategic plan in order to integrate service, workforce and finance at a strategic level. It is vital at an operational level that

service plans are undertaken which also integrate with workforce and finance.

UNFORSEEN/EMERGING CHALLENGES

Since the Workforce Plan was developed there have been a number of emerging challenges which will alter the planning context for the next iteration of the workforce
plan. The NHS current financial situation being the most challenging. This will require a workforce plan that is set in a context of contraction rather than expansion. In
addition, the announcements around Pay Reform including the Reduced Working Week, the Band 5 Nursing Review and the Protected Learning Time requirement will have
significant implications for the workforce and in the case of the Reduced Working Week the availability of the workforce required to meet demand.

The implementation of the Health and Care Staffing Act on 1°* April 2024, the implementation of the Allocate suite of products and the development of a variety of
workforce optimisation workstreams in NHS Dumfries and Galloway will all require to be reflected in future iterations, however it is also important that the challenges that
we continue to face in the wider partnership around fiscal drivers, recruitment and retention in social care all continue to be included in the workforce plan.



HEALTH AND SOCIAL CARE PARTNERSHIP WORKFORCE PLAN ACTION PLAN 2022-2025

This workforce action plan summarises key interventions that are taking place across the Health and Social Care Partnership which are aimed at delivering the actions set

out within the 2022-2025 plan with progress at May 2024.

The majority of actions that follow are linked to our Annual Delivery Plan and will show the ADP reference number and all the ambitions link directly back to our Strategic

Commissioning Plan 2022-2025 and will show the Strategic Commissioning Intention (SCI) reference.

Pillar 1 - Attract

Ambition 1 Risk Responsibility Timeframe SCl 6
Implement a programme of recruitment that supports the Inability to successfully recruit Workforce Sustainability Team & | 2022-2025 RAG
delivery of the SCis to vacancies and retain essential skills HSCP Partners In progress - Ongoing | Status

Action 1 Attract people to the region using strategic connections with recruitment campaigns, employability programmes, bespoke campaigns for specialist roles,

Progress end May 24
Nursing Newly Qualified Recruitment

Total number of applications made 111

Adult Nursing
74 applicants in total

2 offers still awaiting response

7 DNA or withdrew from process after offer.
Children’s Nursing

5 accepted offers

Midwifery

6 accepted

Mental Health Nursing

26 applications in total

international, national and regional recruitment (ADP Ref DP0115)

The breakdown of applications and offers are as follows

17 successful (14 got 1 preference and 3 got second)

65 successful and offers accepted (36 1% preference, 10 — 2" preference, 5 3" Preference 14 accepted next available offer)

Engagement with 23/24 student cohort has been highly successful with an increase of 41 applications across the disciplines of nursing and midwifery on last
year’s numbers and our engagement sessions saw an increase of 25% showing that the students value being listened and engaged with. Feedback from charge
nurses on the stall holder sessions ran in February was really positive and recruitment have seen less work on checks needing done due to students signing up to
the Bank earlier in order to do shadow shifts or work on units to gain a better understanding of roles




9 DNA or Withdrew from process

International Recruitment

3 x international nurses have started in May and are trialling for the first time attending an external OSCE training provider with Fife. This has been trialled on the
basis it was cheaper than our current model but would also give us the opportunity to A/B test our options should international recruitment start again in the
future.

AHP recruitment has slowed down as posts have been filled in acute setting and our organic approach of taking and applying remaining funding if recruited is
working.

Medical Recruitment

It has been recognised via the new medical Workforce Group that more work is needed to induct international medics, taking the learning from our international
nursing programme and the national work that is going on to support IMG’s (International medical graduates). A sub group has been set up to look at an
enhanced induction programme for overseas workers new to the UK with a view to improve retention and understanding of managing overseas staff.

GP recruitment
As part of the GP taskforce group a recruitment campaign was undertaken to attract GP and Dentists to the region. Unfortunately despite a large paid for social
media campaign no dentists showed interest however 3 GP trainees were identified and spoken to.

2 x trainees were from the local area who had not already been spoken to by the primary care team ad 1 x trainee was from Glasgow. The Glasgow trainee has 1
week of shadowing and training swap to explore opportunities with Southern Machar’s, Solway medical or Castle Douglas with one of the local Trainees looking
to explore opportunities in the Annandale region.

Action 2

Ensure there is a plan of marketing activities to support joint recruitment campaigns and career events including joint marketing materials for use on social
media and adverts (ADP Ref DP0116)

Social media and paid for social media is now embedded and continuously rolled out on a weekly basis to promote vacancies and attract staff. A training session
took place for GP practices on how to better market and advertise their roles




Ambition 2 Risk Responsibility Timeframe SCl 6
Attract people from an early age to want to pursue a career in Inability to successfully recruit to vacancies Workforce Sustainability 2022-2025 RAG
health and social care and retain essential skills Team/Local Authority & HSCP In progress - Ongoing | Status
Partners

Action 1 Deliver a variety of activities will be delivered to inspire young people into careers in health, care and emergency services (ADP Ref DP0117)

Progress end May 24

We are entering or 3™ year of youth engagement programme kicking off with Inspiring Futures Event being held on the 17" June 2024with an expected

attendance of 587 which is slightly less than last year however costs of releasing teachers and students have factored a role in this.

Work experience week is planned for week commencing 23™ September 2024with a good response from H&SC partners for placements

Additional to the two events this year we will also be holding 2 x stakeholder event. One with teachers, DWP and SDS colleagues and the other with Parents.

These events are ensuring we not just inspiring and informing students but also their main influencers. These events will focus on what our entry points in to NHS

and Care and will also be a Q&A session
Ambition 3 Risk Responsibility Timeframe SCl 6
Provide opportunities for those experienced colleagues who Inability to successfully recruit to vacancies NHS Lead Nurse Education 2022-2025 RAG
have left to return to work or support those who are entering and retain essential skills In progress - Ongoing | Status
the latter stages of their career to extend their careers

Action 1 Return to Practice Nursing - annually support Practice Education Facilitators in campaign to attract returning staff

Progress end May 24

This is an ongoing initiative with the next programme in Sept 2024. Care Homes are included in this, however no applicants this year. The Flying Start

Programme also continues from Sept 2024 for newly qualified Nurses, Midwives and AHPs, this includes a supportive preceptorship period including support in

practice and clinical supervision.
Action 2 Explore the Flying Finish Programme

Progress end May 24

This set of resources from the Centre for Sustainability which support career longevity have been requested with a view to including these on the HCSP website

and within the partnership networks. This is linked to the Nurture Pillar actions. It is anticipated that this action can be incorporated into these moving forward.
Ambition 4 Risk Responsibility Timeframe SCl 6
Develop clear routes into health and social care with properly Inability to successfully recruit to vacancies Workforce Sustainability Team, 2022-2025 RAG
mapped and flexible career pathways and retain essential skills Local Authority & HSCP Partners | In progress - Ongoing | Status




Action 1 Work will be undertaken to showcase clear routes into health and social care with properly mapped and flexible career pathways (ADP Ref DP0118)

Progress end May 24

We have a successful Youth Huddle that includes partners from SDS, DYW, Education, College, University and NHS academy. We are exploring if D&G College can

do more virtual courses as its been acknowledged there is no budget to support transport to college when student still studying at school. Therefore we would

look at offering placements across our sector aligned to school areas. This would help create a pipeline of staff into our sector from an early age.

The Workforce Sustainability Team are working with employability partners and DWP across the region to scope out which employability courses would benefit

their clients and ensure we met our requirement of an Anchor organisation. Again, this will focus on supporting people into entry level roles and part of this work

will ensure individuals are directed to our webpages that shows the different entry routes into health and care as per 2022 DP0118.
Ambition 5 Risk Responsibility Timeframe SCl 1/6
Develop and support the unpaid workforce including unpaid Inability to successfully recruit to vacancies Carer’s Programme Board 2022-2025 RAG
carers and volunteers and retain essential skills Working Well Executive In progress - Ongoing | Status

D&G Volunteer Coordinator

Action 1 Include Equal Partners in Care (EPiC) training in staff induction packages across the Partnership (ADP Ref DP0030)

Progress end May 24
To be picked up via Carer’s Programme Board. EPiC training is currently in development and not available as yet.

THINK CARER! Staff Awareness Training is available to all HSCP staff, Think Carer campaign is still ongoing to all staff members. EPiC training has now been
developed by NES and is now available on TURAS system.




Action 2 Aim to achieve Carer Positive Exemplary Award in the Partnership (ADP Ref DP0124)
Progress end Set 23 (update pending)
Dumfries and Galloway Council achieved Carer Positive Exemplary Award in 2019 and NHS Dumfries and Galloway achieved this on the 6" June
2022.This demonstrates a service wide commitment to developing a Carer Positive culture where the demands of balancing work and caring
responsibilities are recognised.
During 2022/23 a range of actions have been taken forward to implement the award and support Unpaid Carers.

e The Carers’ Hub at Dumfries and Galloway Royal Infirmary opened to provide support to the thousands of unpaid Carers across the region
during Carers Week (6™-11" June 2022). Together with Dumfries and Galloway Health and Social Care Partnership, the Carers’ Hub is
supported by five local commissioned services: Support in Mind, Quarriers, Relationships Scotland Dumfries and Galloway, Alzheimer
Scotland, and Dumfries and Galloway Carers Centre. The Hub is funded by the NHS Endowment Fund.

e Between June 2022 and April 2023 40 staff members received support through the Carers.

e Raising awareness activities include the Think Carer — Noel Elf social media campaign during December, celebrating Carers Rights Day
during November and Stands at DGRI every Tuesday and Thursday.

e Hospital discharge training has been promoted on Beacon and Staff

e Think Care training is now being rolled out

In addition, there has been engagement with the Carers Interest Network (third sector and independent providers who support Unpaid Carers and
may in turn support HSCP staff) to make connections to the wider staff support opportunities available.

Action 3 Explore the role of a “Carer Champion” (ADP Ref DP0030)
Progress end May 24
There are currently two Carer Ambassadors both newly qualified Staff Nurses. One in A&E and the other in Orthopaedic Outpatients — Action
Complete

Action 4 Support the wellbeing of unpaid Carers by ensuring regular access appropriate training opportunities e.g. moving and handling training (ADP Ref DP0124)

Progress end May 24

Care Training Consultancy (CTC) offer a wide range of free courses for unpaid Carers across Dumfries and Galloway including:
e Assertiveness

Dementia Awareness

Dealing with Difficult Situations

Difficult Conversations

First Aid Awareness

Grief and Loss

Stress Awareness

Foot Care

Medication Awareness

Moving and Handling




e Palliative Care...and many more.

Courses are funded by the Carers Act Funding from Scottish Government and is managed by Carers Programme Board

Action 5 Continue to create diverse volunteering opportunities signposting potential future career pathways and include/involve under-represented communities to
ensure a diverse cohort of volunteers.

Progress end May 24

From April 2023 to March 2024 NHS Dumfries & Galloway had 186 placed volunteers with an outstanding representation of 40 young people age 16 — 25 actively
volunteering. Their role as a Ward Volunteer is to help reduce isolation and loneliness for patients by engaging in conversations or taking part in a meaningful
activities in both DGRI and in the Galloway Community Hospital. Some of the reasons given for volunteering include confidence building and gaining experience
for applications for employment, university or college, with many pursuing careers in medicine or the nursing profession. This year we see the first of our
original young volunteers who we recruited in 2017 for the opening of the new hospital, now returning to DGRI as a qualified Doctor and another volunteer who
has become an administrator in Mountainhall.

We continue to have an inter-generational approach in our Ward Volunteering with young people and adult volunteers working together as a team. Young
people are learning from the life experiences of adults and the adults are learning from the enthusiasm and the positive attitude of our young people. A new
additional training course equipping them further in their role as Ward Volunteers, has been hand and arm massage training helping patients relax and opening
up conversations in an informal way.

Under-represented groups continue to be supported including:
. 9% of newly recruited volunteers coming from minority backgrounds
. 12% of newly recruited volunteers identifying as having a disability

Finally, we have four community based groups giving further evidence of a diverse cohort of volunteers:

1. Mindful Movement activity groups consists of gentle fluid movements that are relaxed and slow in tempo. It can be practiced almost anywhere and is a
suitable form of exercise for just about anyone. It can be done sitting or standing and requires a similar amount of effort as walking. Tai Chi and Qi-gong
known also as Mindful Movement is delivered by 23 trained NHS volunteers in 8 locations in Nithsdale benefiting those with long-term health conditions.
Some of these benefits include; improves lower body & leg strength, helps with pain management and reduces blood pressure. These NHS volunteers are
supported by NHS staff from - PHI (Public Health Improvement) - Community Health Development Practitioner (Home Teams North) and (Mid & Upper
Nithsdale Home Team)

2. Login and Connect Group: The Digital Champion volunteer role support individuals who are digitally excluded to use their digital devices safely, confidently
and effectively. This project is based in the community of Newton Stewart is in the West of the Region with an average attendance of 13-15 individuals.
This group is supported by NHS staff from Public Health Improvement Team (within Machars Home Team).

3. Breastfeeding Peer Support volunteers are fully trained and provide a warm welcome and support to breastfeeding parents, whether they are exclusively
breastfeeding, combination feeding, feeding expressed milk or offering one breastfeed a day. These groups are in six community locations across the region
one in the east and 5 in the west, which is significant due to rurality and distance from main maternity services. Four volunteers have gained employment,
two previous volunteers secured permanent posts as band 3 Health Care Support Workers, one in a Home Care Team and the other in Day Surgery. These
volunteers are supported by NHS staff from Infant Feeding Team.

4. Gardening Project: Community Gardening throughout Scotland is providing many health benefits to those who give of their time volunteering from




connecting people to each other to growing flowers and produce for others to enjoy. At the Galloway Community Hospital the volunteers feel they are very
fortunate to have full use of the facilities including a greenhouse, poly-tunnel and several raised beds. The role of the Volunteer Gardener is to enhance the
community garden as part of a team this is in partnership with the Incredible Edibles. Volunteers are encouraged to bring their ideas to the garden project
making it a welcoming and safe space for all and an ideal place for quiet reflection for staff, patients and their families. Quote from a volunteer:

“The Community Garden has been warm, welcoming & supportive. Due to health issues my life is very restricted; the Community Garden has helped me
immensely both socially and mentally.”




Pillar 2 - Train

Ambition 1 Risk Responsibility Timeframe SCls
1/3/4/5/6
Develop an early intervention focussed workforce Ability to maximise utilisation of Transforming Primary Care | 2022-2025 In | RAG Status
skills/resources that support integrated progress -
working Ongoing
Action 1 As part of the Transforming Primary Care Programme, expand the First Contact Practitioner role into other AHP Specialties for example Dietetics and
Occupational Therapy (ADP Ref DP0103)
Progress end May 24
e MSK Physio
o 8FTPin primary in GP Practices
e Potential development of Dietetic team to support Primary care with the;
o Management of long term Gastro-intestinal diseases, such as IBD, IBS, Coeliac disease.
o Support around weight management, particularly in relation to type 2 Diabetes.
o Frailty — prevention of malnutrition and bone health.
o NHSD&G potentially taking part in a national pilot with OT Mental Health Team related to FCP
e Potential development of OT team to support:
o People who are absent from work (particularly with MSK and mental health issues)
o Fralil patients - early intervention and prevention
Action 2 Professional Leads will build connections with for example Public Health Improvement Teams, Leisure and Sport, Third and Independent Sectors to ensure

the right person with the right skills is involved at the right time. (ADP Ref DP0092)

Progress end May 24

e  Multi sector MAP behaviour change training (NES) in D&G — 25 participants

e Locality Hubs supported by Home Teams PHI practitioners

e GPs /Practice Managers/Practice Nurses/MDTs engaging dialogue and awareness raising about Community Link offer. Mixed uptake but
increased Community Link activity.

e Chronic Pain Pathway- planning with place with MDT colleagues re Community Link Workers provision and the Physical Activity Pathway.

o D&G Suicide Prevention Action Group re-established; local Action Plan developed in line with national strategy. Reporting to Public Protection
Committee

e Tobacco Control Practitioner (P&EI) & Stop QYW achieved SG LDP target for 12 weeks quits; Smoking Advisor in post and active; action to
address increasing Vaping prevalence in development

e Summer provision of free access to 5-16 year olds to leisure services. Successful delivery of Families Movin’ in Dumfries being rolled out.

New content being developed for Grow Well App.

2 x Active Lives Practitioners now in post (in 2 Home Teams)

Soft launch of new Active Lives Pathway

Regional evaluation of Branching Out programme completed

Funding secured for developing whole systems approach to early years healthy weight




Care Home attendees at June workplace workshop engaged in ongoing development

Sustainable Food Partnership & Action plan developed to support local delivery of Good Food Nation (Scotland)Act 2022
Continued development and embedding of Integrated Cancer Journey service

Locality profiles completed and provided to Community Planning Partnership

Action 3 Extend AHP advanced practice and leadership roles in rehabilitation including bed based services
Progress end May 24
AHP Team Lead in Bed Based Services is now in place. Also in place is the AHP Team Lead in Regional Rehabilitation Service.

There is one Advanced Practice Physiotherapist in Nithsdale Home Team who provides support and leadership in addition to her advanced practice.

Action 4 Professional Leads will ensure all clinical staff are trained in Good Conversations and embed LifeCurve'" assessments into every intervention with people
accessing care and support thus ensuring every contact conversation counts as an opportunity to help improve their health and wellbeing.

Progress end May 24

e The Podiatry Team use LifeCurve assessments on a routine basis for all interventions.

e Director of Allied Health Professions part of the D&G ‘Focus on Frailty’ work we are developing an Integrated Frailty service which will span
across the whole Partnership. The vision is around all interventions with patients focussing on early intervention and prevention to improve
health and wellbeing.

e All AHPs as part of their HCPC Registration now need to embed Public Health in their clinical work.

e Many AHPs are trained in Good Conversations.

e AHP Leads will ensure that staff are aware of the expectation to deliver support for patients to improve their health and wellbeing.

Action 5 Through the Dementia Pathways Project develop education and training to ensure all staff across health and social care who are delivering any
assessments and interventions to a person living with or suspected of having dementia are at Enhanced Level of the Promoting Excellence 2021: A
framework for all health and social services staff working with people with dementia, their families and carers. (ADP Ref DP0080)

Progress end Sep 23 (update pending)

e Currently reviewing the options and linkage to stakeholders groups to ensure that a model of support is progressed.
e Additionally, we are awaiting the National Direction on Dementia to ensure a whole system approach and consideration of the main
stakeholders locally and pull all the strands together on this.

Ambition 2 Risk Responsibility Timeframe SCIs 1/3/4/6
Develop interdisciplinary, cross-sector working Ability to maximise utilisation of OD Lead Local Authority 2022-2025 - In | RAG Status
opportunities skills/resources that support integrated and NHS Training Manager | progress

working Ongoing

Action 1 & | Through the relevant Organisational Development and Professional Lead investigate potential for shared inductions/shared 1 week initial training for key

2 health and social care workers and ensure any national core induction work is shared as it becomes available. In addition explore opportunities to

undertake joint mandatory training for health and social care staff (2 actions merged)




Progress end May 24

This action was paused due to key OD gap in NHS to take this work forward. This action will be reviewed as part of the 2025-2028 Workforce Plan.

Ambition 3 Risk Responsibility Timeframe SCls
1/2/3/417

Improve digital skills across the workforce so that people Ability to maximise utilisation of Digital Transformation 2022-2025 In | RAG Status

delivering health, care and support are able to identify Assistive | skills/resources that support integrated Programme Board progress -

Inclusive Technologies or other digital technologies and working Ongoing

support people to access it

All Actions relate to DP0186 (DP0055 Digital Strategy Review)

Update via ADP Lead for
DP0186)

Action 1

Through the Assistive and Inclusive Technology Action Plan, develop training for the workforce to an agreed set of recognised competencies, becoming

Trusted Assessors. This will include agreeing the skill set for Trusted Assessor, agreeing how training will be delivered, and how procured.

Progress end May 24
Trusted Assessor training to be rolled out to reablement staff by Q3

Action 2

Expand on the significant increase in the use of digital technology to deliver essential health, care and support (For example, use of video consultations
using Near Me, remote monitoring using in Healthcare and Florence, GP Practices using eConsult) by supporting the workforce to use digital technology
more effectively — including the use of Digital Driver/Digital Champion roles using Connecting Scotland’ resources.

Progress end May 24

e The Morse System has been rolled out to all Home Teams and reviewing the outputs in terms of operational reporting as we have KPIs in

place

e Transitioned the support worker staff for reablement into our in-house provider (CASS), this is ensure a more efficient and effective

service.

e There is a lite touch model for Discharge to assess in place where this approach is adopted prior to a person becoming a delay.
worth highlighting a formal launch within the month of October with formal sign off of the Standard Operating Procedure imminent.

e Rapid response pathways are in place with standard operating procedures approved and further engagement with General Practice.

e Call before you convey is being tested in two areas within the region — Dumfries Home Teams (x2) and Rhins Home Teams. A further

rollout plan is planned.

It is

Action 3

Through the Connecting D&G Programme address digital exclusion to address health inequalities across Dumfries and Galloway included in ADP Ref

DP0091

Progress end May 24

! https://connecting.scot/




The Digital Inclusion group in the Machars having success in supporting energy bill payment plans and refunds for community members




Pillar 3 - Nurture

Ambition 1 Risk Responsibility Timeframe SCIs 2/6

Ensure all people who deliver health and social care are supported to Impact on services and teams if staff are Working Well | 2022-2025 RAG

maintain their health and wellbeing not supported to be resilient at work Executive In progress - | Status
Ongoing

Action 1 The Health and Social Care Working Well Executive will ensure the Working Well Framework provides interventions that reach across the Partnership that will

Progress end of May 24

Wellbeing Action Plan
Financial support:

financial gains £25,000

Mental Health Sessions Sept 2023 till May 2024:
Managers

Substance use — paused no capacity

Neurodiversity:
The working group last met on the 16™ May and discussion focussed on:

e next steps regarding the ND Working Group project plan

e Visits to 5 care homes in Stewartry area, short sessions and posters left.
¢ Info and awareness sessions at Richmond Fellowship Newton Steward — 5 supervisors attended
o Info shared via newsletter and Beacon re NHS staff discount for travel via stagecoach and also Council tax info document

e 5 cohorts offered with one completely cancelled due to the cyber attack
e Invites varied from 13 to 37 (86 in total), completions of all sessions ending in a certificate were 31.
e Work has been done with the provider UWS to reduce the sessions from 4 to 3

assist staff to remain resilient and physically and mentally well at work including signposting to the National Wellbeing Hub. (ADP Ref DP0124)

e 7 cohorts offered, with 2 cancelled due to lack of numbers and one due to the cyber-attack. Total numbers invited 126, certificates issued 21

e Examples of ‘passport tools’ in particular the tool developed by the National Autism Implementation Team (NAIT), ADHD UK and Mind UK

Since the end of March 2024, there has been no dedicated Wellbeing resource to manage, track and support any initiatives. The Head of ODL has provided the
latest update based on any meetings etc that she has been able to attend, however has not been able to absorb the volume of work left by the loss of a FTE.

o 7 staff, issues supported on benefits, housing, foodbanks, universal credit, best start grants, child disability payment, ill health retirement —

Actions were to progress the discussion around ‘passport’ tools as part of the meeting around Reasonable Adjustment Passports on 28th May. This was carried



https://wellbeinghub.scot/

Women's Health Plan:
e currently no one sitting on this group.

out and a draft D&G document is now being prepared. The group also agreed to seek new members with clinical expertise and digital solutions for ND people.

e Line Manager eLearning on Menopause — this is on the workplan to improve based on feedback (based on the Ayrshire module)

Action 2 Professional leads will explore access to Occupational Health Services across the Partnership and signpost organisations with no formal Occupational Health

Progress at end May 24: Action Completed

Service to the Department for Work and Pensions Access for Work Service or the National Wellbeing Hub (ADP Ref DP0124)

Ambition 2 Risk Responsibility Timeframe SCl 6

Recognise and support that people have different needs and obligations outside of Impact on services and teams if | HSCP Workforce 2022-2025 RAG

work, whilst balancing service needs organisations are not able to monitor and | Planning Group Completed Status
report on workforce

Action 1 The key Workforce Planning Leads in the Health and Social Care Workforce Planning Group will share work-life balance tools and guidance documents on the

1B site for health and social care staff (ADP Ref DP0124)

Progress end May 24

The Health and Social Care Partnership Working Well Staff Wellbeing site contains lots of information to support staff including resources to support Mental
Wellbeing, Financial Wellbeing and Staff Workplace Wellbeing https://dghscp.co.uk/working-well/. Work is underway to include specific Work-Life Balance Guides
on this site and these will include the new raft of Once For Scotland NHS Supporting the Work-Life Balance policies due to be launched in November

2023.NHSScotland 'Once for Scotland' workforce policies - Supporting the Work-Life Balance consultation - Scottish Government consultations - Citizen Space



https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdghscp.co.uk%2Fworking-well%2F&data=05%7C01%7Ctracy.parker6%40nhs.scot%7Ca5ae1b58f33d4e1e24c308dbc319acce%7C10efe0bda0304bca809cb5e6745e499a%7C0%7C0%7C638318287255377770%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=aGSbMBinfFkxdqJB7e592E%2Ft5lIG7FNvdJbZR%2FpeO5c%3D&reserved=0
https://consult.gov.scot/health-workforce/work-life-balance-nhs-scotland/

Pillar 4 - Plan

Ambition 1 Risk Responsibility Timeframe SCIs 6/7
Deliver a core set of universal workforce data to be available on an annual basis by Impact on services and teams if HSCP Workforce 2022-2025 RAG
2025 organisations are not able to monitor and Planning Group In progress - | Status
report on workforce Ongoing
Action 1 Through the Health and Social Care Workforce Planning Group, agree and deliver a core set of workforce data to be available on an annual basis for
workforce planning purposes across the Partnership (ADP Ref DP0125)
Progress end May 24
e An extract of partnership wide workforce data at 30" September 2023 was taken to test the data flows were working and that there
were no gaps in the data. This worked well and can be replicated for the 2025-2028 Workforce Plan.
e Set of workforce questions now included in Third Sector and Independent Provider Contract Monitoring questionnaire
Action 2 Through the Health and Social Care Workforce Planning Group create linkages between the Workforce Data Analysts in NHS DG and DG Council for
shared learning and networking.
Progress end May 24
This is done on an ad hoc and informal basis.




Pillar 5 - Employ

Ambition 1 Risk Responsibility Timeframe SCls 1/2/6
Support collaborative working in Dumfries and Adverse impact on patients / service users / | Action 1: WFP Group 2022-2025 RAG Status
Galloway by developing more open, honest and staff experience if culture in organisations is | Action 2: Director AHPs In progress -

inclusive cultures and practices not healthy. Action 3 Equality leads Ongoing

Action 4 Workforce Director

Action 1 Work towards agreement on common standards of assurance and accountability that are equally applied to all partners engaged in similar work.
Progress end May 24
This action is not measureable and should be removed.

Action 2 Through NHS DG Spiritual Care, develop the infrastructure to be able to offer Values Based Reflective Practice across health and social care
Progress end May 24
VBRP session now ongoing with the Flying Start nurses and rolled out to AHP groups. This work is aligned to the Compassionate Leadership
programme and is part of a suite of staff support interventions. This action will be reviewed for the next Workforce Plan to assess capacity
and demand for this work.

Action 3 Through the relevant Equality Leads further develop networks that provide opportunities to contribute to the wider equality and diversity agenda and

provide support for people working in the Partnership. For example LGBTQ+, Ethnic Minority, Disability and Women’s Networks currently jointly

hosted by DG Council and NHS DG. (ADP Ref DP0127)

Progress end May 24

The four Staff Equality Networks are representative of communities that face inequalities in relation to one or more specific protected characteristics and
are designed to provide ‘safe’ spaces, where staff can have a voice and influence within their workplace. The HSCP Leadership Group have agreed to
support protected time for members and provided a governance structure, with Networks updating the HSCP Leadership Group every 4 months and the
NHS D&G Staff Governance Committee annually. Each Network has Office Bearers, an HR representative and a Staff Side representative. 3 of the

Networks have a Board Champion and Workforce Sponsors.

All four Networks are supported by the Board Equality and Diversity Facilitator, funded until March 2024. Terms of Reference, Ways of Working and
annual Action Plans ensure that members have a shared collective understanding of the purpose, aims and values of the Network of which they are a

member. Around 350 members of staff have joined one of the four networks so far.

e The Disability Network has been established since September 2022. Achievements to date include an outreach stall at DGRI, blogs

written by Network members to mark Deaf Awareness Week and Mental Health Awareness week as well as active representation in the

Voices for Change project and involvement by members in the Neurodiversity Working Group.
e The Ethnic Minority Staff Network has been established since February 2022. Achievements since that date include provision of a




Bystander Training event, 3 social events, facilitation of participation by members in the Ethnic Minority Funded Project and a Black
History Month campaign

e The LGBT+ Staff Network has been established since April 2022. Achievements to date include successful awareness raising
campaigns during LGBT History Month and Pride Month and outreach stalls at MHTC, DGRI, Midpark Hospital, the Galloway Hospital,
Newton Stewart Hospital, Castle Douglas Hospital and Gardenhill Health Centre. Around 300 staff members have been engaged to sign
up to the Pride Badge pledge and resources to increase awareness around supporting LGBT+ colleagues and accessing support have
been developed. With support from NHS D&G Endowments Fund, the Network are carrying out a research project to find out more about
the experiences of LGBT+ people giving and receiving healthcare in D&G.

e The Women’s Network has been established since June 2022. Achievements to date include an online quiz night, a film event, outreach
stalls at DGRI and MHTC, two wellbeing programmes, with sessions participated in by over 90 participants and facilitation of members’
voices in the Voices for Change project and the Equally Safe at Work programme.

All four Networks marked National Staff Networks Day on May 8" 2024 with a joint event. Pam Jamieson, Marsali Caig and Office Bearers shared
presentations on the achievements of the Networks to date and aspirations for the future. After a promotional marketplace, the Networks held their first
joint meeting at which members shared challenges and solutions and identified opportunities for closer working.

Action 4 Professional leads and operational managers will seek opportunities to promote understanding of roles and foster mutual respect across teams,
employers and professions and develop an organisational culture that reflects the 5 Dimensions of The Fair Work Framework (effective voice,
opportunity, security, fulfilment and respect) (ADP Ref DP0126)

Progress end May 24

NHS attending the local partnership meetings led by the Fair Work team at the Council. Only one meeting has been attended so far and we are working
through what is expected of us and how we work together to ensure any objectives are met.




Ambition 2 Risk Responsibility Timeframe SCls 2/3/6
Address inequalities in pay, terms and Adverse impact on patients / service users / | Strategic Planning and Transformation | 2022-2025 RAG Status
conditions staff experience of disparity in T&Cs Directorate In progress -
Ongoing

Action 1 As part of the response to the review of the Review of Adult Social Care The Strategic Planning and Transformation Directorate will undertake a

feasibility exercise on a Dumfries and Galloway Local Pay Agreement for all staff working in health and social care roles.

Progress end Sep 23 (update pending)

Initial work is ongoing with Care and Support at Home provider partners to test different ways of paying staff.

The Partnership has approved a proposal to pay all commissioned services partners the SG Living Wage uplift even though the guidance

was only for registered service providers. This supports the Partnership to be a fair work employer. At this point a full time contract has been

tested with one small provider partner with encouraging results.
Action 2 The Strategic Planning and Transformation Directorate will commit to engaging with key stakeholders to discuss sustainable, collaborative and ethical

commissioning models

Progress end Sep 23 (update pending)

The Partnership has established a Care and Support at Home Collaborative with provider partners who deliver care and support to older people. This
involves commissioning collaboratively. The Strategic Planning and Commissioning Team are contributing to work nationally (through CCPS) to develop
outcomes focussed commissioning. This work remains a priority for the coming year however progress has been challenging with capacity issues in the
team.




