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Report Governance 

In this section: 

• Report sign-off pathway. 

• Supporting Strategies. 

• Risk and assurance. 



Report sign-off pathway 

Sign-off pathway for the workplace 

wellbeing biannual report​ 

1​ Feedback​ Workplace 

Wellbeing 

Steering Group 

24/09/24 

2​ Sign off​ People Learning 

and Development 

Group  

23/10/24 

3​ Assurance​ People 

Committee 

28/11/24 



Supporting Strategies 
NHS Long Term 

Plan 2023 

UHBW People 

Strategy 2022-25 
UHBW Workplace Wellbeing 

Strategic Framework 2020-25 

 

UHBW Workplace Wellbeing  

Biannual Report 

The NHS Long Term Plan 

sets out how the NHS will 

address existing and 

future workforce 

challenges by recruiting 

and retaining thousands 

more staff over a 15-year 

period. 

The workplace wellbeing 

biannual report ensures the 

Trust implements sound 

assurance, delivery and 

governance processes 

aligned to the 5-year 

workplace wellbeing 

strategic framework 2020-

2025 and People Strategy 

2022-2025 and strategic 

action plans. 

The People Strategy places 

colleague experience at the 

heart of all internal 

programmes to ensure 

UHBW is considered to be 

‘a great place to work’. 
 

The People Strategy 

comprises four pillars 

aligned to the NHS People 

Promise with defined annual 

milestones to achieve. 

The Workplace Wellbeing 

Strategic Framework brings 

together best practice, research 

and insights for psychological 

wellbeing, physical wellbeing and 

healthy lifestyles.  

Framework delivery is achieved 

via a multidisciplinary approach 

to the setting and achievement 

of annual strategic plans. 

 

NHS Growing 

Occupational Health 

and Wellbeing Strategy  

2022 

Improving the health and 

wellbeing of our NHS 

people by collaboratively 

growing our occupational 

health and wellbeing 

people, services, and 

practice within the NHS. 

http://hrweb/Documents/UHBW People Strategy FINAL.pdf
http://hrweb/Documents/Workplace Wellbeing Strategic Framework 2022-2025.pdf


Risk assurance 

Corporate Risk 793: risk that staff experience workplace stress 
 

Workplace Wellbeing Strategic Plan objective 6.1   
 

Risk 793 is underpinned by the Trust Workplace Wellbeing Strategic Framework and annual strategic plans.  

It is managed by the Corporate Workplace Wellbeing team who plan, implement and report mitigating activity to 

the People Committee via biannual assurance reports. 
 

The Workplace Wellbeing Steering Group oversee management of risk 793 on a quarterly basis to establish and 

implement internal controls and/or processes to address hotspots, improve mitigation and governance. 
 

Risk 793 is linked to Divisional risks of a similar nature (workplace stress) for optimum mitigation and 

organisational consistency.  It is also linked to corporate Risk 2694: risk that Trust is unable to retain members of 

the substantive workforce and Risk 422: risk that patients and staff experience violent and aggressive behaviour. 
 

Please see overleaf for risk description, current risk score, risk mitigation and identified hotspots in Q2. 
 

See ‘Key Successes’ section on page 9 to see how UHBW is implementing the national HSE Management 

Standards, Stress Risk Audit Tool (Workplace Wellbeing Strategic Plan objective 6.4). 



Risk assurance 
Corporate Risk 793: risk that staff experience workplace stress   

 



Key successes 

In this section: 

Key successes to mitigate Risk 793 over the past six months, aligned 

to the four pillars of the Trust People Strategy and annual strategic 

workplace wellbeing plan 2024/25. 

 



Peer Supporter Conference (strategic milestone 5.6) 
 

We have delivered Schwartz rounds for a number of years and in recognition  

of this approach, the Psychological Health Service are seeking to raise  

awareness of the different peer supporters in place. The first  Peer Supporter  

Conference will be held on 12th November 2024 to highlight the essential  

contributions of peer support and to spotlight a variety of roles to include  

Workplace Wellbeing Advocate, Freedom To Speak Up Champion and Equality, 

Diversity and Inclusion Advocate. The conference will conclude with a  

Peer-Support themed ‘Schwartz Round’ to bring together colleagues Trust wide  

to reflect on what it means to be a peer supporter. Four panellists in paid and  

voluntary peer support roles rom will talk about their experience around the  

theme, “What Peer Support Means to Me”. This will support out broader work on ally-ship across the organisation. 

----------------------------------------------------------------------------------------- 
 

 

NHS Health Checks (strategic milestone 1.2) 
 

Earlier this year, we teamed up with NBT to apply for funding from the Department of Health and Social Care (DHSC) 

to deliver workplace cardiovascular health checks as part of a national pilot grant scheme. Our bid was successful, 

enabling 700 checks to colleagues  sited across Bristol and Weston.  

The pilot will end On 31st March 2025 – read more here.  

The Health Check aims to prevent heart disease, stroke, diabetes and kidney  

disease and some cases of dementia among adults aged 40-74 years but only  

39% of those offered a check at their GP Practice complete one.  

To date, 180 appointments have been booked with more dates and locations to 

be added throughout the duration of the pilot. 

Recruit, retain 

and encourage 

colleagues. 

Making use 

of skills and 

experiences. 

https://www.gov.uk/government/news/over-130000-people-to-benefit-from-life-saving-health-checks


Health and Safety Executive Stress Audit tool (strategic milestone 6.4) 
 

HSE expects organisations to undertake suitable and sufficient risk assessment for stress, and to take action to 

tackle any problems identified. The Trust carries a corporate risk for  

workplace stress as described on pages 5-6 and uses the HSE  

Stress Audit tool to help identify the causes, and subsequent  

improvement action, taking a whole-team approach. 

A project is in progress to train managers in how to use the tool,  

alongside new and revamped resources to be housed on a dedicated 

‘Helping with Stress’ SharePoint site.  
 

----------------------------------------------------------------------------------------- 
 

Health Equity (strategic objective 4) 
 

We strive to advance health equity in the workplace whereby all colleagues  

have a fair and just opportunity to access the inclusive workplace wellbeing  

programme to meet individual needs. We utilise health equity audit tools  

in the planning and preparatory stages of wellbeing programme  

development as a systematic framework for assessing and driving action  

to reduce health inequalities across our diverse workforce and in line with  

The Equality Act 2010 which requires specific consideration be given to  

equitable access and outcomes for those with protected characteristics.  

We also take a pro-equity approach to the delivery of initiatives including  

our NHS Health Check offer, implementing national guidance from Public  

Health England. 

Quality health 

and wellbeing 

support for 

everyone. 

A particular 

focus on 

tackling 

discrimination 

file:///C:/Users/Haleyc/Downloads/NHSHC HEA guidance FINAL_040117 (2).pdf


 

 

 

Spotlight on 

In this section: 

• Fatigue Risk Management System 

 



Fatigue Risk Management (FRMS) 

Seeks to understand, control and monitor fatigue to mitigate its impact on performance and is 

informed by scientific evidence. It is a holistic approach incorporating engagement with 

processes to report and investigate fatigue related incidents and a ‘just culture’ response. 

UHBW Q2 Pulse survey findings on fatigue 

 Over 60% of respondents rely on caffeine to manage 

work fatigue. 

 Low use of napping to manage work fatigue. 

 50% of respondents suggest an impact on 

relationships at work and home. 

 Over 50% of respondents experience lack of 

concentration due to fatigue. 

 Over 60% of respondents suggest still feeling tired 

after sleep. 

 22% of respondents experience micro sleeps at work. 

 Over 10% of respondents experience micro sleeps 

whilst driving home. 



Fatigue Risk Management (FRMS) 

 

The Trust aims to implement  

a systemic approach to the 

management of fatigue risk 

as reflected in white Paper 

2024;  

 

Fatigue risk management 

for health and social care.  

 

This presents a roadmap for 

improving fatigue risk 

management in health and 

social care to improve both 

patient safety and the health 

and wellbeing of individual 

health workers.  

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://ergonomics.org.uk/resource/fatigue-risk-management-for-health-and-social-care.html#:~:text=This%20paper%20aims%20to%20present%20a%20roadmap%20for%20improving%20fatigue
https://ergonomics.org.uk/resource/fatigue-risk-management-for-health-and-social-care.html#:~:text=This%20paper%20aims%20to%20present%20a%20roadmap%20for%20improving%20fatigue


Exceptions against action plan 

2024/25 

 

 

 

 

 
 

In this section: 

• Exception updates on individual milestones.  

• The strategic wellbeing plan is located from page 25 to 30. 

• Glossary of Strategic Drivers are listed in the appendix. 

 



Workplace Wellbeing Strategic Action Plan 
2024/25 - by exception  

The workplace wellbeing exception report is used to gather data on issues on any anomaly that effects delivery of 

a strategic objective/s of the annual Workplace Wellbeing Strategic Plan 2024/25 (pages 25-30). All actions are on 

track at the mid-point position – end of Q2.  

 

Strategic Planning Phase Q3-Q4 

The Workplace Wellbeing Strategic Framework was developed in 2020 and aligned to the People Strategy in 2022 

and we remain committed to delivering our strategy plans which conclude at the end of March 2025. We are using 

a data driven, patient first approach, to shape our new action plan and have commenced pre-planning thinking 

driven by the national Growing Occupational Health and Wellbeing Strategy with our future plans sitting within the 

newly refreshed people strategy in terms of governance and reporting. As of April 2025 there will not be a 

dedicated Workplace Wellbeing strategy and our bi-annual reports will be refreshed to reflect this change, 

therefore this is the penultimate report of data presented in this way. 

. 

 



Divisional highlights 

In this section: 

Divisions have provided: 

• Progress in past six months. 

• Current priorities and action plan going forward. 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in 

the Divisional Culture and People Plan since last update 

 Initiated a Trust wide Schwartz                                           

Round held on 17th  September                                          

around the theme, ‘Threatened                                          

at work’.  

 Created new 1-1 template                                                   

including a conversation to                                                       

support colleagues to achieve a positive work/life 

balance, shared with other Divisions as best practice. 

 Dedicated welcome packs created and issued for newly 

qualified recruits in Therapies, Radiology and 

Pharmacy teams to help current on boarding process.  

 

Diagnostics and Therapies 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on 

for the next quarter (Q3) 

 The Division continues to promote and embed the online 

GREATix recognition tool across teams.  

 The Divisions Wellbeing Committee comprising 

advocates and other key stakeholders are to plan a 

series of ‘Share and Learn’ sessions for delivery in Q3.   

 A proposal to introduce individual wellbeing and 

engagement objectives for Divisional is to be drafted for 

Heads of Service consideration in Q3. 

 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in 

the Divisional Culture and People Plan since last update 

 The Trust ‘ A3 thinking’ methodical approach to problem is 

being applied to sickness absence as part of the Divisions 

‘Patient First’ process. 4 meetings were held in Q2 to 

examine ‘5 Whys’ with a ‘fish bone’ process completed. 

Next step is to finalise counter measures.   

 The Division continued to report on the number of line 

managers who complete Workplace Wellbeing bitesize 

eLearning modules and aim to increase completion rates.   

 ‘Employee Voice Ambassador’ meetings continued to be 

delivered within Facilities and were extended in Q2 to 

Estates as best practice.   

 

Estates and Facilities 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on for 

the next quarter (Q3) 

 Finalise actions arising from sickness A3 thinking group as 

a strategic approach to reduce absence rates within the 

divisions.   

 Plan a local programme of delivery of the new NHS Health 

Checks pilot delivered by the Workplace Wellbeing Nurse 

at various onsite locations between 30th October and 4th 

December (Bristol and Weston).   

 Encourage completion of national NHS Staff Survey 

launching end of September with aim of increasing the 

response rate from last year.   

 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in the 

Divisional Culture and People Plan since last update  

 Violence and Aggression (V&A) within the Division is an increasing 

issue and so workshops have been implemented with the aim to train 

ward-based colleagues to better manage incidents on the wards and 

where incidents have risen, to enable all colleagues to feel confident in 

dealing with them as they occur. 

 Increased the Restorative Clinical Supervision and Professional Nurse 

Advocate (PNA) support offered to all Clinical Nurse Specialist within 

the Division, to ensure they have the opportunity to receive this 

inclusive provision and are supported with any Quality Improvement 

(QI) work. 

 GREATix online recognition scheme successfully implemented (400 

nominations to date). Wellbeing Lead Nurses and Deputy HR 

Business Partner seeking to expand this with a local reward scheme. 

Medicine 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on for 

the next quarter (Q3) 

 Continue the Plan-Do-Study-Act (PDSA) cycle of V &A 

workshop delivery, prioritising Care of the Elderly wards. 

Alongside this, the Division will review how the Trust  risk 

management reporting  system (Datix) can easily identify 

those patients involved in repeated V&A behaviour – to 

ensure colleague safety, health and wellbeing.  

 The Division is championing the Trust Respecting Everyone 

culture by promoting local workshops and also the newly 

launched Pro Equity  approach including anti-racism and 

ant-ableism workshops.  

 Roll out a new reward scheme to compliment GREATix. 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in the 

Divisional Culture and People Plan since last update 

 Review of Psychological Health staff support offer to ensure areas of 

focus are the teams with greatest need. Division experienced success 

in delivering reflective sessions for medics particularly in Oncology.  

 A key focus of Q1 and Q2 was on incidents of Violence and 

Aggression to ensure these are logged on the Trust risk management 

system and appropriately followed up to ensure support for colleagues 

and patients. This included the creation of a support pathway for 

managers to ensure improved clarity and consistency. 

 The Division are committed to ensuring colleagues safety and so have 

proactively promoted the range of Sexual Safety workshops offered 

Trust wide. 

 

 

Specialised Services 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on 

for the next quarter (Q3) 

 Local support and strategic promotion and delivery of 

new NHS Health Checks launching Trust wide in Q3 to 

ensure equity of uptake across Division.    

 Targeted wellbeing support  to 30 Newly Qualified 

Registered Nurses joining Specialised Services in Q3 to 

include check-ins and delivery of local wellbeing 

welcome packs to each colleague.    

 Ongoing work on developing Divisional SharePoint 

platform to share news and updates relating to colleague 

health and wellbeing.     

 

 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in 

the Divisional Culture and People Plan since last update 

  A local recruitment drive for the voluntary role of 

Wellbeing Advocate successfully increased the network in 

Surgery from 33 to 46 members.  

 A Divisional- wide GREATix (online staff recognition 

system) whereby colleagues nominate peers was 

established awaiting official launch. This tool utilises 

Microsoft Power Apps including “Power Automate”.  As 

yet, 30 departments have registered their team.   

 Trust wellbeing provision promoted within divisional HR & 

People Newsletter launched in Q1, including resources, 

opportunities and activities inclusive to all colleagues.  

 

 

Surgery 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on 

for the next quarter (Q3) 

 Roll out GREATix online peer recognition system across 

the division, promoting its use across all teams.   

 The corporate Workplace Wellbeing nurse, working in 

collaboration with the nominated Surgery Wellbeing Lead 

(and Matron) will continue to promote and plan the 

provision of NHS Health Checks in workplaces across the 

division. 

 Target smaller teams to increase uptake of the Wellbeing 

Advocate role to ensure all teams have access to this 

valuable support and signposting resource. 

 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in the 

Divisional Culture and People Plan since last update 

 Dedicated Learning sessions for managers around the newly 

launched Health and Wellness policy and resources along with 

provision and support for colleagues requiring 

workplace/reasonable  adjustments within identified hotspot 

areas with high prevalence of stress related sickness absence. 

 Continued monthly feature on wellbeing within our dedicated 

monthly HR Newsletter to further promote awareness and 

uptake of inclusive wellbeing initiatives.  

 Collaboration with the corporate Workplace Wellbeing offer to 

ensure availability of 1:1 health checks, particularly to those 

teams where high level stress has been identified.  

 

 

Trust Services 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on for the 

next quarter (Q3) 

 Continuing a programme of work from Q2 to highlight Freedom 

to Speak Up (FTSU) including how to access confidential FTSU 

Advocates to colleagues are confident to raise concerns within 

the Division. This is in response to feedback from staff survey.  

 The annual NHS Staff Survey is conducted during Q3 and the 

Division will actively promote access to ensure colleagues have 

opportunity to voice personal experiences and perception of the 

Division/Trust - to inform quality  improvements.   

 Absence data of sickness related absence shows an increase 

with in some departments. Hotspot teams will continue to 

receive dedicated proactive support. 

 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in the 

Divisional Culture and People Plan since last update 

 A Sexual Safety workshop facilitated by Psychological Health and 

Doctor Wellbeing Leads was delivered to multidisciplinary colleagues 

at Weston on 17th September in response to staff survey feedback. 

The aim of the session is to understand what matters to colleagues 

about sexual safety at work in order to implement effective changes, 

Trust wide. 

 Information on workplace/reasonable adjustments was circulated 

across the Divisions for information and advice on steps available. 

Next step is to plan training sessions  aligned to the Pro-equity plan.   

 A review into violence and aggression incidents was completed in Q2. 

This will be followed up with an action plan in development with key  

 

Weston 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on for 

the next quarter (Q3) 

 A funding application is to be submitted to support Nurse 

health and wellbeing at Weston.  

 Continue to explore wellbeing resources and interventions to 

be delivered onsite at the Wellbeing Hub in addition to 

existing Wellbeing 1:1 sessions with a Clinical Psychologist, 

Health Checks and drop-in wellbeing advice.   

 Meetings to be undertaken with all Healthcare Support 

Workers from Q3 less than 12 months service to understand 

and out in place a series of support needs to aid personal 

and team wellbeing as part of the Divisional retention 

strategy.   

 

 

 



Progress in the last six months 

Achievements against workplace wellbeing objectives in 

the Divisional Culture and People Plan since last update 

 Finalised ‘Culture and People Plan’ including wellbeing 

areas of focus for 2024/25.  

 An action concerning rest breaks/break areas and access 

to nutritious food is in progress, led by the Divisional 

Workforce and Organisational Development’ group and 

linked a Nurse retention project in conjunction with the 

Trust Human Factors team regarding development of a 

fatigue risk management system.  

 Proactive, regular communication of inclusive corporate 

wellbeing offer including health check, lanyard cards, 

dietitian awareness events, support at away-days. 

 

 

Women’s and Children’s 

Current priorities and action plan going forward  

Workplace wellbeing priority areas we are focusing on 

for the next quarter (Q3) 

 Divisional Recruitment Leads have an extended remit for 

health and wellbeing with objectives linked to Divisional 

Culture and People Plan 2024/25. 

 Division linking into Estates and Facilities team for the 

provision of hot meal food options out of hours. 

 Plan a local programme of delivery of the new NHS 

Health Checks pilot provided by the Workplace Wellbeing 

Nurse at various onsite locations between September 

2024 to March 2025. 

 

 

 



Workplace Wellbeing Strategic 

plan 2024/25 

 In this section: 

We share the strategic wellbeing plan 2024-2025 which has been co-

designed with corporate and Divisional stakeholders.  

It comprises 6 strategic objectives and 27 milestones  aligned to 4 UHBW 

People Plan objectives. 

 



Organisational Development: Workplace Wellbeing Strategic Plan 2024-2025 
UHBW People Strategy 2022-2025 theme: Looking after our people 













Appendix 

In the Appendix: 

• Wellbeing Strategy Plan 2024/25 – Glossary of Strategic Drivers. 

 






