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Introduction 

“Adding Value Through Partnership” 

Welcome to the Well-being Statement and 
Objectives for NHS Wales Shared Services 
Partnership (“NWSSP”).  This Well-being 
Statement and Objectives have been created 
pursuant to the requirements set out in the 
Well-being of Future Generations Act 2015 
(“the Act”), which is legislation introduced by 
the Welsh Government and requires all public 
bodies to create ambitious yet achievable 
Well-being Objectives that will contribute to 
the achievement of the Well-being Goals.   

NWSSP has produced a Well-being Statement for 2017-2018 which 
demonstrates how NWSSP is supporting achievement of the Well-being 
Goals that Wales should be; prosperous, resilient, healthier, more equal, 
globally responsible and a country of cohesive communities, have a 
vibrant culture and a thriving Welsh language. Our reporting framework 
provides assurance to align with the seven themes contained within the 
Act and the duty to publish a Well-being Statement, which is contained 
herein.  

Our existing Strategic Objectives are based on areas that we have 
identified are key priorities for development and action.  We have taken 
our Overarching Goals and developed our Key Priorities for action over 
the next three years, aligned to our five Strategic Objectives and these 
are our road map for 2017-2020.  In addition to this, we have considered 
the requirements of the Act and created Well-being Objectives which (i) 
are aligned with our Strategic Objectives, (ii) encompass the seven Well-
being Goals; and (iii) implement the five ways of working, as specified in 

the Act, in order to effectively achieve them. 

The five ways of working focus on looking to 
the ‘long term’, involving others, such as 
citizens, patient, visitors and donors, in 
decisions, integrating our approaches with 
other public or voluntary sector bodies, 
collaborating on shared solutions and to focus 
on preventing issues by working to 
understand the root causes. 

NWSSP recognises that in order to set Well-
being Objectives in line with the Act, there 

must be a proper assessment of needs and strengths based on factual 
data and evidence.  Incorporating elements such as the Sustainable 
Development Principle into our planning will ensure changes are achieved 
in a sustainable and environmentally friendly way, increasing our 
strengths and identifying areas which would benefit from improvement.  
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NWSSP Managing Director, Neil Frow said:  

“Shared Services is aware of its obligations under the Act to think about 

the long-term, to strengthen and improve its working partnerships and to 

communicate effectively with partners with a view to working in 

partnership to prevent problems and take a more joined up approach to 

service delivery. We have embedded the sustainable development 

principle into our Integrated Medium Term planning process. Our 

Procurement Services are working closely with the National Procurement 

Service on sustainable procurement frameworks; our Specialist Estates 

Services team are working on national frameworks to ensure “community 

benefits”, including apprenticeship schemes and we are working with 

Welsh Government to harness our purchasing power to assist in 

supporting Welsh businesses”. 

Neil Frow,
Managing Director 
NHS Wales Shared Services 
Partnership 
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Our Strategic Objectives 

We shaped the NWSSP strategy map at our annual planning and horizon 
scanning day with Senior Management from across the organisation.  We 
have used this as a focal point for this year’s development through our 
annual planning cycle.   A guide to our Key priorities can be found at 
Appendix 1. 



6 | P a g e

Our Financial Performance 

We are a dedicated shared services organisation with a distinct identity 
that provides support to the statutory bodies of NHS Wales through the 
provision of a comprehensive range of high quality, customer focused 
support functions and services.  Our services are delivered through 7 
Health Boards, 3 NHS Trusts and we work in partnership with the 22 Local 
Authorities in Wales.  We are a non-statutory hosted organisation of 
Velindre NHS Trust.  The services we provide ultimately benefit patients 
and communities all across Wales.   

We have achieved 
all our financial 

targets and 
operated within 

budget during our 
first five years of 
operation. During 

this period we 
have made direct 
savings of more 

than £26m. These 
savings were used 

to fund agreed 
central costs, 
absorb cost 

pressures and 
generate 

surpluses of £15m 
that were 

distributed to 
health 

organisations and 
Welsh 

Government. 

The financial benefits to be gained by health organisations from 
professional influence savings are significantly greater than those outlined 
above. Working with organisations, the professional influence and advice 
from our services has helped generate significant savings and cost 
avoidance for NHS Wales. Indicative financial benefits within health bodies 
over the first five years exceed £550m.  
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Our Engagement and Partnership Working

Partnership working is very important to our journey in ensuring our 
successful development.  We interact with our partners in a variety of 
ways. As an organisation we wish to develop trusted partnerships across 
NHS Wales so that we can support the efficiency changes required 
through the data we hold ensuring we champion a data driven system.  

Effective customer engagement processes are essential to establishing 
and responding to their needs and challenges. Due to the wide variety of 
our customers we use a number of different methods of engagement, 
summarised in the diagram below.  

The Shared Services 
Partnership Committee is 
a decision making 
committee setting the 
Shared Services policy 
for NHS Wales and 
performs a critical role in 
monitoring the 
performance and 
supporting the strategic 
development of NWSSP 
and its services. Our 
Chair and Managing 
Director also meets with 
each of the Health Board 
and Trust Chief 
Executives to gain a 
clearer understanding of 
their organisations 

needs. Over the last year we have developed assurance reports that are 
considered as part of Health Boards and Trusts executive board meetings.  

In addition, Service Directors and other senior staff have a variety of 
mechanisms for local engagement with customers through routine 
customer liaison meetings to discuss performance and service delivery.   

Individual performance reports are shared with health bodies on a 
quarterly basis, detailing performance data in respect of a number of 
services we provide.  Following feedback from stakeholders on the initial 
reports, a standard set of reports have been developed for each 
organisation providing data on all our services. These performance 
reports are a key part of our performance discussions with Shared 
Services Partnership Committee, and a crucial part of our internal 
operational review of each service, which are being strengthened to build 
in a systematic review of the key priorities in each Service Delivery Plan.  

We value our staff and work closely with our trade union colleagues and 
through our Local Partnership Forum jointly address the management of 
change to safeguard the quality of service and employment opportunities.  
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Well-being of Future Generations Act 2015 

The Well-being of Future Generations Act was introduced by the 
Welsh Government and came into force in April 2016.  The purpose of the 
Act is to ensure that the governance arrangements of public bodies for 
improving the cultural, social, economic and environmental Well-
being of Wales also take into consideration the needs of future
generations, together with any impact arising out of them, without 
compromising the same for present generations, in accordance with the 
Sustainable Development Principles. 

The Act sets out five ambitious long-term goals which will transform 
aspects of how we currently approach working as a public sector 
organisation; encouraging us to think and look towards the long-term, to 
strengthen and improve its working partnerships to involve and 
communicate effectively with partners with a view to working in 
collaboration, taking an integrated approach to prevent problems and 
take a more joined up approach to service delivery.  The Act is designed 
to help us create a Wales that we all want to live in, now and in the 
future; helping to develop “The Wales We Want by 2050” and on this 
basis, to ensure we are working towards the same vision, the Act puts 
into place seven Well-being Goals.     

Public bodies are 

additionally required to 

report annually on 

their progress towards 

meeting their Well-

being Objectives and 

must report in respect of 

each financial year.  For 

the purpose of the Act, a 

financial year is defined 

as the period of 12 

months ending with 31 

March. The report must 

be published as soon as 

reasonably practicable 

following the end of the 

financial year to which 

the report relates. 
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View Welsh Government’s Statutory Guidance series entitled “Shared 

Purpose Shared Future at:   

National Indicators – How to Measure a Nation’s Progress  

Under Section (10)(1) of the Well-being of Future Generations (Wales) 

Act 2015, the Welsh Ministers must (a) publish indicators that must be 

applied for the purpose of measuring progress towards the achievement 

of the Well-being goals, and (b) lay a copy of the national indicators 

before the National Assembly. 

A national indicator must be expressed as a value or characteristic that 
can be measured quantitatively or qualitatively against a particular 
outcome. It may be measured over such period as the Welsh Ministers 
consider appropriate and may be measurable in relation to Wales or any 
part of it.

View the National Indicators for Wales at:   
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The Five Ways of Working 

The principle is made up of five key ways of working that public bodies 
are required to take into account when applying sustainable development. 
These are: 

1. Looking to the long-term so that we do not compromise the ability of 
future generations to meet their own needs;  

2. Taking an integrated approach so that public bodies look at all the 
well-being goals in deciding on their priorities;  

3. Involving a diversity of the population in the decisions that affect 
them;  

4. Working with others in a collaborative way to find shared sustainable 
solutions;  

5. Understanding the root causes of issues to prevent them from 
occurring.  

What must we do to meet the requirements of the Act?  

The core duty in the Act (Well-being Duty) is that all public bodies must 
set Well-being Objectives that maximise their contribution to achieving 
the Well-being Goals outlined. In doing so, they must take all 
reasonable steps to meet those Well-being Objectives, in accordance 
with the Sustainable Development Principles and the five key ways 
of working outlined above. In summary we must:  

• Set and publish well-being objectives  
• Take all reasonable steps to meet those objectives  
• Publish a statement about our well-being objectives  
• Publish an annual report of progress  
• Publish our response to any recommendations made by the Future 

Generations Commissioner for Wales  
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Seven Well-being Goals 

The Well-being of Future Generations (Wales) Act is about encouraging 

public bodies to think more about the long-term, work better with people 

and communities and each other, look to prevent problems and take a 

more joined-up approach. This will help us to create a Wales that we all 

want to live in, now and in the future. To make sure we are all working 

towards the same vision, the Act puts in place seven well-being goals, 

which are noted below: 

Goal  Description of the Goal 

A prosperous 
Wales

An innovative, productive and low carbon society which 
recognises the limits of the global environment and 
therefore uses resources efficiently and proportionately 
(including acting on climate change), and which develops 
a skilled and well-educated population in an economy 
which generates wealth and provides employment 
opportunities, allowing people to take advantage of the 
wealth generated through securing decent work.  

A resilient Wales A nation which maintains and enhances a biodiverse 
natural environment with healthy functioning ecosystems 
that support social, economic and ecological resilience 
and the capacity to adapt to change (for example climate 
change).  

A healthier Wales A society in which people’s physical and mental well-
being is maximised and in which choices and behaviours 
that benefit future health are understood.  

A more equal 
Wales

A society that enables people to fulfil their potential no 
matter what their background or circumstances (including 
their socio economic background and circumstances).  

A Wales of 
cohesive 

communities 

Attractive, viable, safe and well-connected communities.  

A Wales of 
vibrant culture 

and thriving 
Welsh language 

A society that promotes and protects culture, heritage 
and the Welsh language, and which encourages people to 
participate in the arts, and sports and recreation.  

A globally 
responsible 

Wales

A nation which, when doing anything to improve the 
economic, social, environmental and cultural well-being of 
Wales, takes account of whether doing such a thing 
makes a positive contribution to global well-being.  
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Sustainable Development Principle 

Sustainable development relates to improving the way in which we can 
achieve our economic, social, environmental and cultural Well-being.  The 
Act starts by giving a definition of what we mean by sustainable 
development: 

“In this Act “sustainable development” means the process of improving 
the economic, social, environmental and cultural well-being of Wales by 
taking action, in accordance with the sustainable development principle, 
aimed at achieving the well-being goals.” - Part 2 ‘improving well-being’ 
section 2 ‘sustainable development’ 

The Act places a duty that the public bodies will be expected to carry out. 
A duty means they have to do this by law. The well-being duty states: For 
Wales to be sustainable it is important that we improve all four aspects of 
our well-being. Each is as important as the others. 

The concept of sustainable development can be interpreted in many 
different ways, but at its core is an approach to development that looks to 
balance different, and often competing, needs against an awareness of 
the environmental, cultural, social and economic limitations we face as a 
society.  Living within our environmental limits is one of the central 
principles of sustainable development. One implication of not doing so is 
climate change.   

But the focus of sustainable development is far broader than just the 

environment. It's also about ensuring a strong, healthy and just society. 

This means meeting the diverse needs of all people in existing and future 

communities, promoting personal Well-being, social cohesion and 

inclusion, and creating equal opportunity. 

Sustainable development is about finding better ways of doing things, 

both for the future and the present. We might need to change the way we 

work and live now, but this doesn't mean our quality of life will be 

reduced. 

Sustainable development provides an approach to making better decisions 

on the issues that affect all of our lives. By incorporating health plans into 

the planning of new communities, for instance, we can ensure that 

residents have easy access to healthcare and leisure facilities. (By 

encouraging more sustainable food supply chains, we can ensure the UK 

has enough food for the long-term future.)  
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How Are We Preparing For This? 

NWSSP is not specifically named in the Act, as we are a non-statutory 
hosted organisation.  Our Hosting Agreement is with Velindre NHS Trust, 
who are specifically named within the Act itself.  Although we are not 
legally obligated to produce a Statement and Objectives, as an 
organisation, NWSSP are highly committed Well-being of future 
generations for our staff, communities and patients, and to complying 
with the Act, by producing a Well-being Statement and developing our 
own Well-being Goals.  

Each of our organisation’s Strategic Objectives contributes towards at 
least one specific Well-being Goal and often touches upon multiple
Goals, given that we have purposefully aligned our Integrated Medium 
Term Plan (covering 2017 – 2020) with the Well-being Goals, together 
with the purpose and remit of the Act generally, considering its effect and 
how we may best maximise our contribution to achieving those Goals.  
We have identified where our strongest links have been made, however, 
collectively, our set of Well-being Objectives, contributes to all seven 
Well-being Goals.    

On 9 March 2017, we held a Well-being of Future Generations 
Planning Day, where our Senior Management Team and key individuals 
participated in Well-being Workshops to discuss, design and develop 
Well-being Objectives.  Please see overleaf for further information. Our 
Well-being Objectives have been prepared in consultation with the
Integrated Medium Term Plan Lead and Workforce Lead. 

We have been keeping our staff updated on how we are planning to 
“future fit” our services for the Next Generation by publishing articles 
in our in-house newsletter, Rhannu.   In our March 2017 edition of 
Rhannu, we have outlined the purpose of the Act, the Well-being Goals 
and the five ways of working.   
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What Have We Already Done? 

Well-being 
Goals

NWSSP Contribution 

A 
prosperous 

Wales

1. Explore innovative solutions to reduce carbon use. 
2. Reduce, reuse and recycle where safe and possible. 
3. NWSSP attained the ISO14001 Environmental Management System 

standard in 2014 

A resilient 
Wales

1. For major construction schemes in excess of £4million, NWSSP 
complies with the NHS in Wales’s construction procurement and 
delivery framework “Designed for Life: Building for Wales” 

2. Rolled out online payslips across our own organisation and working in 
partnership to gain agreement in other health bodies 

3. Procured one electric expenses system for all health organisations so 
paper expense claims are no longer required. 

4. Modernising our working practices and workforce through the 
strategic use of our ICT, via process mapping, workflows and 
automated task generation 

A healthier 
Wales

1. A series of Mindfulness courses have been offered to staff across all 
our regions to support managing stress in the workplace 

2. Healthy foods are the only options available in vending machines 
across the majority of our sites with a further review to be 
undertaken 

3. Set minimum healthcare standards or product specification to 
guarantee quality and fail suppliers who do not conform 

A more 
equal 
Wales

1. Use sourcing practices to tackle health inequalities through increasing 
access to, and quality of treatment for all persons 

2. We continue to build on our commitment and support to the LIFT 
initiative and we are pleased to confirm that 7 placements are now 
employed within NWSSP in permanent posts 

3. We have run 4 employability programmes with Cardiff LIFT team and 
we have piloted Core Skills Training Framework for prospect 
placements coming into the NHS in Wales 

A Wales of 
cohesive 

communiti
es

1. Technology Enabled Learning (TEL) Programme providing e-learning 
support, content design and hosting solutions to NHS Wales and the 
wider public sector 

2. Strive for collaboration across HBs and Trusts and other procurement 
organisations in Wales to drive economies of scale and secure value 
for money 

3. Include community health council members within procurement 
tender processes 

A Wales of 
vibrant 

culture and 
thriving 

language

1. Aim to ensure our customers can access Welsh language services 
without obstacles 

2. Encourage and support our staff to attend Welsh Lessons which are 
held on site and staff can access for free 

3. Working to ensure our internal intranet site is bilingual in tandem with 
its re-development by August 2017 

A globally 
responsive 

Wales

1. Implement requirements of Ethical Employment Code of Conduct and 
Modern Slavery Act within procurement tenders 

2. Purchase products with ethical (environmental & social) certification 
including fairly traded products 

3. Encourage our partners to limit the purchase of products known to 
damage the environment 
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Our Visit from Head of Policy, Rita Singh 

On 8 September 2016, the NWSSP SMT invited Rita Singh, Head of Policy 
at the Future Generations Commissioner’s Office, along to their Horizon 
Scanning & Planning Day at the Life Sciences Hub, Cardiff Bay.  The day 
also included a section on WBFGA and an interactive breakout session 
which explored how NWSSP’s strategic objectives aligned with the new 
seven priorities for NHS Chief Executive, that were agreed at “Team 
Wales” in July 2016.   

The SMT were also joined by Mary McKerrow, Head of Planning at Welsh 
Government who highlighted expectations for the development of IMTPs 
and collaboration between health organisations.  In the afternoon, each 
Director was asked to present a snapshot of what their individual 
priorities were and what challenges lay ahead in developing and 
strengthening NWSSP’s services.  

Our Visit from Future Generations Commissioner, Sophie Howe 

On the 26 January 2017, the 
NWSSP Senior Management 
Team (SMT) met with Sophie 
Howe, Future Generations 
Commissioner for Wales who 
discussed how NWSSP could 
support improving the social, 
economic, environmental and 
cultural well being of Wales to 
comply with the Well-Being of 
Future Generations (Wales) 
Act 2015. 

Rita Singh, Head of Policy, Future Generations Commissioner's Office presenting to 
NWSSP’s Senior Management Team on WBFGA at Life Sciences Hub, Cardiff Bay
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Sophie Howe said: “It is important that public sector organisations are 
having conversations about the challenges facing Wales including climate 
change, economic changes which will affect workforce planning; and 
population change including an ageing population and the skillset of the 
younger generation. It is important organisations adopt a “future fit” 
model to ensure that they are considering the long-term vision for the 
economic, social, environmental and cultural well-being of the  
communities it serves”. 

Visit the Future Generations Commissioner’s Website at 
https://futuregenerations.wales/. 
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Planning & Designing of Our Well-being Objectives 

On 9 March 2017, we held a Well-being of 

Future Generations Planning Day, where our 

Senior Management Team and key 

individuals participated in Well-being 

Workshops to discuss, design and develop 

Well-being Objectives.   

The workshops asked delegates to map 

NWSSP’s Strategic Objectives and 

Overarching Goals against the 7 Well-being 

Goals and were asked to develop specific 

Well-being Objectives to outline NWSSP’s 

commitment to contributing to achieving 

the WBFG Objectives. 

The workshop included case study examples 

of how we are already integrating the need 

to consider the WBFG Goals, including our 

sustainable procurement processes which factor in key requirements to 

consider sustainable and responsible sourcing and supply of goods; how 

the project management processes in place for all projects consider WBFG 

requirements, how the corporate planning process is integrating WBFG 

into impact assessments for key decision making and how our Specialist 

Estates Services ensure that the sustainable development principle is 

embedded into their work. 

The session also explored the five 

ways of working outlined within the 

Act, the importance of aligning to 

the NHS Wales prudent healthcare 

principles and we considered the 

Well-being Objectives agreed by 

our host, Velindre NHS Trust, for its 

specific services.  Our Mapping 

Matrix Outcomes from this exercise 

are displayed at Appendix 2.  

Jacqui Maunder, Head of 
Corporate Services, gives an 
overview of the day and 
NWSSP’s duties with regards to 
the WBFGA

Glyn Thomas, Project Manager, 
explaining the role of Project 
Management in assisting NWSSP to 
achieve the requirements of the WBFGA
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The second workshop asked delegates to identify potential Well-being 

Objectives that were designed to maximise our contribution to achieving 

each of the Well-being Goals.  Our Mapping Matrix Outcomes from this 

exercise are displayed at Appendix 3. 

The session provoked a lot of interesting debate and some of the headline 
discussions included the need for:  

• Sustainable workforce planning and retention through innovative models 
of delivery 
• Delivering bold solutions to the environmental challenges posed by our 
activities 
• Demonstrating respect for the diverse cultural heritage of modern Wales 
• Partnership working with NHS Wales and the broader public sector. 

From left: Dave Hopkins (Primary Care Services), Keir Warner 
(Procurement Services), Neil Jenkins (Primary Care Services) & 
NWSSP Managing Director, Neil Frow

The afternoon sessions saw teams develop their own well-being 
objectives and consider how these integrate with the WBFGA 
goals

The morning workshop sessions in progress. Teams map NWSSP’s 
strategic objectives against the WBFGA goals

From left: Kelly Skene (Employment Services, Clare Primett (Legal & 
Risk Services), Simon Cookson (Audit & Assurance) and Martin Cooper 
(Specialist Estates Services)
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NWSSP Managing Director, Neil Frow (Pictured overleaf), said:  “The 
workshop enabled senior managers to be directly involved in setting Well-
being objectives which will ensure that NWSSP acts in a manner which 
seeks to ensure that the needs of the present are met, whilst also 
considering the impact of our business decisions on people living in Wales 
in the future”. 

Feedback from the group facilitated by Glyn Thomas, Project Manager, 
including Paul Thomas, Jonathan Webb, James Goddard and Sharon Jones 
included: 

“It is clear we are helping to achieve the Well-being goals and we can see 
we need to work with other public bodies, as we move forward in our 
journey to be a world class organisation”. 

Additionally, in January 2017, NWSSP appointed a Compliance Officer into 

their Corporate Services division.  The Compliance Officer’s role will 

include co-ordinating the compliance of the WBFGA on an ongoing basis.  

The Compliance Officer will work closely with the IMTP Lead to ensure the 

WBFGA is embedded throughout all aspects of the organisation.    

SWOT Analysis Exercise

In April 2017, the Head of Corporate Services and Compliance Officer 

developed a SWOT Analysis to accompany our Well-being Objectives, 

highlighting the strengths, weaknesses, opportunities and threats, and to 

demonstrate how we have considered the five ways of working.  This was 

carried out in consultation with the IMTP Lead and Workforce Lead.  Our 

methodology for this is presented at Appendix 4, as our Well-being 

SWOT Analysis.   

The draft Well-being Objectives were presented to our Senior 

Management Team in April 2017 and subsequently approved and 

endorsed.  The draft Well-being Statement and our approved Objectives 

were then taken back to our SMT for further approval and consequently 

presented to the Local Partnership Forum and Shared Services 

Partnership Committee, for assurance.  The finalised version was also 

shared with our host’s Velindre’s Trust Board and Velindre’s Well-being of 

Future Generations Group.  
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Value For 
Money

Customers

ExcellenceStaff

Service
Development

*Transport 

*Demographics 

*Health & Social Care 

*Environment 

*Climate Change 

*Energy 

*Culture, Heritage & Language 

*Economy & Employment 

*Poverty & Deprivation 

*Transport 

*Demographics 

*Health & Social Care 

*Environment 

*Climate Change 

*Energy 

*Culture, Heritage & Language 

*Economy & Employment 

*Poverty & Deprivation 

*Transport 

*Demographics 

*Health & Social Care 

*Environment 

*Climate Change 

*Energy 

*Culture, Heritage & Language 

*Economy & Employment 

*Poverty & Deprivation 

*Transport  

Demographics 

*Health & Social Care 

*Environment 

*Climate Change 

*Energy 

*Culture, Heritage & Language 

*Economy & Employment 

*Poverty & Deprivation 

*Transport 

*Demographics 

*Health & Social Care 

*Environment 

*Climate Change 

*Energy 

*Culture, Heritage & Language 

*Economy & Employment 

*Poverty & Deprivation 

What Are We Going To Do? 
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Our Commitment to Welsh Language 

NWSSP is committed to treating the English and Welsh language on the 

basis of equality. As a non-statutory, hosted organisation NWSSP are 

required to adhere to the Velindre NHS Trust Welsh Language Scheme 

and the provisions of the Welsh Language (Wales) Measure 2011. We 

continue to  review our Welsh Language services to ensure that we have 

a measurable implementation plan to enable NWSSP to be fully compliant 

against the new Welsh Language Standards (Health Sector) Regulations 

2016 due to be approved by Welsh Government, Welsh Assembly and the 

Welsh Language Commissioner.  Our plan sets an ambitious strategic 

direction for each of our service areas and pays due regard to the need to 

actively offer services through the medium of Welsh. It aims to ensure 

our customers can access Welsh language services without obstacles. 

Following consultation with Health Boards and Trusts we have also 

recognised the need to invest resource to meet the challenges they will 

face in adhering to the standards.   

We work in partnership with the NHS Wales organisations and as an 

employer, and service provider to NHS bodies in Wales we recognise our 

role in supporting NHS Wales to strengthen Welsh language compliance 

and to increase the number of Welsh speakers by educating, informing, 

encouraging and support staff to be able to learn Welsh and to use their 

existing Welsh language skills in the work place and in wider society.  

Our longer term thinking chimes with the Welsh Government’s strategy to 

reach a million speakers in Wales by 2050 and the “More than just words” 

Strategic Framework for Welsh Language Services in Health, Social 

Services and Social Care” and we strive make the “Active Offer” available 

to all. We are proactive in considering our longer term strategy to sustain 

the Welsh Language as part of our duty under the Well-Being of Future 

Generations Act 2015.   

To further strengthen NWSSP’s compliance, a dedicated Welsh Language 

Officer was appointed who has begun to lead in the implementation of 

required changes in order to become fully compliant with the legislation. 

Please see Appendices 5 to 7, which set out the demographics of 
equality and diversity in Wales, covering Ethnicity, Age and Welsh 
Speakers, obtained from the Office of National Statistics’ 2011 Welsh 
Census.   



24 | P a g e

Raising 
Awareness 
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Our Commitment to Equality & Diversity 

Our priority is to develop a culture that values each person for the 
contribution they can make to our services for NHS Wales.  Control 
measures are in place to ensure that all the organisation’s obligations 
under equality, diversity and human rights legislation are complied with. 
NWSSP follows the policies and procedures of the Velindre NHS Trust as 
the host organisation.  All staff have access to the Intranet where the 
policies are available.  

As a non-statutory hosted organisation under Velindre NHS Trust NWSSP 
are required to adhere to Velindre NHS Trust Equality and Diversity 
policy, which sets out the Trust’s commitment to equality and diversity 
and the legal setting for doing so.  The policy aims to ensure that “no 
present or future employee or job applicant receives less favourable 
treatment (whether actual or perceived), or on the grounds of an 
association with someone who may fall under a protected characteristic”.  

Our host has a dedicated Equality and Diversity Manager, who holds 
regular workshops, training sessions and sends out communications on 
equality, diversity and the promotion of dignity and respect for Velindre 
and shares the information if required.  

We also benefit from the proactive work undertaken by VNHST to 
strengthen compliance with equality and diversity legislation, for example 
the Trust has received the Positive About Disabled People “Double tick” 
symbol which demonstrates we encourage application for people who 
identify as having a disability. In addition, they have attained “The 
Rainbow Mark” which is an equality mark sponsored by the Welsh 
Assembly Government and supported by the Welsh Local Government 
Association and Tai Pawb – a signifier of good practice, commitment and 
knowledge of the specific needs, issues and barriers facing lesbian, gay, 
bisexual, and transgender (LGBT) people in Wales. 

Velindre NHS Trust has an agreed Equality Impacts Assessment (EIA) 
proforma and a well established Equalities Group which meets on a 

Age Disability
Gender 

Reassignment

Marriage & 
Civil 

Partnership

Pregnancy & 
Maternity

Sex

Sexual 
Orientation

Race
Religion 

and/or Belief
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monthly basis and is attended by the Assistant Director of Workforce. The 
group comprises of representatives from NWSSP, NWIS, Trade Unions, 
Welsh Language, Training, Finance and other stakeholders who have 
collective responsibility for reviewing the completed EIA’s for policies, 
projects and service plans.  

In addition, during the course of the discussions other compliance 
requirements were touched upon and the group suggested that the EQIA 
develop into an “Integrated Impact Assessment (IIA)” process to consider 
the impact of other legislative and regulatory requirements, (e.g. WBFG).  
Personal data in relation to equality and diversity is captured on the 
Electronic Staff Record (ESR) system and staff are responsible for 
updating their own personal records using the Electronic Staff Record 
Self-Service. This includes: Ethnic Origin; Nationality; Country of Birth; 
Religious Belief, Sexual Orientation and Welsh language competencies. 

NWSSP has a statutory and mandatory induction training programme for 
all new recruits which includes the NHS Wales “Treat Me Fairly” e-learning 
module which focuses on equality and diversity. The module is a national 
training package and the statistical information pertinent to NWSSP 
completion contributes to the overall figure for NHS Wales. NWSSP 
provides a “Core Skills for Managers” Training Programme and the, 
“Managing Conflict” module, includes an awareness session on the Dignity 
at Work Policy and Procedure.  

To recognise “Sensory Loss Awareness Month”, in December 2016, 
NWSSP ran a series of articles in the “Rhannu” staff magazine to raise 
awareness. 

The “NHS Jobs” all Wales recruitment service, run by NWSSP adheres to 
all of the practices and principles in accordance with the Equality Act and 
quality checks the adverts and supporting information to ensure that 
there are no discriminatory elements. 

Please see Appendices 5 to 7, which set out the demographics of 
equality and diversity in Wales, covering Ethnicity, Age and Welsh 
Speakers, obtained from the Office of National Statistics’ 2011 Welsh 
Census.   
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Our Commitment to Corporate Social Responsibility 

Corporate Social Responsibility (CSR) is about ensuring that NWSSP 
makes a positive impact on society and aligns social and environmental 
responsibility to economic goals and value for money. It seeks to raise 
awareness of the impact that our work has on people and our 
environment, and the steps being taken to reduce any negative effects. It 
covers areas related to:  

• Employment 
• Procurement 
• Environmental 

• Sustainability 
• Global Health 
• Health and Well-being 

NWSSP has recognised that its approach to Corporate Social 
Responsibility (CSR) must mature and continue to expand to our key 
areas of influence. This is as well as continuing to have a positive impact 
via our direct operations. The benefits to NWSSP in undertaking CSR 
activities can help to: 

• Develop the workforce 
• Boost innovation & enthusiasm 
• Enhance trust 

• Attract and retain staff 
• Increase reputation. 

NWSSP want to ensure that our staff are inspired to develop opportunities 
for others to engage in community programmes and are able to take 
forward ideas and use their creative skills for good. 
12 
Procurement Services role in Corporate Social Responsibility 

To ensure the organisation’s activities and those of suppliers are 
conducted on a fair and ethical basis. Procurement Services will, through 
compliance with Velindre NHS Trust and local policies and procedures, 
ensure that its procurement activity embodies the principles of 
transparency, non-discrimination and fair treatment in line with all 
relevant EU and domestic procurement legislation. In addition to our 
Supplier Procurement Policy, supplier obligations are outlined in detail in 
the NHS Conditions of Contract which form the basis of any contract 
entered into with suppliers unless otherwise stated. 

Procurement and the Community 

Sustainable procurement is often primarily associated with environmental 
issues, but there is now greater awareness of the need to extend this to 
social and economic issues. Procurement Services fully supports the 
Welsh Government in its efforts to ensure that public monies are spent 
wisely and deliver added value to the subject of the contract will 
implement its guidance as set out in ‘Community Benefits – Delivering 
Maximum Value for the Welsh Pound’.  
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Our Commitment to Environmental Sustainability  

NWSSP recognises that in our day to day operations we impact upon the 
environment in a number of ways and therefore should report upon our 
potential impacts in a responsible manner. Sustainability reporting is an 
essential part of organisational governance in the public sector in Wales 
and the Welsh Government’s aim is to enable integrated reporting. The 
environmental sustainability agenda is taken forward in a structured 
manner and supported by strong governance arrangements.  

NWSSP is committed to managing its environmental impact, the 
organisation’s carbon footprint and increasing its sustainability. NWSSP 
recognises the need to establish robust and accurate data to enable it to 
set realistic targets and manage data effectively. NWSSP continues to 
make progress in this area but recognises that more work is needed.   

http://www.wales.nhs.uk/sitesplus/documents/955/NWSSP%20Sustainab
ility%20Report%202016-2017.pdf
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Environmental Management System 

Developed and published by the International Standards Organisation ISO 
14001 specifies requirements for organisations who wish to achieve and 
demonstrate sound environmental performance by controlling the impact 
of their activities, products or services on the environment.  

Attaining the ISO 14001 environmental management standard in 2014 
has set a baseline for how we manage the environmental aspects 
(positive and negative) of NWSSP’ activities more effectively, while taking 
into consideration environmental protection and pollution prevention. The 
ISO 14001 standard sets a basis for how to manage the environmental 
aspects (positive and negative) of business activities more effectively, 
while taking into consideration environmental protection and pollution 
prevention. The benefits of reducing carbon footprint and implementing 
an environmental management system include:  

• Enhanced reputation amongst peers and stakeholders 
• Cost savings 
• Manage the organisation’s environmental impact 
• Reduction in waste and energy use 
• Compliance with legislation 
• Improved working environment. 

Our commitment to active carbon management and reducing our carbon 
footprint is very strong. NWSSP’s Senior Management Team agrees 
environmental objectives annually, which are integrated into NWSSP’s 
overall strategy and will be reviewed annually. NWSSP’s Environmental 
Objectives for 2017/2018 are set out at Appendix 8.
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Contact Us 

NHS Wales Shared Services Partnership 

4-5 Charnwood Court 

Heol Billingsley 

Parc Nantgarw 

Cardiff 

CF15 7QZ 

Telephone:  01443 848585 

Web:  www.nwssp.wales.nhs.uk 

Email:  shared.services@wales.nhs.uk

Twitter: @nwssp 

Further information 

If you require additional copies of this document, it can be downloaded in 
both English and Welsh versions from our website.  Alternatively, if you 
require the document in an alternative format, we can provide a summary 
of this document in different languages, larger print or Braille (English 
only).  Please contact 01443 848 585.   
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Appendix 1 - Our Key Priorities 

SO1 Value for Money 
To develop a highly efficient and effective shared services 
organisation which delivers real term savings and service 
quality benefits to its customers 

1. Delivering a sustainable shared support service which allow greater 
opportunities for service development  

2. Improve the quality of our service whilst maintaining a financially 
balanced plan  

3. Deliver professional influence savings and benefits > £100m 
4. Secure £4.5m capital funding for technology, systems and 

infrastructure 
5. Invest in services aligned to our stakeholder requirements:  
6. Invest in: 

• Project management skills development 
• IT technologies and robotic process automation 
• Establishing a data analysis function  
•  Delivering our accommodation strategy  

7. Deliver process efficiency and driving down costs by working with our 
partners  

8. Continue the focused effort to ensure cost containment and prevent 
cost growth 

SO2 Customers 
To develop an open and transparent customer focussed 
culture that supports the delivery of high quality services 

1. Ensure we provide an excellent customer experience in all we do  
2. Strengthen our relationships with our customers so we are recognised 

as trusted partners 
3. Develop engagement and co-production to improve quality and user 

experience 
4. Work with our customers to remove inappropriate variation  
5. Turn our data into intelligent information to support the NHS Wales 

quality and safety agenda 
6. Support customers in the delivery of their plans 
7. Support our partners’ significant service change whilst leading and 

facilitating NHS Wales’s priorities including:   
• Learning lessons from  efficiency  agenda   
• Shift to Primary Care  
• Welsh Language  
• Data Driven System 
• Major capital programmes  
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SO3 Staff 
To have an appropriately skilled, productive, engaged and 
healthy workforce resourced to meet service needs 

1. Improve recruitment, retention and succession planning ensuring we 
have a workforce that meets our customer needs  

2. Grow our professional staff to counteract the competitive employment 
market 

3. Develop leadership, innovation and people skills; harnessing creativity 
and ideas supporting staff with the right skills 

4. Support staff to live the values of NWSSP 
5. Continue to  refocus the culture of the organisation around continuous 

improvement and customer service  
6. Further develop the emotional Well-being support programme  
7. Develop and implement an action plan based on the 2016 national 

staff survey outcomes  
8. Ensure staff are supported through change management working with 

our Local Partnership Forum and trade union colleagues  
9. Continue the rollout of a robust performance management and 

appraisal system 

SO4 Excellence 
To develop an organisation that deliver process excellence 
through a focus on continuous service improvement 
automation and the use of technology 

1. Strive for organisational excellence  
2. Ongoing standardisation, modernisation and automation through the  

‘Once for Wales’ principles 
3. Continue refinement of Key Performance Indicators in partnership with 

customers  
4. Use our All Wales performance data to highlight improvement 

opportunities  
5. Work in partnership with Directors of Finance and Workforce to drive 

excellence in systems and procedures: initial priorities  to improve 
further performance in our processes are: 
• Purchase to Pay 
• Hire to Retire  
• Record to Report 

6. Continue our investment in technology driving efficiency and quality 
improvements, including:  
• e-Workforce solutions  
• Service user contact management systems 
• Cleric (HCS delivery tracking) 
• Intelligent document scanning 
• Temperature controlled boxes  
• Improved legal case management system 
• Robotic Process Automation  
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7. Take full advantage of larger regional centres of excellence for  
resilience, efficiency, standardisation and collaboration  

SO5 Service Development 
To develop and extend the range of high quality services 
provided to NHS Wales and the wider public sector 

1. Engage with customers to define needs for new service areas; foster 
best practice and innovation 

2. Provide new shared services to NHS Wales and the wider public sector; 
possible areas include: 
• Laundry  
• Welsh language hub 
• Putting things right 
• Single lead employer 
• Occupational Health  
• National Clinical Assessment Service 

3. Extend our services support and enable sustainable systems in the 
Primary Care sector, examples of service areas include: 
• PMCAT 
• Patient medication record service 
• Payroll 
• Recruitment 
• Procurement 

4. Act as an enabler for NHS Wales and support the implementation of 
the recommendations of the Jenkins review of the NHS Wales 
workforce 
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Appendix 2 – Workshop 1 Exercise - SMT Well-being of Future Generations Workshop 

A prosperous 
Wales 

A resilient Wales A healthier Wales A more equal 
Wales 

A Wales of cohesive 
communities 

A Wales of 
vibrant culture 

and thriving 
Welsh Language 

A globally 
responsible Wales

1 2 3 4 5 6 7 

Our Strategic Objectives  1 2 3 4 5 6 7 Maximum Score 

SO1 Value for Money: To develop a highly efficient and effective shared services organisation which delivers real 
term savings and service quality benefits to its customers 

5 1 2 2 1 3 2 5 

SO2 Customers: To develop an open and transparent customer focussed culture that supports the delivery of 
high quality services 

3 2 0 1 3 1 2 5 

SO3 Staff: To have an appropriately skilled, productive, engaged and healthy workforce resourced to meet 
service needs 

4 2 5 4 2 4 0 5 

SO4 Excellence: To develop an organisation that deliver process excellence through a focus on continuous 
service improvement automation and the use of technology 

4 2 1 1 0 1 1 5 

SO5 Service Development: To develop and extend the range of high quality services provided to NHS Wales and 
the wider public sector 

4 3 1 1 0 1 1 5 

Our Overarching Goals 1 2 3 4 5 6 7 Maximum Score 

OG1 We will support NHS Wales to improve quality of patient care and the quality of the employment experience 
through continuous improvement and innovation 

4 2 5 3 1 1 0 5 

OG2 We will add value as exemplars of good practice and use our skills and expertise to help NHS Wales tackle 
key issues 

5 1 3 1 2 1 2 5 

OG3 We will develop partnerships and provide services with other public sector organisations to provide mutual 
benefit 

2 1 2 1 3 0 0 5 

OG4 We will continue to enhance and improve the quality of all of our services, driving forward the benefits and 
principles of prudent healthcare 

4 3 5 5 2 1 1 5 

OG5 We will maximise efficiency, effectiveness and value for money through system leadership and a ‘Once For 
Wales’ approach 

4 3 2 5 2 0 0 5 

OG6 We will help NHS Wales deliver their key strategic objectives and continue to support health bodies in the 
delivery of their efficiency programme to maximise value 

5 3 4 4 2 2 3 5 

OG7 We will ensure business continuity offering a consistency of service across Wales as we further develop 
existing and additional service areas and our staff 

3 4 2 3 0 0 0 5 

OG8 We will continue to develop and strengthen communications, partnerships and engagement with our staff 
and our partners to ensure we address their priorities and needs 

3 1 3 4 1 0 0 5 

OG9 We will use our resources effectively to address additional service pressures and demand whilst maintaining 
a balanced financial plan 

5 3 3 3 0 0 0 5 

Total Score per Well-being Goal: 55 31 38 38 19 15 12 Maximum Score 
per Goal: 70

Well-being Goal Correlation Popularity: Score Well-being Goal Correlation Popularity: Score 

1 A Prosperous Wales 55 5 A Wales of Cohesive Communities 19 

2 A Resilient Wales 31 6 A Wales of Vibrant Culture & Thriving Welsh Language 15 

3 A Healthier Wales 38 7 A Globally Responsible Wales 12 

4 A More Equal Wales 38 
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Appendix 3 – Workshop 2 Exercise  

SMT Well-being of Future Generations Workshop 

A prosperous Wales A resilient Wales A healthier Wales A more equal Wales A Wales of cohesive 
communities 

A Wales of vibrant 
culture and 

thriving Welsh 
Language 

A globally 
responsible Wales 

1 2 3 4 5 6 7 

Well-being Objectives 1 2 3 4 5 6 7 

Group 1 To promote consistency of service across Wales, by engagement with stakeholders whilst respecting local needs and 
requirements. 
-SLAs -IMTP –Customer Newsletter –General Communications –Internal KPIs –Transient workforce.  

X X X 

Group 1 Provide opportunities and empower staff to benchmark their skills against similar services across the sectors. 
-Identify opportunities, help to instil, share best practice. 

X X X X 

Group 1 Extend the scope of NWSSP’s services into other areas of NHS Wales and the wider public sector in order to drive VFM, 
consistency of approach and innovation, for the benefit of the people of Wales. 

X X X X 

Group 2* Develop and maintain a highly skilled workforce to drive service improvement. 
Focus on: Staff/Equal

X X X 

Group 2* Promote and support a diverse cultural heritage of modern Wales. 
Focus on: Social/Cultural

X X X 

Group 2 Deliver bold solutions to the environmental challenges posed by our activities. 
Focus on: Environment

X X X 

Group 2 Work in collaboration to develop strategic partnerships with key stakeholders to support a healthier population. 
Focus on: Health

X X X 

Group 2 Continually drive forward innovative practices to deliver efficient and effective services to customers. 
Focus on: Prosperity/Health/Equal

X X X 

Group 3 Work more with other public sector organisations to assist achieving each of the WBFGA goals X X X X X X 

Group 3 As an employer and service provider, we will continue to standardise, innovate and modernise on our models of service 
delivery. 

X X X X X X 

Group 3 Train, keep, attract and retain a highly skilled and resilient workforce for today and future generations. X X X X X X X 

Group 3 To become an employer of choice, whilst embracing the diverse cultural heritage of Wales Cymru. X X X X X X 

Group 3 Promote and facilitate sustainable and healthy resources and services for our NHS Wales partners. X X X 

Group 4 We will provide a healthy and support workplace that allows staff to maximise their potential. 
-Agile workforce, flexible working, reducing carbon footprint. 
Focus on: Staff 

X X X 

Group 4 Deliver continued efficiencies, direct and indirect savings, re-investment of the Welsh pound back into the economy. 
-Better efficient services that allow more money to go back into patient care. 
Focus on: Value for money 

X X X 

Key – Those columns highlighted in lime green are those which correlate with 

Velindre’s Well-being Objectives.  Those with asterisks incorporate elements of 

Velindre’s Well-being Objectives, but the wording has been amended. 
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Group 4 Innovation measured through productivity, time and finances to further the efficiencies removing risk and adding value. 
Focus on: Innovating 

Group 4 -Customers, how do we support our customers?  Resources efficiently and proportionately focus on front line care, high 
quality services, measuring customer satisfaction with organisational delivery.  Section specifically targets WBFG.  Target 
of customer satisfaction level over 80% in 5 years. 
Focus on: Customer satisfaction 

X 

Group 4 -Communities, Welsh based business, SMEs.  Measure value of Welsh business – target is Procurement and Estates / 
Public Sector White Paper. 
Focus on: Communities / SME / Welsh / Wider public 

X X 

Group 5 Work in partnership to deliver and support world class services that will reduce health inequality and lead to a healthier 
Wales. 

X X X X X 

Group 5 Create new, highly skilled jobs and attract and seek investment by increasing our focus on research, innovation and new 
models of delivery. 

X X X X X X 

Group 5 Deliver bold solutions to the environmental challenges posed by our activities. X X X X X 

Group 5 Demonstrate respect for the diverse cultural heritage of modern Wales. X X X X 

Group 5 Strengthen the National reputation of NWSSP as a centre of excellence, influencing innovation, modernisation and 
consistency, delivering on and enabling high quality. 

X X X 

Total Score per Well-being Goal: 20 12 14 15 11 6 8 

Well-being Goal Correlation Popularity: Score 

1 A Prosperous Wales 20 

2 A Resilient Wales 12 

3 A Healthier Wales 14 

4 A More Equal Wales 15 

5 A Wales of Cohesive Communities 11 

6 A Wales of Vibrant Culture & Thriving Welsh Language 6 

7 A Globally Responsible Wales 8 
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 Appendix 4 - Well-being Objectives “SWOT” Analysis  

How We Will Achieve Our Goals

Well-being Objective 1: To promote consistency of service across 
Wales by engagement with stakeholders whilst respecting local 

needs and requirements.  

Strengths Weaknesses 

• Integrated Medium Term Plan 
(IMTP) 

• Procurement  
• Partnership Committee (SSPC) 

are involved in decision making 
• Peer Review Group 
• Director Quarterly Review 
• Corporate Risk Register 

o Partnership Committee 
(SSPC)  

o Audit Committee 
o Senior Management Team 
o

• Integrated approach on Well-
being Goals, we only have the 
Integrated Medium Term Plan 
(IMTP), Partnership Committee 
(SSPC) front cover and 
Integrated Impact Assessments 
(IIA).   

• Non-statutory hosted 
organisation 

• Not included within WBFGA 
stakeholder list; therefore no 
involvement with Public Service 
Boards (PSBs). 

Opportunities Threats 

• Get NWSSP into Health Boards & 
Trust’s Integrated Medium Term 
Plan (IMTP) and focus on service 
delivery and WBFG. 

• Service Level Agreements 
(SLAs) 

• Social Services Well-being Act 
2014  

• Broader Public Sector 
• Resources 
• WBFG Group 
• Service Delivery Plans 
• Integrated Medium Term Plan 

(IMTP) 

• Communications - if Health 
Boards & Trusts don’t alert us to 
issues 

• Resource – need continuous 
dialogue (e.g. Customer Account 
Manager / on quality of service) 

• WBFG Co-ordinator 
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How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• SSPC meetings / Audit 
Committee meetings 

• Horizon scanning days 
• Peer group feedback 
• IMTP review and reflection 
• Annual Review document 
• Customer satisfaction surveys 
• Benchmarking data 
• Managing Director/Chair Board 

meetings 
• Service Level Agreements 

(SLAs) 
• Improved customer satisfaction 

rates 
• Feedback from SSPC meetings / 

Audit Committee 
• Key Performance Indicators 

(KPIs) 
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Well-being Objective 2: Extend the scope of NWSSP’s services 
into other areas of NHS Wales and wider public sector in order to 
drive value for money, consistency of approach and innovation 

for the benefit of the people of Wales. 

Strengths Weaknesses 

• Integrated Medium Term Plan 
(IMTP) 

• Partnership Committee (SSPC) 
extension of services 

• Discussion on IT 
• Project management 

methodology (e.g. Laundry 
Project Group/Risk Log) 

o

• Integrated Medium Term Plan 
(IMTP) 

• only focuses on mid-term (3 
years) 

• Need to have more involvement 
with Health Boards and Trusts 

o Peer Review 
o

Opportunities Threats 

• Horizon Scanning Days 
• Integrated Medium Term Plan 

(IMTP) 
• Planning Days 
• Integrated Medium Term Plan 

(IMTP) 
• Peer Review Days with Health 

Boards  
• Local Government Reform / 

White Paper 
• Annual Review performance to 

date 
• Benchmarking 

• Velindre Establishment Order 
• Resource to meet demand and 

expectation 
• Policy change (e.g. Terms & 

Conditions) 

How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Extension of Service Reports 
o Partnership Committee 

(SSPC) and Velindre Board
• Customer feedback 
• Improved Key Performance 

Indicators (KPIs) 
• Recognition – Local Government 

Reform / White Paper 
• Reduced costs and value for 

money 
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Well-being Objective 3: As an employer and service provider, we 
will continue to standardise, innovate and modernise our models 

of service delivery, to achieve the WBFGA goals. 

Strengths Weaknesses 

• Integrated Medium Term Plan 
(IMTP) 

• Procurement 
• Electronic Staff Record (ESR) 
• Internal Audit 
• Employment Services 
• TRAC  
• LIFT Programme 
• Welsh Language 

• Financial resource 

Opportunities Threats 

• Service Level Agreements 
(SLAs) 

• Extension of services 
• Procurement purchasing power 
• Workforce planning  
• Benchmarking 
• Robotic Process Automation 
• Local Government Reform / 

White Paper

• Sustainable resource 
• Velindre Establishment Order 
• Welsh Language  
• Internal software systems 

How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Key Performance Indicators 
(KPIs) 

• Workforce plans 
• Integrated Medium Term Plan 

(IMTP) 
• Staffing models 
• Internal Audit Reports 
• On-boarder / Exit surveys 
• Percentage of Welsh suppliers 

for Procurement 
• Customer feedback 
• Supplier feedback 
• Staff feedback 
• Recruitment feedback 
• Quality Awards feedback 
• Health Board & Trust feedback 
• Welsh Government feedback 
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Well-being Objective 4: To be an employer of choice for today and 
future generations, by attracting, training and retaining a highly 

skilled and resilient workforce who are supported and 
encouraged to maximise their potential. 

Strengths Weaknesses 

• Workforce plans 
• Integrated Medium Term Plan 

(IMTP) 
• Service Delivery Plans  
• Training and development 
• GP Trainees  
• Working with Welsh Government
• Finance Academy  
• Student placements  (e.g. 

Network 75) 
• LIFT Programme 
• NWSSP brand - “World Class” 
• Welsh Language and bilingual 

services 
• Regional locations 
• Procurement suppliers 

o Buy4Wales  
o Local suppliers 

• Attendance at Peer Groups 
• TRAC / NHS Jobs 
• Training and development 
• LIFT programme 
• Student Placements (e.g. 

Network 75) 
• Finance Academy 
• Corporate Health Standard 
• Health & Care Standards 
• Health & Safety policies 
• Flexible working policy 
• PADRs (Personal Appraisal 

Development Reviews) 
• Welsh Language courses 
• Occupational health facilities 
• Accommodation strategy (e.g. 

Matrix house) 
• Counselling service 
• ISO14001 and the environment 

• Only 3 year Workforce planning 
• Welsh speaking staff 
• Knowledge management 
• Welsh Language resource 
• Energy monitoring at regional 

sites 
• Carbon reduction calculations 
• Waste calculations 
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• Team meetings 
• HSG65 
• Staff awards 
• Long service recognition 
• Staff surveys 
• Cycle to work 
• Salary sacrifice 
• NHS Fleet cars
• NHS discounts

Opportunities Threats 

• Health Education Wales (WEDS) 
• Succession planning for NHS 

Wales Group 
• Integrated Impact Assessment 

(IIA) 
• On-boarder /  Exit interviews 
• Local Government Reform / 

White Paper 
• Welsh Language Hub 

(Localisation) 
• In Partnership magazine 
• NHS Careers website 
• Staff retention rates 
• Staff Travel Survey 

• Workforce plans 
• Agenda 4 Change - 

recruitment/salary issues 
• Financial resource 
• Aging workforce and aging 

demographic 
• Brexit 
• Stress in the workplace 
• Seasonal staff absence 

How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Key Performance Indicators 
(KPIs) for staff retention 

• Events attended 
• GP Trainees appointed 
• Nursing conversion and attrition 

rates 
• Integrated Medium Term Plan 

(IMTP) 
• DWODs meetings (Director of 

Workforce & Organisational 
Development) 

• Joint marketing campaigns with 
Welsh Government 

• NHS Jobs / TRAC data 
• On-boarder / Exit interviews 
• Number of Welsh-essential posts
• Training Evaluation 

Questionnaires  
• Number of LIFT placements in 

permanent roles 
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• Staff Survey Results 
• PADRs 
• Workforce Key Performance 

Indicators (KPIs) 
• Number of job applications 

received 
• Number of jobs advertised in 

welsh 
• Number of jobs advertised as 

welsh essential 
• Number of interview conducted 

in welsh 
• Welsh Language training for new 

staff 
• Corporate induction 
• Other training 
• Core Skills Training Framework 
• Statutory & Mandatory Training 

Modules 
• PADRs 
• Figures/statistics from 

TRAC/NHS Jobs 
• Statistics for number of job 

applications received 
• Statistics for number of jobs 

advertised in welsh 
• Statistics for number of jobs 

advertised as Welsh-essential 
• Statistics for number of 

interviews conducted in Welsh 
• Staff turnover  
• Stress related incidents 
• Sickness absence 
• Rhannu 
• Annual Review 
• ISO14001 accreditation 
• HPMA Awards (Healthcare 

People Management Association)
• Wales Quality Awards feedback 
• Health & Safety Annual Report 
• Sustainability Report 
• Quarterly Health & Safety 

Reports 
• Quarterly ISO14001 Reports 
• Training Evaluation and Surveys 
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Well-being Objective 5: Deliver continued efficiencies, direct and 
indirect savings, re-investment of the Welsh pound back into the 

economy. 

Strengths Weaknesses 

• Procurement processes –  
o Buy4Wales 
o Sell2Wales 

• Procurement Risk Assessments  
o Sustainability 

• Welsh Risk Pool 
• Savings re-invested into NWSSP 
• Standing financial instructions 
• TRAC / NHS Jobs 
• Specialist Estates Services 

• Resource and capacity 

Opportunities Threats 

• Extension of services 
• Local Government Reform / 

White Paper 
• Capital Funding 
• Benchmarking (NHS England) 
• Robotic Process Automation 
• Finance Academy 
• National Procurement Service 

(NPS) 

• Velindre Establishment Order 
• Single Tender Action 
• National Procurement Service 

(NPS) 

How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Financial Reports 
• Procurement Reports 
• Number of Welsh suppliers used 
• Feedback from Health Boards an 

Trusts 
• Benchmark with National 

Procurement Service (NPS) 
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Well-being Objective 6: Provide excellent customer service by 
ensuring that resources are efficiently and proportionately 

focused on front line are and high quality services. 

Strengths Weaknesses 

• Vision, Values & Mission 
• Customer Charter 
• Customer Surveys 
• Key Performance Indicators 

(KPIs) 
• Integrated Medium Term Plan 

(IMTP) 
• Annual Review 
• Service Level Agreements 

(SLAs) 
• Welsh Language mystery 

customers 
• Prudent Healthcare Principles 

• No established percentage of 
customer satisfaction target 
identified for NWSSP as a whole 

Opportunities Threats 

• Benchmarking with others 
• Service Level Agreements 

(SLAs) 
• Wales Quality Centre Awards 
• Local Government Reform / 

White Paper 

Velindre Establishment Order 

How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Customer feedback 
• Key Performance Indicators 

(KPIs) 
• Service Level Agreements 

(SLAs) 
• Quarterly meetings 
• Neil Frow & Margaret Foster 

attending Board meetings 
• Peer Review meetings 
• Horizon scanning event 
• Partnership Committee (SSPC) 
• Audit Committee (SSAC) 
• Internal Audit Reports 
• Staff survey 
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Well-being Objective 7: Work in partnership to deliver and 
support world class services that will reduce health inequality 

and lead to a healthier Wales. 

Strengths Weaknesses 

• Collaboration 
• Integrated Medium Term Plan 

(IMTP) 
• Service Level Agreements 

(SLAs) 
• Welsh Risk Pool 
• Partnership Committee (SSPC) 
• Team Wales 
• NIMB (National [Ind] Members 

Board) 
• Dofs (Director of Finance) 
• DWODs (Director of Workforce & 

Organisational Development) 
• ADoPs (Assistant Director of 

Procurement) 
• Board Secretaries Group 
• Universities 
• GP surgeries 
• Opticians 
• Welsh Language Group 
• Health Courier Services (HCS) 
• PMCAT (Primary Medical Care 

Advisory Team) 
• SMTL (Surgical Material Testing 

Laboratory) 
• Technology Enabled Learning 

(TEL) 
• Electronic Staff Record (ESR) 

Enhanced 
• Purchase2Pay (P2P) 
• Hire2Retire 

• Resource and capacity 

Opportunities Threats 

Health Education Wales (WEDS) 
Welsh Language Hub 
Laundry Review 
Welsh Risk Pool 

• Communication and engagement 
beyond Partnership Committee 
(SSPC) 
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How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Customer feedback 
• Service Level Agreements 

(SLAs) 
• Integrated Medium Term Plan 

(IMTP) 
• Annual Review 
• Quarterly meetings 
• Partnership Committee (SSPC) 
• External feedback 
• Welsh Language Monitoring 

Report 
• Health & Safety Report 
• Wales Quality Centre Reports 
• Key Performance Indicators 

(KPIs) 
• Financial savings 
• Energy savings 
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Well-being Objective 8: Strengthen the National and 
International reputation as a centre for excellence, influencing 
innovation, modernisation and consistency, delivering on and 

enabling high quality services. 

Strengths Weaknesses 

• Integrated Medium Term Plan 
(IMTP) 

• Recognition – Local Government 
Reform / White Paper 

• Benchmarking 
• Vision, Mission & Values 
• Robotic Process Automation 
• Savings and re-investment 
• Corporate branding 
• Extension of services 
• Value for money and efficiency 
• Technology Enabled Learning 

(TEL) 
• Electronic Staff Record (ESR) 

Enhanced  
• Purchase2Pay (P2P) 
• Hire2Retire

• Capacity for innovation 
• Business Continuity Planning 

(BCP) 

Opportunities Threats 

• Welsh Language Hub 
• HPMA Awards 
• Local Government Reform / 

White Paper 
• Extension of services 

• Accounts payable 
• NHAIS (National Health 

Authority Information System) 
• Student bursaries 
• Knowledge management 
• Velindre Establishment Order 

How we will measure our 

progress; considering how much

we have done, how well we have 

done it and whether anyone has 

benefitted as a consequence: 

• Integrated Medium Term Plan 
(IMTP) 

• feedback 
• Benchmarking 
• Wales Quality Awards feedback 
• Risk Register 
• Assurance Framework 
• Awards 
• Annual Review 
• Press releases 
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Appendix 5 
*Statistics obtained from Office of National Statistics, Census Data for Wales 2011* 

*Percentages will not round up to 100% in every case, as respondents are able to choose more than one option* 

Population of Wales by Ethnicity Group 

All Wales 
Figures 

Aneurin 
Bevan 
Health 
Board 

Abertawe 
Bro 

Morgannwg 
University 

Health 
Board 

Betsi 
Cadwaladr 
University 

Health 
Board 

Cardiff & 
Vale 

University 
Health 
Board 

Cwm 
Taf 

Health 
Board

Hywel 
Dda 

Health 
Board

Powys 
Local 

Health 
Board

Ethnicity Group 
Population

Percentage Per Ethnicity Group 
3063456 

White; English/Welsh/Scottish/Northern Irish/British 
2855450 94.9 94.8 95.2 87.4 95.5 94.7 96.1 

White; Irish 
14086 0.3 0.4 0.6 0.6 0.2 0.6 0.4 

White; Gypsy or Irish Traveller 
2785 0.1 0.0 0.1 0.1 0.1 0.2 0.1 

White; Other White 
55932 1.2 1.4 1.8 2.6 1.8 2.1 1.8 

Mixed/Multiple Ethnic Groups; White and Black Caribbean 
11099 0.4 0.2 0.3 0.8 0.3 0.2 0.2 

Mixed/Multiple Ethnic Groups; White and Black African 
4424 0.1 0.1 0.1 0.4 0.1 0.1 0.1 

Mixed/Multiple Ethnic Groups; White and Asian 
9019 0.3 0.2 0.3 0.5 0.3 0.2 0.2 

Mixed/Multiple Ethnic Groups; Other Mixed 
6979 0.2 0.2 0.2 0.5 0.2 0.2 0.1 

Asian/Asian British; Indian 
17256 0.4 0.3 0.3 1.4 0.3 0.4 0.1 

Asian/Asian British; Pakistani 
12229 0.5 0.1 0.1 1.0 0.1 0.1 0.0 

Asian/Asian British; Bangladeshi 
10687 0.3 0.4 0.1 0.8 0.1 0.1 0.1 

Asian/Asian British; Chinese 
13638 0.3 0.5 0.4 0.8 0.4 0.3 0.1 

Asian/Asian British; Other Asian 
16318 0.4 0.5 0.4 0.9 0.5 0.4 0.6 

Black/African/Caribbean/Black British; African 
11887 0.3 0.3 0.2 0.8 0.4 0.1 0.0 

Black/African/Caribbean/Black British; Caribbean 
3809 0.1 0.1 0.0 0.3 0.0 0.1 0.1 

Black/African/Caribbean/Black British; Other Black 
2580 0.0 0.0 0.0 0.3 0.0 0.0 0.0 

Other Ethnic Group; Arab 
9615 0.1 0.3 0.2 0.8 0.1 0.1 0.0 

Other Ethnic Group; Any Other Ethnic Group 5663 0.2 0.2 0.1 0.4 0.1 0.1 0.1 
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Appendix 6 

*Statistics obtained from Office of National Statistics, Census Data for Wales 
2011* 

*Percentages will not round up to 100% in every case, as respondents are 
able to choose more than one option* 

Population of Wales by Welsh Speakers 

Local Authorities by Health Boards Population 

Percentage 
of Welsh 
Speakers 

Population of Wales (Usual Residents) 2955841 19.0% 

Aneurin Bevan Health Board 555622 9.6% 

Blaenau Gwent County Borough Council  67348 7.8% 

Caerphilly County Borough Council  171972 11.2% 
Monmouthshire County Council  88609 9.9% 

Newport City Council  139849 9.3% 

Torfaen County Borough Council  87844 9.8% 
Abertawe Bro Morgannwg University 
Health Board 

500978 12.1% 

Neath Port Talbot County Borough Council  135278 15.3% 
City and County of Swansea  231155 11.4% 

Bridgend County Borough Council  134545 9.7% 

Betsi Cadwaladr University Health Board 663808 33.5% 
Conwy County Borough Council  111724 27.4% 

Denbighshire County Council  90527 24.6% 

Flintshire County Council  146940 13.2% 

Gwynedd Council  117789 65.4% 
Isle of Anglesey County Council  67403 57.2% 

Wrexham County Borough Council 129425 12.9% 

Cardiff & Vale University Health Board 454291 11.0% 
Cardiff Council  332273 11.1% 

Vale of Glamorgan Council  122018 10.8% 

Cwm Taf Health Board 282178 10.6% 
Merthyr Tydfil County Borough Council  56623 8.9% 

Rhondda Cynon Taf County Borough Council  225555 12.3% 

Hywel Dda Health Board 369881 36.8% 

Carmarthenshire County Council  177642 43.9% 
Ceredigion County Council  73847 47.3% 

Pembrokeshire County Council  118392 19.2% 

Powys Local Health Board 129083 18.6% 
Powys County Council  129083 18.6% 
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Appendix 7 

*Statistics obtained from Office of National Statistics, Census Data for Wales 
2011* 

*Percentages will not round up to 100% in every case, as respondents are 
able to choose more than one option* 

Population of Wales Aged 65 & Over 

Local Authorities by Health Boards Population 

Percentage 
of People 
Aged 65 & 

Over 

Population of Wales (Usual Residents) 3063456 18.3% 

Aneurin Bevan Health Board 576754 17.9% 
Blaenau Gwent County Borough Council  69814 17.9% 

Caerphilly County Borough Council  178806 16.5% 

Monmouthshire County Council  91323 20.8% 
Newport City Council  145736 16.3% 

Torfaen County Borough Council  91075 18.0% 

Abertawe Bro Morgannwg University 
Health Board 

518013 18.1% 

Neath Port Talbot County Borough Council  139178 17.9% 

City and County of Swansea  239023 17.9% 

Bridgend County Borough Council  139812 18.5% 
Betsi Cadwaladr University Health Board 687937 20.5% 

Conwy County Borough Council  115228 24.4% 

Denbighshire County Council  93734 21.1% 

Flintshire County Council  152506 17.6% 

Gwynedd Council  121874 20.7% 

Isle of Anglesey County Council  69751 22.4% 
Wrexham County Borough Council 134844 17.0% 

Cardiff & Vale University Health Board 472426 15.8% 

Cardiff Council  346090 13.2% 

Vale of Glamorgan Council  126336 18.3% 
Cwm Taf Health Board 293212 16.9% 

Merthyr Tydfil County Borough Council  58802 16.7% 

Rhondda Cynon Taf County Borough Council  234410 17.1% 
Hywel Dda Health Board 382138 21.1% 

Carmarthenshire County Council  183777 20.8% 

Ceredigion County Council  75922 20.8% 
Pembrokeshire County Council  122439 21.8% 

Powys Local Health Board 132976 22.8% 

Powys County Council  132976 22.8% 
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Appendix 8 –Environmental Objectives 2017/2018

1. OBJECTIVE: To reduce our contribution to Climate Change 

TARGET: 3% year on year reduction (2014/15 baseline) 

1.1 Reduce the environmental impact from staff travel, e.g. by increasing the 
use of video conferencing and encouraging car sharing at NWSSP sites, to reduce 
the amount of business miles travelled. 

1.2 We will continually monitor carbon emissions for our fleet vehicles and we 

will endeavour to consider low emission/hybrid vehicles for future vehicle 

replacement programmes. 

1.3 Utilise IT technologies, e.g. Microsoft Lync, a uniformed communication 

platform for desktop video conferencing. 

1.4 Promote energy awareness to staff. 

2. OBJECTIVE: To identify opportunities to improve our efficiency for using 

finite or scarce resources. 

TARGET: to be established 

2.1 By introducing measures to reduce paper usage at NWSSP sites including 

electronic payslips and increased use of scanning. 

3. OBJECTIVE: To minimise waste associated with our activities. 

TARGET: Reduce waste to landfill by 5% year on year from 2014-15 

baseline (Towards Zero Waste Strategy) 

3.1 By continually monitoring and measuring the quantity of waste produced and 

recycled at each NWSSP site, to enable improvement targets to be set. 

4. OBJECTIVE: To support Welsh Government ‘Wales Procurement Policy 

Statement’ and contribute to the UK goal of being among EU leaders in 

sustainable procurement. 

TARGET: Undertake Sustainable Risk Assessments on all contracts with 

value in excess of £25,000. 

4.1 Utilisation of SRAs for all relevant procurement frameworks in excess of 

£25,000. 

4.2 By applying a Community Benefits approach to all procurement.
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an organisation, is to work in a way that improves economic, social, 
environmental and cultural well-being to help us create a Wales that we 
want to live in now and in the future. It is a way of thinking and behaving 
– developing a shared future where we can all work together with a 
shared purpose. Further information on the One Welsh Public Service can 
be found through Academi Wales2. 


1.2 	Who is this guidance for


6.  This guidance is part of a package of guidance for those “public 
bodies” listed in section 6(1) of the Act. The specified public bodies are: 


•	 Local Authorities;


•	 Local Health Boards;


•	 Public Health Wales NHS Trust;


•	 Velindre NHS Trust;


•	 National Park Authorities;


•	 Fire and Rescue Authorities;


•	 Natural Resources Body for Wales (Natural Resources Wales);


•	 the Higher Education Funding Council for Wales;


•	 the Arts Council of Wales;


•	 the Sports Council for Wales (Sport Wales);


•	 the National Library of Wales;


•	 the National Museum of Wales (National Museum Wales);


•	 the Welsh Ministers. 


7.  Those community councils which meet the criteria under section 40 
of the Act are under a separate duty: to take all reasonable steps in their 
areas towards meeting the local objectives set by public services boards, 
in the local well-being plans for their areas. Separate guidance has been 
prepared for the community councils to which the duty in section 40 of 
the Act applies and can be found at SPSF 4, but they will also find this 
guidance of use.


1.	 Introduction


1.1 	Shared purpose


1.  The Well-being of Future Generations (Wales) Act 2015 (‘the Act’)1 
gives a legally-binding common purpose – the seven well-being goals – 
for national government, local government, local health boards and other 
specified public bodies. It details the ways in which specified public bodies 
must work, and work together to improve the well-being of Wales. 


2.  The Act provides for better decision-making by ensuring that those 
public bodies take account of the long-term, help to prevent problems 
occurring or getting worse, take an integrated and collaborative 
approach, and considers and involves people of all ages. This supports 
existing commitments such as the Welsh language, equalities and the UN 
Convention on the Rights of the Child. 


3.  Together, the seven well-being goals and five ways of working 
provided by the Act are designed to support and deliver a public service 
that meets the needs of the present without compromising the ability 
of future generations to meet their own needs. 


4.  This statutory guidance is for public bodies specified in the Act who 
must take this guidance into account when fulfilling their legal duties 
under the Act. This guidance aims to assist you in taking action, and 
communicating the contribution made to the seven well-being goals 
whilst also helping to identify innovative and shared solutions to some of 
the most pressing challenges our communities face. Where you are under 
a legal requirement to do something the guidance will often use the term 
‘must’, so that you are clear that the action(s) has to be done in order 
to comply with the Act. The guidance will also highlight areas which are 
considered best practice, and where actions are encouraged. 


5.  Achieving the well-being goals needs effective leadership in public 
bodies to drive action across Wales. To support this we have developed 
a common set of One Welsh Public Service values and behaviours 
which were launched at the Public Service Summit in November 2015. 
The leadership challenge for each of use, regardless of where we sit in 
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SPS4 – Guidance for community councils on taking reasonable 
steps to contribute to the local well-being plan  


This document contains specific guidance for those community and 
town councils which meet the criteria set out in the Act to comply 
with their duty to take all reasonable steps towards meeting the local 
objectives in the local well-being plan that has effect in its area.


SPSF 1  
Core Guidance


SPSF 2


Individual Role 
(public bodies)


SPSF 3


Collective role 
(public services 


boards)


SPSF 4


Collective role 
(community 


councils)


1.3 	Role of the Welsh Ministers


10.  The Welsh Ministers are listed as one of the public bodies subject 
to the Act. They are therefore under the same well-being duty as the 
other specified public bodies. They also have other responsibilities under 
the Act, namely the duty to publish national indicators and milestones, 
and to publish a periodic Future Trends Report, which will provide 
evidence of progress and future pressures to assist decision makers.


8. In order to be user friendly this guidance has been drafted in a way that 
is designed to assist officials in all public bodies subject to the act. 


9.  The guidance will help you navigate the key parts of the ‘architecture’ 
of the Act (see Diagram 1 below), explaining where you fit in and how 
the parts of the Act work together to drive positive actions for the well-
being of the whole of Wales. The package of guidance is made up of the 
following:


SPSF1 – Core Guidance


This contains guidance to public bodies and public services boards 
on key definitions, how to carry out sustainable development, 
understanding the well-being goals, applying the sustainable 
development principle, an explanation of the individual duties 
(public bodies and public services boards) and collective duties, how 
public bodies fit into the architecture of the Act, and where the key 
changes in organisations are expected to be seen.


SPSF 2 – Guidance on the individual role public bodies have


This contains guidance for all public bodies covered by the Act to help 
public bodies set well-being objectives, publish a well-being statement, 
review well-being objectives and report on progress.


SPSF 3 – Guidance on the collective role through public services 
boards


This contains guidance for public services boards about the exercise 
of their functions, including preparation of an assessment of local  
well-being and a local well-being plan.
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17.  Sustainable development is about acknowledging that there are 
many things that determine a person’s quality of life (their well-being), 
and that these all can broadly be categorised as environmental, economic, 
social and cultural factors. These are captured in the well-being goals. 
This means that improving the quality of our environment, our economy 
and society and culture can improve the well-being of individuals and that 
of Wales as a whole. 


18.  In this way the Act provides a clear definition of sustainable 
development and what well-being means for Wales. In doing so, it means 
that a lack of clarity about these terms can no longer be used as an excuse 
for inaction. 


19.  Further guidance on the well-being goals can be found in Section 5 
in this guidance. 


Well-being of individuals 


20.  It is important to recognise the difference between the well-being 
of Wales, and the well-being of individuals. Sustainable development 
connects the environment in which we live, the economy in which we 
work, the society in which we enjoy and the cultures that we share, 
to people and their quality of life. 


21.  The use of the term ‘well-being’ in the Act and the Social Services 
and Well-being (Wales) Act 20143 (‘the SS&WB Act’) are complementary. 
The meaning of “well-being” in the SS&WB Act applies only for the 
purpose of that Act. “Well-being” in the SS&WB Act is defined in relation 
to a ‘person’, whereas “well-being” in the Act is in relation to our 
economy, society, environment and culture across Wales. 


22.  The SS&WB Act focuses on one sub-set of the population of Wales, 
namely people who need care and support, and carers who need support.


The How: The sustainable development principle 


23.  The sustainable development principle defined by the Act is a 
fundamental part of how public bodies and public services boards must 
now operate. You must act in a manner which seeks to ensure that 
the needs of the present are met without compromising the ability of 


2.	 The fundamentals 


2.1	 Sustainable Development 


11.  This section will help you familiarise yourself with the fundamentals 
of the Act and understand the opportunities and responsibilities you have 
in maximising your contribution to achieving each of the seven well-being 
goals.  


12.  The Act requires you to carry out sustainable development. Section 2 
of the Act defines this as:


“sustainable development” means the process of improving the 
economic, social, environmental and cultural well-being of Wales 
by taking action, in accordance with the sustainable development 
principle, aimed at achieving the well-being goals.


13.  Therefore sustainable development is a way of doing things rather 
than an end in itself. The Act makes it the core principle that guides how 
a public body operates. Carrying out sustainable development does not 
mean that it is an ‘add-on’.  


14.  You must use sustainable development to shape what you already 
do, how you do it, and how you communicate (via reporting) the 
difference you are making to the achievement of the well-being goals. 
These are the three aspects of what you have to do under the Act. 


The What: Well-being of Wales


15.  The Act provides for a shared purpose through seven well-being goals 
for Wales. These well-being goals are indivisible from each other and 
explain what is meant by the well-being of Wales. 


16.  Sustainable development is the process of improving  
well-being. If we do not work to develop sustainably we limit our 
potential to improve the well-being of Wales and therefore the well-being 
of individuals. 







6Shared Purpose: Shared Future 1 – Core Guidance


2.2 How do you fit?: The architecture of the Act 


27.  Diagram 1 provides an illustration of the main parts of the Act 
and how they fit together. This guidance document together with 
guidance documents SPSF 2, 3 and 4 will help you navigate the provisions 
of the Act.


future generations to meet their own needs, by taking account of the 
sustainable development principle.


24.  The principle is made up of five ways of working that public bodies 
are required to take into account when applying sustainable development. 
These are:


•	 Looking to the long term so that we do not compromise the ability 
of future generations to meet their own needs; 


•	 Taking an integrated approach so that public bodies look at all the  
well-being goals in deciding on their well-being objectives; 


•	 Involving a diversity of the population in the decisions that affect 
them;


•	 Working with others in a collaborative way to find shared sustainable 
solutions; 


•	 Understanding the root causes of issues to prevent them from 
occurring. 


25.  Detailed guidance on these can be found in Section 4. 


Communicating: Explaining your proposals and what you 
have done


26.  Communicating what you propose to do and the progress you have 
made is required by the Act. This will also help to improve transparency 
and enable the involvement of the population in the decisions that affect 
them. Detailed guidance on this can be found in Section 8 and in SPSF 2. 


Figure 1 – Central organising principle


Communicate


How


What
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Diagram 1 – The architecture of the Act
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30.  The other duties that apply to individual public bodies are outlined 
in the remainder of this document, with detailed guidance provided 
in SPSF2. 


31.  It is fundamentally important that the requirements of the Act are 
not seen as ‘an additional layer’ to existing activity so that sustainable 
development is embedded into your organisation. For example, the setting 
of well-being objectives should be the primary way in which you set 
well-being objectives; it should not take place in addition to an existing 
process.


32.  In order for public bodies to effectively carry out sustainable 
development the requirements of the Act should be embedded within 
existing corporate processes – for example:


•	 The setting of well-being objectives should take place through 
a corporate planning process, and be reflected in a corporate plan 
(or equivalent).


•	 Reporting on progress toward meeting well-being objectives should 
take place through a corporate reporting process, and be reflected 
in an annual report (or equivalent). 


2.3 Well-being duty


Individual well-being duty on public bodies


28.  Part 2 of the Act places a well-being duty on specified public bodies:


(1) Each public body must carry out sustainable development. 


(2) �The action a public body takes in carrying out sustainable 
development must include – 


     �a) setting and publishing objectives (“well-being objectives”) that 
are designed to maximise its contribution to achieving each of the 
well-being goals, and 


     �b) taking all reasonable steps (in exercising functions) to meet those 
objectives. 


29.  This means that for public bodies the core duty in the Act (the well-
being duty) is that you must set well-being objectives that maximise your 
contribution to achieving the well-being goals. In doing so, you must take 
all reasonable steps to meet those well-being objectives, in accordance 
with the sustainable development principle.


The distinction between ‘objectives’ and ‘steps’


Deciding on your well-being 
objectives – the duty to set  
well-being objectives.


These should be your objectives 
for change over the long term.


Meeting your well-being objectives 
– the duty to take all reasonable 
steps.


These will be the steps you will 
take to achieve your well-being 
objectives. These steps can be 
short, medium or long term 
actions for change. 


These should explain what will 
be done. 
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37.  Diagram 2 (below) explains the main parts of the well-being duty for 
public bodies and for public services boards. Each of the elements of the 
duty is then explained in further detail in SPSF 2 (Individual role – public 
bodies) and SPSF 3 (Collective role – PSBs). 


38.  It also explains how the other parts of the Act relate to public bodies 
and to public services boards. Each of these are explained in further detail 
in this document and, where relevant, in in SPSF 2 (Individual role – public 
bodies) and SPSF 3 (Collective role – PSBs).


Duty on Community Councils


39.  The Act places a duty on certain community and town councils 
to take all reasonable steps towards meeting the local objectives included 
in the local well-being plan that has effect in their areas. If a community 
or town council is subject to the duty, it must publish a report annually 
detailing its progress in meeting the objectives contained in the public 
services board’s local well-being plan.


Collective well-being duty on public services boards


33.  Section 36 of the Act sets out the well-being duty on public services 
boards.


(1) �Each public services board must improve the economic, social, 
environmental and cultural well-being of its area by contributing 
to the achievement of the well-being goals.


(2) �A public services board’s contribution to the achievement of the 
well-being goals must include:


     a) �assessing the state of economic, social, environmental and 
cultural well-being in its area,


     b) �setting objectives (“local objectives”) that are designed to 
maximise its contribution within its area to achieving those  
well-being goals, and


      c) �the taking of all reasonable steps by members of the board 
(in exercising their functions) to meet those objectives.


(3) �Anything a public services board does under this section must be 
done in accordance with the sustainable development principle. 


34.  This means that for each public services board the core duty in the 
Act (the well-being duty) is that it sets well-being objectives in its  
Local Well-being Plan, and these are designed to maximise the public 
services board’s contribution within its area to achieving the well-being 
goals; and takes all reasonable steps, by one or more members of the 
board, to meet the objectives. 


35.  A local well-being plan can include objectives that are also the  
well-being objectives of a public body that is a member of the public 
services board. 


36.  The other duties that apply to public services boards are outlined 
in the remainder of this document, with detailed guidance provided 
in SPSF 3. 
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Diagram 2 – The key parts of the well-being duty for public bodies and for public services boards
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Public bodies
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44.  The intention of both the individual and collective well-being duties 
is not that:


•	 public bodies or public services boards set the well-being objectives 
that are the easiest for them to meet;


•	 public bodies or public services boards “retrofit” their existing  
well-being objectives to meet the requirements of the Act.


45.  In both instances the well-being duty should be seen as an 
opportunity to review and re-think priorities to maximise the contribution 
towards the achievement of the well-being goals. 


46.  Public bodies are reminded that under the Act they are required 
to review their well-being objectives when preparing their annual report 
(Section 13) and. This opportunity to review well-being objectives will 
enable public bodies to align theirs well-being objectives with those of the 
public services board, if a public body so wishes. In addition they have the 
power (under section 9(5)) to review and revise their well-being objectives 
at any point. Further guidance on reviewing well-being objectives can be 
found in SPSF2 and SPSF3. 


2.4 �How the individual and collective duties work 
together 


40.  Some public bodies will be under both the individual well-being 
duty to set well-being objectives and a duty to set local well-being 
objectives in their role as part of a public services board. They are distinct, 
but complementary duties, which mean that public bodies are required 
to think both about what they can achieve themselves and what the 
collective well-being objectives for their area, together with the steps 
they can take to contribute to them. 


41.  These individual and shared well-being objectives, and the steps 
which are proposed to be taken, do not need to be different – a public 
services board’s plan may include well-being objectives which are also 
well-being objectives published under Part 2 by a member of the board.


Timing 


•	 Public bodies set their individual well-being objectives no later than 
the beginning of the financial year following commencement of 
section 9(2) (a) of the Act, namely no later than 1 April 2017.


•	 Public services boards publish local well-being plans setting out their 
local objectives and steps no later than one year after an ordinary local 
government election, the next one being in May 2017.


42.  The Act does not prescribe the nature and type of the well-being 
objectives set and there may be instances where some well-being 
objectives set by public bodies may be included in the local well-being 
plan for the board they are part of, if all the statutory members of that 
board agree. 


43.  Whether the objectives are set out in corporate plans or a local  
well-being plan public bodies must be clear about the steps they intend 
to take, and to be accountable for their action.
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Financial planning 


53.  Section 7 of the Act requires (amongst other things) the publication 
of a statement detailing how a public body proposes to ensure that 
resources are allocated annually for the purpose of taking such steps 
to meet the well-being objectives. Further information on this is available 
in SPSF2. 


54.  Applying the five ways of working to your financial planning will 
address the tendency for short-term priorities and administrative process 
to overtake long-term interests. It is expected that financial planning 
will take account of the five ways of working within the sustainable 
development principle, particularly in terms of delivering for the long term 
and facilitating preventative actions.  


Workforce planning (people)


55.  The cultural change envisaged by the Act, will be supported by 
a workforce with the right skills and support, who will be instrumental 
for the transformation expected. 


56.  Ensuring your workforce is fully engaged in this change, in order to 
adapt to the changing needs of our society, will be a critical success factor. 
It may be helpful for you to consider how your approaches to leadership 
and learning and development take account of the five ways of working. 


57.  It is important for people throughout public bodies to be aware of 
the well-being goals, the ways of working and the well-being duty so that 
it becomes part of how they deliver their work. This may include: 


•	 Board members – in how they set the long term priorities for the 
organisation, review performance and ensure good governance 
of the organisation. 


•	 Senior managers – in how they oversee the design, delivery, quality and 
effectiveness of the organisation’s functions.


•	 Equality and diversity champions – in how they raise awareness and 
build capacity.


3.	 The change needed 


3.1	 Where the change needs to happen 


47.  Applying the five ways of working (the sustainable development 
principle) and considering how you can contribute to all seven of the  
well-being goals will require action across your organisation. 


48.  Taking an outcome based approach is one of the ways that public 
bodies can adapt their business processes in line with the Act. It is about 
how you plan and track delivery, in the context of population level 
outcomes rather than organisational (performance) level outputs. 


49.  Listed below is a core set of activities that are common to the 
corporate governance of public bodies. Applying the requirements 
of the Act to these activities is likely to most effectively secure the type 
of change required. 


Corporate planning 


50.  Public bodies should ensure that corporate planning (and corporate 
plans where relevant) become the mechanism for the setting of well-being 
objectives. Well-being objectives must not be an ‘add-on’ to what drives 
your organisation.


51.  It may be helpful for you to consider where you are in the ‘cycle’ 
of your corporate planning processes (including the implementation 
phase). The right balance should be struck between dealing with short 
term pressures in the context of your priorities for the long term.


52.  Depending on the role of your organisation in relation to public 
services boards, it may be helpful to consider how your corporate 
planning process links to the process of developing local well-being plans.
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62.  There should also be consideration of developing your other assets 
including the skills and experience of the people in your organisation 
(see above). 


Risk management 


63.  There will be long term risks that will affect both the delivery of your 
services but also the communities you are enabling to improve. Use the 
well-being goals and five ways of working to frame what risks you may 
be subject to in the short, medium and long term, and together with the 
steps you will take to ensure they are well managed.


Performance management 


64.  The well-being objectives should frame the ways that a public 
body contributes to the well-being goals and the role of performance 
management is to enable progress to be tracked, analysed, 
and communicated (via reporting). Tools and frameworks will need to 
be adapted by public bodies to measure the extent that this is happening. 


Summary 


65.  You could apply each of the five ways of working to these seven 
core organisational activities, to ensure that the sustainable development 
principle frames how you work. You may wish to look at these as 
part of any ongoing review, or carry out a new review to see if these 
are ‘fit for purpose’. The learning from the Welsh Local Government 
Association’s Early Adopters programme has shown how the use 
of a ‘diagnostic’ tool has enabled Local Authorities to identify the 
opportunities for corporate change.


•	 Human resources staff – in how they build the ways of working into 
employment policies and procedures.


•	 Policy makers – in how they use the well-being goals to frame their 
thinking and the ways of working to guide the policy making process.


•	 Communications staff – in how they ensure that the well-being goals 
and the actions of the public body are communicated. 


•	 Procurement staff – in how they build the well-being goals and ways 
of working into the organisation’s relationship with suppliers. 


Procurement 


58.  The role of procurement will be an important part of how a public 
body allocates resources under the Act. It is expected that public bodies 
comply with their existing legal obligations in relation to procurement 
and that they also apply the Wales Procurement Policy Statement4. 
This policy adopts the Sustainable Procurement Task Force’s definition 
of sustainable procurement: 


   �“the process whereby organisations meet their needs for good, 
services, works and utilities in a way that achieves value for 
money on a whole life basis in terms of generation benefits 
to the organisation, but also to society and the economy, 
whilst minimising damage to the environment”. 


59.  This sets out the procurement practices and the specific actions 
expected of every public sector organisation in Wales.


60.  Your approach to procurement could also be an opportunity to 
encourage other organisations to contribute to the well-being goals.


Assets 


61.  The Act will enable public bodies to strengthen arrangements for 
the effective management of their assets. In terms of the management 
of physical assets and facilities this should mean that that they can be 
used for the benefit of our communities; enabling them to be used 
over the long-term with safeguards in place for their retention at the 
community level. 
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70.  There may have been some weaknesses in how organisations have 
taken account of the long term in the past, including:


•	 Priority setting that only focuses on the short term (3-5 years ahead);


•	 Consideration of issues that only relate to immediate (short term) risks;


•	 Reluctance to consider the long term due to uncertainty about 
organisational resources and/or future trends.


How it can be done


How to take account of the long term


Approaches that public bodies and public services boards should 
take as part of responding to the Act include: 


✓  Corporate planning


Whilst you will still need to take action in the short term, ensure that 
these also take account of the medium and long term.


A key challenge may be uncertainty about financial resources available 
in the long term. Consider taking account of your likely financial 
resources when considering your priorities for the long term. 


✓  Evidence and understanding


Ensure that you understand the potential long term effects of your 
decisions (positive effects and detrimental effects).


The Future Trends Report will be a useful source of information to help 
you understand the long term drivers affecting the well-being of Wales 
and the communities you serve.


4.	 Working in a sustainable way 


4.1 	Looking to the long term


What is the requirement?


66.  Section 5 of the Act states: 


A public body must take account of …


(a)  �The importance of balancing short term needs with the need to 
safeguard the ability to meet long term needs, especially where 
things done to meet short term needs may have detrimental long 
term effect.


Why we need to work in this way


67.  The intended effect of the long term requirement is that you are 
aware of, and address, the well-being of current and future generations 
whilst addressing the needs of the people you currently serve. 


68.  The Act does not prescribe the time period meant by long term 
because this will depend on the context within which a decision is being 
made. A useful reference point is that a generation is considered to be 
about 25 years. It is therefore expected that public bodies and public 
services boards will look at least 10 years ahead, although best practice 
would be to look 25 years ahead. In some contexts it will be longer. 


69.  It is worth noting that there are different understandings of long term 
in relation to different issues. For example, in relation to the sustainable 
management of natural resources taking account of the short, medium 
and long term consequences of action needs to consider time lags and 
feedback times for ecosystems to respond to any interventions5. 
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4.2	 Taking an integrated approach


What is the requirement?


71.  Section 5 of the Act states: 


A public body must take account of …


(b)  The need to take an integrated approach, by considering how –


      i.  �The body’s well-being objectives may impact upon each of the 
well-being goals.


      ii. �The body’s well-being objectives may impact upon each other 
or upon other public bodies’ objectives, in particular where steps 
taken by the body may contribute to meeting one objective but 
may be detrimental to meeting another.


72.  You will need to be able to demonstrate that you have considered 
the three distinct parts to an integrated approach. 


•	 Impact on ALL the well-being goals – The first concerns how the  
well-being objectives you set impact upon each of the well-being goals. 
Section 5 provides further guidance on this, but you must show that all 
the seven well-being goals have been considered. 


•	 The second concerns whether you can show that the well-being 
objectives you are setting make sense as a complete set. If potential 
conflicts are identified, you should seek to resolve, manage and 
mitigate them. 


•	 The third part of taking an integrated approach concerns how the  
well-being objectives you set and steps you then take may impact upon 
the well-being objectives of another organisation. 


73.  It will be for you to decide how to justify that the above parts of this 
way of working have been dealt with.


✓  Risk management and preparing for the future


In looking to the future public bodies have to deal with uncertainty. 
This involves understanding present needs, considering future needs 
and how these will change what you do. Ensure that your approach 
to risk management includes long term risks and challenges.


You could use the well-being goals to frame discussion of what risks 
you could face in the short, medium and long term. 


✓  Service planning


Consider the long term role of the services you provide as well as what 
they deliver for your current service users. 
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✓  Governance


Ensure that your governance structures enable different parts of the 
organisation to work together on setting well-being objectives and 
taking all reasonable steps to meet well-being objectives. 


✓  Impact assessments


If you are required to undertake any impact assessments (either 
statutory or non-statutory) you should look to integrate these with 
consideration of your contribution to the well-being goals. This will 
be particularly important in understanding whether the steps you are 
going to take to deliver your well-being objectives do not conflict with 
one another and therefore limit the achievement of your objectives. 


✓  Performance management


Consider how performance management could reflect the contribution 
being made to all of the well-being goals. 


✓  Integrated reporting


The Act provides opportunities to find better ways to communicate 
the steps you have taken and your contribution to the well-being 
goals. 


Integration + Collaboration


Having arrangements in place so that bodies are able to discuss and 
assess whether there is an implication, or opportunities arising from 
your prioritisation process (objective setting). Having this in place at the 
earliest opportunity is encouraged. This does not necessarily have to 
be new arrangements if discussions between public bodies are already 
in place. 


Why we need to work in this way


74.  The purpose of taking an integrated approach is to ensure that you 
recognise the interdependence that exists between the seven well-being 
goals and on your well-being objectives. Only an approach that makes 
the connections between, and effectively integrates economic, social, 
environmental and cultural challenges, will maximise each public body’s 
contribution to achieving the well-being goals. This can also identify 
opportunities to simplify arrangements.


75.  There may have been some weaknesses in how organisations have 
failed to take an integrated approach to date which can result in:


•	 Silo working – focusing on specific issues without awareness of their 
connections with other issues. 


•	 One part of an organisation making decisions which considers the 
impacts that negatively impact on another area of the organisation 
or wider public sector.


•	 Looking at impacts separately and at different times (in particular when 
carrying out impact assessments). 


76.  Integrated thinking will support an integrated approach to impacts 
and reporting (see section 8 below).


How it can be done 


Approaches that public bodies and public services boards should 
take as part of responding to the Act include: 


✓  Evidence and understanding


Undertake the exercise outlined in Table 1 in Section 5.2 to understand 
your current and potential contribution to the seven well-being goals. 


✓  Corporate planning


Consider how your well-being objectives impact on one another 
and on the well-being objectives of other organisations. 
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population and protected characteristics will enable you to understand 
the diversity of the population, as well as other related data. 


How it can be done 


80.  It is vital to factor people’s needs, ensuring the engagement is 
meaningful and effective. As a result there is considerable variety in how 
public bodies work with communities across Wales. It would therefore 
be unhelpful to prescribe one particular model of involvement. Whilst it 
is not a requirement under the Act, the Welsh Ministers would strongly 
encourage public bodies to apply: 


     A.  The National Principles for Public Engagement6. 


     B.  �The National Participation Standards for Children  
and Young People7. 


Approaches that public bodies and public services boards should 
take as part of responding to the Act include:  


✓  Evidence and understanding


Understand the diversity of the population you serve. At the local level 
this could be addressed through the assessment of local well-being, 
please see SPSF 3. 


✓  Corporate planning


Provide opportunities for a diverse range of people and communities 
to influence decisions about priorities (well-being objectives). 


✓  Service planning and delivery


Involve people and communities in decisions which may change the 
services you provide to them.


✓  Management of assets


Involve people and communities in decisions about the management 
of assets, so they can be used for the benefit of communities. 


4.3	 Involving people


What is the requirement?


77.  Section 5 of the Act states: 


A public body must take account of …


(b)  �the importance of involving other persons with an interest in 
achieving the well-being goals and of ensuring those persons 
reflect the diversity of the population of –


      i.  �Wales (where the body exercises functions in relation to the 
whole of Wales), or;


      ii. �The part of Wales in relation to which the body exercises 
functions.


Why we need to work in this way


78.  Effective involvement of people and communities is at the heart 
of improving well-being currently and in the future. It recognises the 
importance of involving people in decisions that affect them. This builds 
on the Citizen-Centred Governance Principles, National Principles for 
Public engagement and the National Participation Standards for Children 
and Young People. Within the existing legislative context, for the most 
part, there are already specific provisions for community and citizen 
engagement and consultation on certain activities carried out by 
organisations.


79.  The Act is clear that you must ensure that the people you involve 
reflect the diversity of the population that you serve. This entails involving 
the people and communities whose well-being you are seeking to 
improve. The sustainable development principle recognises both the 
needs of current and future generations. Future generations should not 
be interpreted as covering one part of the population from the outset; 
it means the people born and living at the same time and includes 
Children and Young People, and Older People. Data on demography, 
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Persons with protected characteristics  


84.  Under the Equality Act 2010 there are 9 protected groups. These are:  


Age
Gender 


reassignment
Disability


Pregnancy and 
maternity


Sexual 
orientation


Religion or 
belief


Race Sex
Marriage 
and Civil 


Partnership


85.  Under the Equality Act 2010 (Statutory Duties) (Wales) Regulations 
2011, specified authorities are required to involve people who it considers 
represent the interests of one or more of the protected groups. It may also 
involve or consult other people as it considered appropriate.  


86.  In your well-being statement and annual report you may outline 
how these groups have been involved in the setting of, and achievement 
of well-being objectives. Consideration can be given to addressing the 
barriers that people may experience. You are encouraged to build on your 
actions under these duties when taking into account the importance of 
involving people. 


Planning your involvement (well-being statement)


87.  An important success factor for sustainable development is to obtain 
greater consensus and strengthen community involvement in both 
deciding on priorities, and on delivery. The Act therefore provides the 
opportunity to rethink how people are involved. 


81.  Setting and achieving your well-being objectives can be a multi-
stakeholder process, involving civil society, business, and representatives 
from academia and science. An inclusive approach to achieving the  
well-being goals is strongly encouraged, in particular by involving children, 
young people and older people. Structured stakeholder discussions can 
assist in the development of the well-being objectives and decisions on 
what steps to take so that there is an iterative dialogue and consensus 
building with stakeholders.


Civil society 
organisations


Non-governmental organisations, volunteer 
organisations, faith-based organisations, 
social movements and community-based 
organisations.


Business Business leaders, chambers of commerce 
and industry, cooperatives and unions.


Academic 
institutions


Universities, technical institutions,  
research centres etc.


Public bodies Bodies subject to the Act, other public bodies, 
including 'invited participants'


People Children and young people, and older people.
Persons with protected characteristics 
Protected groups.


Diversity of the population


82.  You are required to take account of the importance of involving 
persons with an interest in achieving the well-being goals and importance 
of ensuring those persons reflect the diversity of the population in the 
area in which you exercise your functions. 


83.  You should consider the profile of the people you serve (at whichever 
level is appropriate), identifying relevant sections and representative 
groups. To do this, you should be able to collect or draw on diversity data 
to analyse whether the people you involve reflect the area. 
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4.4	 Collaborating with others


What is the requirement?


91.  Section 5 of the Act states: 


A public body must take account of …


(d)  �How acting in collaboration with any other person (or how 
different parts of the body acting together) could assist the body 
to meet its well-being objectives, or assist another body to meet 
its objectives.


Why we need to work in this way


92.  No single organisation is accountable for improving the economic, 
social, environmental and cultural well-being of Wales. 


93.  The purpose of taking a collaborative approach is to recognise the 
different roles that public bodies play in tackling long-term challenges, 
and to ensure actions by public bodies are complimentary therefore 
maximising their collective impact. 


94.  Whilst the Act establishes public services boards as a statutory 
mechanism for collaboration on a local authority level, public bodies 
are also expected to find opportunities to collaborate directly with one 
another, in addition to any involvement with public services boards. 


95.  Collaboration with other organisations (particularly in the private 
and third sectors) may also help you contribute to the well-being goals. 
You should consider how the arrangements you put in place with these 
organisations could encourage them to contribute to the goals and take 
account of the five ways of working. For example, if you are procuring 
a service from another organisation, there could be opportunities to 
build in consideration of the well-being goals or ways of working into 
specifications and contracts.


88.  Within the well-being statement, you are required to explain how 
you propose to involve other persons with an interest in achieving the 
well-being goals and ensure that those persons reflect the diversity of the 
population. The content of the statement should include the following:


     A.  How and when will people be involved?


     B.  What will they be involved in? 


     C.  Who will be involved? 


     D.  What resources are needed to deliver the involvement?


     E.  How will feedback be given to people who were involved?


89.  There is no single right answer to these questions. Your approach 
must reflect your local circumstances (including Welsh Language), 
the limits of the resources you have, and what action to involve people 
can achieve. It will be important to manage expectations. When explaining 
how you will involve people consideration should be given to how this 
information can assist people and communities to be involved. It should 
be clear to people how and when they can be involved. 


90.  Establishing stakeholder groups, panels or other forums for 
discussions can be one way of achieving structured discussions, 
as well as opportunities to engage directly with the people affected by 
decisions. Use of a control group to test public views can provide a more 
representative view. 
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Collaboration + Involvement = 


There is a particularly strong link between working collaboratively and 
involving people. It may be helpful to consider this link when planning 
opportunities to collaborate with or involve organisations, communities 
and people.


96.  There may have been some weaknesses in how organisations have 
collaborated in the past, including:


•	 Making decisions to address challenges, without consideration of 
whether any other organisation faces the same challenges.


•	 Missed opportunities to work with others for greater effect. 


•	 Decisions being made in different parts of a single organisation that 
independently try to address the same challenges. 


•	 Collaborating with single sectors. 


How it can be done 


Approaches that public bodies and PSBs should take as part 
of responding to the Act include: 


✓  Evidence and understanding


Understand the roles of other public bodies in contributing to the 
achievement of the well-being goals (their well-being objectives).


Use this knowledge to ensure that collaboration takes place when 
there is a clear need to address the same challenge or prevent  
well-being objectives acting against one another.


✓  Service planning and delivery


Consider when services could be delivered in collaboration with 
another public body, in order to address a shared challenge. 


✓  Workforce planning and governance


Consider how your organisation could be structured and governed 
in order to enable different parts of the organisation to work together 
on setting well-being objectives and taking all reasonable steps to 
meet well-being objectives.
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How it can be done 


Approaches that public bodies and public services boards should 
take as part of responding to the Act include: 


✓  Evidence and understanding


Understand the ‘cause and effect’ of problems and challenges that 
your organisations faces, and how these link to the roles of other 
public bodies.


✓  Corporate planning


Through the process of setting your well-being objectives consider 
how your well-being objectives can be focused on preventing problems 
from occurring or getting worse, as well as reacting to problems.


This may mean you have to think about what to stop doing in order 
to move from a reactive to a preventative approach.


✓  Financial planning


Ensure that financial planning includes consideration of when 
investment could support preventative action (‘preventative spend’).


✓  Governance


Ensure that governance structures enable and support new, innovative 
approaches such as the piloting of preventative approaches. 


Prevention + Integration = 


Collaboration and sharing of resources across sectors can enable 
joint preventative approaches to be taken. Your understanding of the 
‘cause and effect’ of problems is clearly linked to taking an integrated 
approach. 


4.5	 Prevention


What is the requirement?


97.  Section 5 of the Act states: 


A public body must take account of …


(e)  �How deploying resources to prevent problems occurring, or getting 
worse may contribute to meeting the body’s well-being objectives, 
or another body’s objectives.


Why we need to work in this way


98.  Understanding the underlying causes of the problems people and 
communities face can help us find different solutions, intervene early and 
prevent problems from getting worse or arising in the future. But this is 
not just about addressing problems – it is about finding enabling solutions 
and early interventions at the right time to make progress in achieving the 
well-being goals.


99.  Through seeking to take action earlier, rather than wait for crisis 
trigger points to be reached, public bodies can for example support 
people to prevent a significant deterioration in their well-being. 


100.  Weaknesses in how decisions have been made in the past include:


•	 Decisions only react to problems and challenges that currently exist, 
and do not consider the causes of these problems. 


•	 Problems and challenges have been viewed in isolation. 


•	 Governance structures may have not enabled innovative or new 
approaches to be taken, including preventative approaches. 
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A more equal Wales A society that enables people to fulfil their 
potential no matter what their background 
or circumstances (including their socio 
economic background and circumstances).


A Wales of cohesive 
communities


Attractive, viable, safe and well-connected 
communities.


A Wales of vibrant 
culture and thriving 
Welsh language


A society that promotes and protects culture, 
heritage and the Welsh language, and which 
encourages people to participate in the arts, 
and sports and recreation.


A globally 
responsible Wales


A nation which, when doing anything to 
improve the economic, social, environmental 
and cultural well-being of Wales, takes 
account of whether doing such a thing may 
make a positive contribution to global  
well-being.


103.  Progress towards the achievement of the well-being goals 
will be measured through the publication of national indicators and 
milestones. These are not indicators to measure the performance of 
individual public bodies, but progress towards achieving the well-being 
goals at a national level.


5.	 Understanding the well-being goals 


5.1	 Aiming for the well-being goals


101.  Section 4 of the Act sets out the seven well-being goals that you are 
expected to maximise your contribution to achieving. For ease of reference 
we have repeated the well-being goals below.


102.  They provide clarity about the shared purpose of public bodies and 
provide a focus for the work of public bodies on outcomes and delivery 
for the long term well-being of Wales. 


Goal Description of the goal


A prosperous Wales An innovative, productive and low carbon 
society which recognises the limits of the 
global environment and therefore uses 
resources efficiently and proportionately 
(including acting on climate change); 
and which develops a skilled and well-
educated population in an economy which 
generates wealth and provides employment 
opportunities, allowing people to take 
advantage of the wealth generated through 
securing decent work.


A resilient Wales A nation which maintains and enhances a 
biodiverse natural environment with healthy 
functioning ecosystems that support social, 
economic and ecological resilience and the 
capacity to adapt to change (for example 
climate change).


A healthier Wales A society in which people's physical and 
mental well-being is maximised and in which 
choices and behaviours that benefit future 
health are understood.
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Contributing to the well-being goals


109.  The Act does not define what contribution you should make. This is 
for you to determine.


110.  The process of setting of well-being objectives will be the primary 
means by which an individual public body understands what that 
contribution is. You are best placed to understand your contribution 
to making Wales and the communities you serve more sustainable. 


111.  You will be expected to demonstrate that you have understood 
your contribution. The well-being statement will be the means by which 
you communicate how you have designed these well-being objectives 
to maximise your contribution. The table below provides guidance on 
how this can be done. 


Table 1: Understanding your contribution


Public bodies and public services boards are expected to show that 
you have:


A
Identified the functions that you exercise that can best 
contribute to all of the seven well-being goals
What is our purpose and what are our current functions and duties?


B
Understood your current contribution
Where do we currently make a contribution?
Are there well-being goals that we contribute more to, than others?


C


Understood your potential contribution
What more could we do? 
What could we do differently to make a better contribution? 
Are there things we should do less of, or stop doing?


D


Identified the opportunities for maximising your contribution 
(making a greater contribution)
How do we turn our potential contribution into action through the 
well-being objectives we set and the steps we take?
What could we do that would enable others to contribute more?


5.2	� Understanding your contribution to the well-being 
goals


What do the well-being goals mean? 


104.  Public bodies subject to the provisions of the Act do not exist in 
isolation. You are part of the wider economic, social, environmental and 
cultural fabric of Wales and through the Act have a shared purpose to  
contribute to the well-being goals. 


105.  Collectively, the well-being goals provide for a national set of  
well-being outcomes for public bodies to contribute to achieving. Under 
the Act you are required to maximise your contribution to achieving each 
of the well-being goals through the setting of well-being objectives. 


106.  There is no single public body that is accountable for the 
achievement of all the well-being goals. This is about collective 
accountability of each public bodies (and public services boards) 
contribution to the achievement of the well-being goals. Further advice 
on accountability can be found in section 9.


107.  In many cases the well-being goals and the descriptions under 
them have existing mechanisms for action, for example under existing 
legislation such as the Climate Change Act 2008, which requires public 
bodies to look at climate change resilience, or the Equality Act 2010. 
In addition, there are policy approaches such as tackling poverty, health in 
all policies or the natural resource management approach which also help 
to explain further what the descriptions mean in practice. This guidance 
does not seek to repeat or re-interpret these explanations but show how 
they are drawn together by the well-being goals and the requirements in 
the Act.


108.  Within the public service the use of outcome based working has 
been promoted so that public bodies focus more on outcomes and the 
quality of delivery, rather than just the amount of activity being delivered. 
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•	 (C) People – Taking a people-based approach can help understand 
how populations and sub-populations can contribute to the well-being 
goals, this can mean an inclusive approach looking at the support a 
person needs, or a group of people need and the economic, social, 
environmental and cultural factors that will affect their individual  
well-being, The overall aim of this approach is good planning leading  
to positive changes in people’s lives, now and in the future. 


•	 (D) Challenges – The overarching challenges Wales faces will have  
to be tackled in order to work towards achieving the well-being goals. 
For example:


–– Poverty – Applying the well-being goals can help tackle poverty 
as it helps you identify where the main determinants of poverty exist, 
how they work together and what opportunities there might be. 


–– Health inequalities – There are many determinants of health that 
derive from our environment, society and economy. This includes 
poor air quality, nutrition, access to green space and income. 
The well-being goals can be used to understand these connections 
and find sustainable solutions. 


–– Climate change – To contribute to the achievement of the  
well-being goals, tackling the causes of, and dealing with the effects 
of climate change must be considered8. Reporting authorities under 
the Climate Change Act for example are required to have regard to 
guidance issued by Welsh Ministers, which can help organisations 
build climate resilience across their organisation. 


How to maximise your contribution 


115.  Public bodies must apply the five ways of working in the sustainable 
development principle to maximise their contribution to the achievement 
of the well-being goals. This is illustrated in Diagram 3.


116.  Public bodies that make every effort to take into account all the five 
ways of working will be able to confidently communicate through their 
well-being statement. They will also be able to report on how they have 
complied with the duty and the contribution they are making. 


How the well-being goals work together


112.  The well-being goals must be considered as an integrated set of 
seven. This ensures that the fundamental relationship between improving 
the economic, social, environmental and cultural well-being of Wales is 
recognised. Where there are perceived conflicts between the well-being 
goals, the application of the sustainable development principle will be 
taken into account and thereby help you find the most appropriate 
solution. 


113.  For practical purposes public bodies may consider looking at 
each well-being goal in turn to identify how their well-being objectives 
can contribute. This does not mean looking at the well-being goals 
in isolation.


114.  Bodies may use different techniques or existing tools to understand 
how the well-being goals work together. A useful way of understanding 
the integrated nature of the well-being goals is to look at the well-
being goals through a particular lens to see what the connections are, 
and identify the contribution that can be made. This could include:


•	 (A) Public bodies – All public bodies subject to the Act can contribute 
to the well-being goals in different ways. 


•	 (B) Places – Taking a place-based or community-based approach to 
the well-being goals can help understand where the opportunities 
are and where well-being objectives or actions focus on a particular 
community. Each place/community will have different economic, social, 
environmental and cultural aspects to them that are captured through 
the well-being goals. 
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Diagram 3 – A guide to maximising your contribution
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Making a positive contribution to global well-being


117.  One of the new responsibilities the Act provides is to help Wales 
become more globally responsible. This is important in the context of the 
new United Nations Sustainable Development Goals and the emphasis on 
national and sub-national action. The ‘Transforming our World: The 2030 
agenda for sustainable development’ that was agreed at the UN Summit 
in September 2015 sets out 17 goals and 169 targets for action for 
“people, planet, prosperity, peace and partnership"9. 


118.  The Welsh Government and public bodies subject to the  
well-being duty operate within a UK, EU and international context, 
and therefore have a direct and indirect role in supporting and 
contributing to international obligations. 


119.  Goal 7 recognises that in an inter-connected world what we do in 
Wales can have positive and adverse impacts outside of Wales. Collectively 
Wales can also make a positive contribution to the achievement of the 
United Nations Sustainable Development Goals particularly in delivering 
the obligations between now and 2015-2030. 


120.  Taking an integrated approach to the well-being goals will also 
recognise that there will be actions taken by public bodies to contribute 
to the well-being goals that also have a positive contribution outside of 
Wales. Mapping these through the process of setting well-being objectives 
is advised. 


121.  The integrated nature of the well-being goals is also important as 
for many of the well-being goals there will inevitably be indirect benefits 
for global well-being. Action on climate change benefits both people and 
communities in Wales, whilst also contributing to the wider global effort 
to tackle the causes of climate change and reduce its effects. 


What are the positive impacts on global efforts?


122.  To provide clarity on the key matters that public bodies should take 
account of it is suggested that bodies may wish to focus their attention 
on two areas: 


•	 Decarbonisation – This means reducing energy demand, increasing 
energy efficiency and the use of clean energy. Opportunities include 
sources deriving from the assets and infrastructure of public bodies. 


    �Support is available through Resource Efficient Wales on using 
Resources (energy, materials and water) more efficiently. 


•	 Sustainable consumption and production – Through the 
procurement of products and services. This means looking at the way 
in which you procure goods and services to reduce  global impact, 
whilst also increasing the local benefits. This includes areas such as 
waste, food,and the sustainable management of natural resources. 
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goals, using the national indicators. This is called the ‘Annual Well-being 
Report’. 


129.  The annual well-being report will not only present our progress 
towards achieving the well-being goals for the whole population, but by 
including additional analysis it will measure progress, where appropriate 
for some indicators, for different groups. This will help us to better 
understand how outcomes differ for different groups of the population.


130.  The national indicators will also have a specific role as they must 
be referred to by public services boards in Wales when they are analysing 
the state of economic, social, environmental and cultural well-being 
in their areas.


131.  The annual well-being report must also be taken into account by the 
Future Generations Commissioner for Wales when they prepare and 
publish their ‘Future Generations Report’.


132.  The national indicators and milestones once published can help 
public bodies understand further the nature of the change expected 
in achieving the well-being goals. National indicators may be measured 
qualitatively or quantitatively against a particular outcome and may also 
be collected in a way that allows for them to be disaggregated to any 
part of Wales. 


133.  The national indicators will not measure the performance of 
individual public bodies or public services boards. There are other 
arrangements by which the performance of public bodies is assessed. 


134.  The national indicators should be considered as useful evidence 
to assist public bodies in understanding the main areas where progress 
should be made in relation to the well-being goals. However the national 
indicators are not the only source of evidence that public bodies should 
use and they should also consider a range of other evidence, including 
local or national data sources. 


6.	 The role of evidence 


123.  Dealing effectively with the challenges of the 21st century and 
maximising the opportunities this brings means having robust and 
reliable evidence available to guide policies, actions and interventions. 
Collaborative work to gather and share evidence is an important part 
of the change needed. 


124.  You are encouraged to look at your evidence capacity and capability, 
and to collaborate with other organisations to share relevant data and 
evidence. 


125.  The Act provides for new national and local evidence, which public 
bodies are strongly encouraged to consider. These are:


A. Understanding the future – The Future Trends Report 


126.  This evidence will present of likely future trends in the economic, 
social, environmental and cultural well-being of Wales. The Welsh 
Ministers are required to publish this report within the 12 months 
following a National Assembly for Wales election. The Future Trends 
Report will be available on the Welsh Government website when 
published.


127.  Public bodies are encouraged to use this to assist in discharging their 
well-being duty. Public services boards must refer to the Future Trends 
Report when preparing their local well-being assessment to the extent it is 
relevant to the assessment of well-being in their areas (See SPSF3). 


B. Tracking the progress of Wales – National indicators


National Indicators


128.  The national indicators have an important role in helping to measure 
the progress made towards achieving the well-being goals by Wales 
as a whole. There will be a report published every year by the Welsh 
Ministers on progress made in Wales in achieving the seven well-being 
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D. Other evidence


140.  Other sources of evidence should be drawn on where possible. 
This includes: 


•	 Those assessments a public services board must take into account when 
preparing their assessment (see SPSF4).  


•	 The Welsh Report of the Climate Change Risk Assessment – 
It is important to build the evidence base around climate change, 
to help ensure that Wales builds resilience and takes a planned 
response to the impacts of climate change that we cannot avoid. 
The Welsh Report presents a national assessment of potential risks 
and opportunities from climate change facing Wales from now until 
the rest of this century. It has been produced as part of the UK Climate 
Change Risk Assessment (CCRA) pursuant to the Climate Change 
Act 2008. The threats and opportunities for Wales cover key themes 
such as Buildings and infrastructure; health and Well-being; business; 
agriculture and forestry; and the natural environment. The findings are 
presented in terms of the range of potential magnitude of the risk, how 
magnitude varies over time and the overall confidence in the findings 
of the assessment. The CCRA is updated every 5 years to reflect the 
update in evidence and changes in risks.


•	 Planning Survey – Under S.61 of the Planning and Compulsory 
Purchase Act 2004 requires the local planning authority to keep under 
review the matters which may be expected to affect the development 
of their area or the planning of its development. These matters include 
areas such as economic, social and environmental characteristics, 
population, transport, and communications. 


Milestones 


135.  Milestones are set within the context of the agreed national 
indicators. They are designed to assist in measuring whether progress 
is being made. They will be accompanied by criteria in order to determine 
whether the milestone has been achieved, and the date by which the 
milestone is to be achieved. 


136.  Where milestones have been set by Welsh Ministers public bodies 
and public services boards are encouraged to consider in particular 
whether their objectives and steps can contribute to the achievement 
of the milestone. 


137.  As with the national indicators the milestones will be set at 
the population level to relate to the whole of Wales. They will not 
be milestones for a specific public body. Information on the national 
indicators and milestones can be found here www.gov.wales. 


C. Assessments of local well-being


138.  Each public services board is required to prepare and publish an 
assessment of the state of economic, social, environmental and cultural 
well-being in its area. Each assessment must refer to the national 
indicators and milestones.


139.  Further guidance on these assessments is provided in SPSF3: 
Collective role – public services boards. Whilst there is no duty on public 
bodies to refer to the assessments of local well-being, the evidence 
contained in the assessment will be valuable for public bodies in setting 
and achieving their well-being objectives. 



http://www.gov.wales
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✓  Integration


Ensure that the data and evidence you gather reflects the relationships 
and interdependencies between economic, social, environmental 
and cultural well-being (i.e. that it does not focus too much on a 
single area).


You should consider how linking different data sets together might 
help highlight evidence about the inter-relationships between 
interventions or the impact on particular groups of people. 
Where there are gaps in the evidence available to you, you should 
look at opportunities for identifying new data. 


✓  Prevention


Ensure that you collect evidence that understands the root causes 
of issues and where efficiency gains can be realised. 


✓  Involvement


You should use the views of people as part of your involvement to 
getter a better understanding of what is needed, and what may work. 


•	 Strategic Equality Plan – Under the Equality Act 2010 
(Statutory Duties) (Wales) Regulations 2011 duties are placed on listed 
public bodies to review and publish Strategic Equality Plans and Equality 
Objectives. In doing so due regard must be given to relevant 
information which may come from a variety of sources including 
engagement and the outcomes of equality impact assessments. 
This information should be drawn on by public bodies in fulfilling their 
requirements under the Act where relevant.


141.  The above is not an exhaustive list and public bodies should draw on 
any relevant information they think would assist in identifying well-being 
objectives, and taking reasonable steps. 


How to use evidence


Approaches that public bodies and public services boards should 
take as part of responding to the Act include: 


✓  Long term trends


You should consider evidence of the long term trends for Wales and 
for your communities in planning priorities and making decisions.


You could use techniques that generate future scenarios or plausible 
descriptions of the risks, challenges and opportunities the area or 
population may face in the future.


✓  Collaboration


Public bodies should collaborate to share evidence on long term 
trends, including through developing agreements on data sharing.


✓  Financial planning


Ensure that financial planning includes consideration of when 
investment could support preventative action (‘preventative spend’).
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•	 “This is about the environment” – Public bodies that understand 
that this is not just about the environment, or just the economy or 
society, and that it is about understanding the often complex, but 
real world interconnections between our environment, our economy, 
our society and culture.


Shared opportunities


143.  The Act provides opportunities for you to bring together actions 
and commitments from other legislation and programmes. 


144.  It provides an opportunity for public bodies to consider how other 
supporting duties can be discharged in a more integrated way. It does not 
remove or amend existing statutory duties and in exercising your functions 
under the Act public bodies will have to ensure that you are meeting your 
respective duties. 


7.	� Common pitfalls and shared 
opportunities


142.  Successful ‘sustainable’ public bodies will embrace the opportunities 
afforded by the Act and will avoid the following common pitfalls in 
understanding the Act. 


Common pitfalls


•	 “There is a hierarchy of well-being goals” – Only looking at one or 
two of the well-being goals, or interpreting a single goal as being of 
greater significance. This must be avoided. Public bodies must consider 
all seven of the well-being goals [See section 5 of this guidance to 
help you understand the contribution you can make]. It is important 
to understand that this is not about balancing impacts; it is working 
towards about win-win solutions and identifying the multiple benefits 
where they exist. 


•	 “I only contribute to one of the well-being goals” – Each public 
body has been identified because they contribute to all of the  
well-being goals. All public bodies under the Act are well-placed 
to take forward action on the social, economic, environmental and 
cultural determinants of individual health and well-being.


•	 “I can justify current action using the five ways of working” 
– The most effective public bodies will use the five ways of working 
to shape what you do, rather than justify what you have decided in the 
past. This means a focus up front and throughout the policy or decision 
cycle. Many public bodies will have experience of policy related impact 
assessments which you can draw on and integrate with this process. 
This must not be a ‘tick-box’ approach.


•	 “We added sustainable development on to our list of impact 
assessments” – Public bodies that view sustainable development as 
an ‘add-on’ will fail to demonstrate how they have complied with the 
duty to ‘carry out sustainable development’. Taking this view will lead 
to a tick box approach and add additional burden to the body. 
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Communicating collective priorities (Local well-being plan)


149.  Each public services board must prepare and publish a local  
well-being plan setting out its local objectives and the steps it proposes 
to take to meet them.


150.  The local well-being plan will set out how the board intends to 
improve the economic, social, environmental and cultural well-being 
of its area by setting local objectives which will maximise the contribution 
made by the board to achieving the well-being goals in its area. 
Further guidance is available in SPSF 3 for public services boards.


Communicating progress (Annual reporting)


151.  Section 13 of the Act requires individual public bodies to publish 
an annual report of the progress you have made in meeting your  
well-being objectives. 


152.  It is important for this reporting requirement not to be undertaken 
in isolation from other reporting activities. Therefore it should be part 
of an existing annual report, and/or include financial and non-financial 
information. 


153.  Integrated Reporting is an approach that can help public bodies 
to discharge the duty to report annually on progress. As an approach 
it encourages organisations to report and communicate how their 
strategy, governance and performance lead to the creation of value over 
the short, medium and long term. The Welsh Government and other 
public bodies are participating in an Integrated Reporting pilot in Wales 
to understand the opportunities from reporting in a more integrated way. 


154.  Also in taking an integrated approach public bodies should look 
at opportunities to integrate the way in which they report existing duties. 


8.	� Transparency 


145.  Effective transparency is one key part of improving the delivery 
of public bodies. The Act changes the nature of transparency by requiring 
you to communicate and explain:


•	 how and why your well-being objectives are chosen (well-being 
objectives);


•	 why decisions were taken (taking all reasonable steps to meet 
objectives); 


•	 what difference this has made (reporting).


Communicating individual public bodies’ well-being objectives  
(Well-being Statement)


146.  Section 7 of the Act requires that when publishing well-being 
objectives, a public body must also publish a well-being statement. 
This should explain why you consider that meeting the well-being 
objectives will contribute to the achievement of the well-being goals 
and how the sustainable development principle has been applied amongst 
other matters. Further guidance is available in SPSF 2 for public bodies. 


147.  The purpose of the well-being statement is to clearly set out what 
well-being objectives have been set by a public body and how the body 
will meet them.


148.  The Act does not prescribe the format of the well-being statement. 
it is important that the requirements of the Act are not seen as 
‘an additional layer’ to existing activity. Therefore the well-being statement 
should not be a stand-alone document; it could be incorporated into a 
core planning document such as a corporate plan. You are encouraged 
to look for opportunities to integrate this with other statutory or  
non-statutory arrangements. Further guidance is available in SPSF 2.
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9.	� Accountability


157.  Accountability for the delivery of the shared purpose and 
requirements of the Act rests with those public bodies subject to the Act. 
In addition, the Act strengthens accountability through new arrangements 
and changes to existing methods of review or scrutiny. The accountability 
arrangements ensure that there will be consequences for non-compliance 
by public bodies. 


158.  As shown by Diagram 2 there are three key elements of the 
accountability arrangements set out in the Act: The accountability 
arrangements set out above ensure that there will be consequences for 
non-compliance by public bodies.


159.  In relation to public bodies, the accountability arrangements are 
focused on the Future Generations Commissioner for Wales and the 
Auditor General for Wales. 


160.  In relation to public services boards, the accountability arrangements 
are focused on Local Authority Overview and Scrutiny Committees. 


The role of the Future Generations Commissioner for Wales 
(‘the Commissioner’)


161.  The general duty of the Future Generations Commissioner for 
Wales is to promote the sustainable development principle (the five ways 
of working), in particular to act as a guardian of the ability of future 
generations to meet their needs, and encourage public bodies to take 
greater account of the long-term impact of the things that they do. 
To do this the Commissioner can monitor and assess the extent to which 
well-being objectives set by public bodies are being met. Details of how 
the Commissioner will work with public services boards can be found 
in SPSF3. 


162.  The Commissioner may also provide advice or assistance to a public 
body, encourage best practice, promote awareness and encourage public 
bodies to work with each other and other persons if this could assist them 
to meet their well-being objectives. 


155.  Section 45 of the Act requires public services boards to prepare 
and publish an annual report of the steps they have taken since the 
publication of the board’s most recent local well-being plan to meet 
the objectives set out in the plan.


156.  Annual reports include both the progress being made and also 
a vehicle for organisations to communicate how decisions have been 
made that deliver on the well-being objectives. Further advice on this 
is contained in SPSF2 and SPSF3.
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168.  The Auditor General for Wales also has a duty to examine each 
public body at least once in a five year period (term of Government). 
It is up to the Auditor General for Wales as to when he/she undertake 
an examination in this regard, provided that he/she presents their reports 
on the examinations to the National Assembly for Wales a year and a day 
before each ordinary Assembly election. 


169.  It is not the role of the Welsh Ministers or this guidance to set out 
how the Auditor General should use and apply his powers and duties. 


170.  The Auditor General does not have a statutory role in relation to the 
accountability of public services boards. 


Local Authority Overview and Scrutiny Committees


171.  Section 35 of the Act requires local authorities to ensure that their 
Overview and Scrutiny Committees have the power to scrutinise decisions 
made, or other action taken, by the public services board for the local 
authority area in the exercise of its functions. 


172.  The Overview and Scrutiny Committees will not have a role in 
relation to the accountability of individual public bodies (apart from the 
Local Authority itself). The role of the Overview and Scrutiny Committees 
designated to scrutinise decisions made or actions taken by the public 
services board, will be focused on the shared well-being objectives 
included in public services boards’ Local Well-being Plans, rather than the 
individual well-being objectives of a public body. 


173.  Further information on the role of the Overview and Scrutiny 
Committee is provided in SPSF3. 


Reviews by the Future Generations Commissioner for Wales


163.  Section 20 of the Act gives the Future Generations Commissioner 
the power to conduct a review into how public bodies are safeguarding 
the ability of future generations to meet their needs through the  
well-being duty.


164.  In conducting a review, the Commissioner may review:


•	 the steps the body has taken or proposes to take to meet its well-being 
objectives; 


•	 the extent to which the body is meeting its well-being objectives; 


•	 whether a body has set well-being objectives and taken steps to meet 
them in accordance with the sustainable development principle. 


165.  Following a review the Commissioner can make recommendations 
to the public body about:


•	 The steps the body has taken or proposes to take to meet its  
well-being objectives;


•	 How to set well-being objectives or take steps to meet them 
in accordance with the sustainable development principle. 


166.  Public bodies must take all reasonable steps to follow the course 
of action set out in a recommendation made to it by the Commissioner. 
However further detail on responding to the Commissioner is included 
in SPSF2.


Examinations by the Auditor General for Wales


167.  Section 15 of the Act gives the Auditor General for Wales the power 
to examine public bodies, to assess the extent to which a body has acted 
in accordance with the Sustainable Development Principle when:


•	 Setting well-being objectives;


•	 Taking steps to meet those well-being objectives.
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Introduction 


1. The purpose of this guidance is to help organisations comply with the process 
requirements of the Act as referred to in SPSF 1 Core Guidance. This guidance 
should be referred to in the first instance. 


Summary of requirements for individual Public Bodies covered in this 


guidance


You must (in carrying out sustainable development)


 Set and publish well-being objectives (s.3(2)(a))


 Take all reasonable steps to meet those objectives (s.3(2)(b))


 Publish a statement about well-being objectives (s.7(1))


 Publish an annual report of progress (s.13(1) and Sch.1)


 Publish your response to a recommendation made by the Future 
Generations Commissioner for Wales (s.22(4))


Carrying out sustainable development


2. The Act places a duty on each public body1 to carry out sustainable 
development2.  Sustainable Development is defined as a process of improving 
the economic, social, environmental and cultural well-being of Wales.  This 
needs to be done by taking action in accordance with the sustainable 
development principle3 so that the well-being goals4 are achieved.  Further 
guidance on this can be found in SPSF1 Core Guidance.


Setting well-being objectives


3. Public bodies must, when they are carrying out sustainable development, set and 
publish their well-being objectives.  The well-being objectives must be designed 
to maximise the contribution of the public body to achieving each of the well-
being goals.


Maximising the contribution


Different public bodies will have greater capacity and capability to contribute to 


achieving some or all of the well-being goals than others.  However, the duty 


relates to the contribution that a public body can make.  To comply with the Act, by 


                                                            
1


Unless otherwise stated, public bodies means the bodies listed in section 6(1) of the Act
2 http://www.legislation.gov.uk/anaw/2015/2/section/3/enacted
3 http://www.legislation.gov.uk/anaw/2015/2/section/5/enacted
4 http://www.legislation.gov.uk/anaw/2015/2/section/4/enacted



http://www.legislation.gov.uk/anaw/2015/2/section/4/enacted

http://www.legislation.gov.uk/anaw/2015/2/section/5/enacted

http://www.legislation.gov.uk/anaw/2015/2/section/3/enacted
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maximising its contribution, the public body must examine what it can do in working 


towards achieving the well-being goals and taking all reasonable steps to meet 


their well-being objectives.


Please refer back to section 5 of SPSF1. 


4. The identification of the well-being objectives should flow from having a clear 
view of the contribution the public body can make to the seven well-being goals, 
and the vision of the public bodies This vision is often expressed in a corporate 
document that spells out what the public body wants to achieve, and how it will 
organise itself to achieve it. These are often corporate plans, strategies or 
strategic plans that set out the vision and objectives of the public bodies. 


5. Public bodies should not treat the requirement to set well-being objectives under 
this Act as separate from the objectives that guide and steer the actions and 
decisions of the organisation. In most circumstances organisations communicate 
their objectives through a corporate plan or other similar corporate document. 
Given that all public bodies captured by the Act have in place arrangements to 
express their corporate vision and objectives, public bodies will best demonstrate 
application of the well-being duty through a single integrated corporate approach.
This will help avoid sustainable development being treated as an ‘add-on’ and 
demonstrate that the public body is carrying out sustainable development.


Figure 1 


6. The Act gives flexibility to public bodies when setting well-being objectives to do 
so in a way that suits their role and functions.  For some public bodies, such as 
the Arts Council of Wales, Natural Resources Wales or Sports Council for Wales
(Sport Wales), which have functions that relate to all of Wales, the well-being 
objectives can be set to apply nationally.  However, there may be instances 
when they choose to set well-being objectives relevant to a particular part of 
Wales, if, for instance they wish to intervene on an important local issue.  The 
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functions of Local Authorities, Local Health Boards or Fire and Rescue 
Authorities by contrast relate to particular parts of Wales and so their well-being 
objectives should be limited to those areas.  Like public bodies with Wales-wide 
roles and functions, they may decide to set objectives that only concern a 
particular part of the area for which they have powers.  The Act enables public 
bodies to vary their well-being objectives in this way. 


7. SPSF1 identifies the opportunities to organisations to bring together existing 
requirements for plans or well-being objectives as part of the well-being 
objectives. 


8. The application of the sustainable development principle, which provides the five 
ways of working of sustainable development, clarifies how an organisation must 
identify its well-being objectives (please see SPSF1 ‘Core guidance’ for further 
guidance on each of the 5 ways of working).  Only when a public body can 
demonstrate it has taken into account the sustainable development principle in 
the setting, taking steps and meeting of its well-being objectives will it be 
compliant with the Act.  Public bodies may take other matters into account when 
making their decisions, but in order to comply with the Act they must take into 
account the 5 matters listed in Section 5 of the Act. 


9. One of the fundamental approaches advocated by the Act is a shift in focus from 
gains in service output to a stronger link between the actions of public bodies 
and the outcomes that enhance the quality of life of citizens and communities 
both now and in the future. The Act is founded on Outcome Based Accountability 
which encourages a focus on the difference that is made, rather than just the 
inputs and processes that an organisation has. Success in the context of this Act 
is seeing positive action drive a positive contribution to the achievement of all the 
well-being goals through individual or collective action.


Timeline for setting well-being objectives and requirements 


for reviewing and changing well-being objectives


10. Well-being objectives of public bodies, other than the Welsh Ministers, must be 
set and published within one year after the Act is commenced (See section 9 of 
the Act5).  The first set of well-being objectives will be agreed and published no 
later than 31 March 2017 (and reviewed on an annual basis (See paragraph 18).  
After this point, public bodies may decide they want to change one or more of 
their well-being objectives.  There is no deadline or fixed point in time where this 
should happen.  


11. Any new well-being objective should be based on the extent to which it 
maximises its contribution to the well-being goals and is consistent with the five 
ways of working provided by the sustainable development principle, drawing on 
the best possible evidence.  The evidence can come from different sources 
identified by the public body.  However, as minimum, public bodies are required 
to take into account the Future Generations Report6 published by the Future 


                                                            
5 http://www.legislation.gov.uk/anaw/2015/2/section/9/enacted
6 http://www.legislation.gov.uk/anaw/2015/2/section/23/enacted



http://www.legislation.gov.uk/anaw/2015/2/section/23/enacted

http://www.legislation.gov.uk/anaw/2015/2/section/9/enacted
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Generations Commissioner (“the Commissioner”) before setting new well-being 
objectives.


Responsibility for well-being objectives


12. Although the Act does not prescribe who should set well-being objectives within 
a public body, to maximise the contribution to the achievement of the well-being 
goals, those setting objectives should have a clear understanding of the role and 
functions of the public body as well as its capacity and capability to deliver them.  


13. Leadership is an essential part of the change and corporate responsibility by the 
senior leaders, including the Chief Executive will send a clear message that the 
Act is helping to shape what they do. It is best practice that public bodies 
evidence that the well-being objectives have been endorsed by the Chief 
Executive and/or board, or any relevant strategic authority. 


14. Effective well-being objectives are more likely to be set if they are developed and 
agreed by officers or representatives who play a central role within the public 
body.  We consider that for greatest impact public bodies should ensure that their 
well-being objectives form part of their central planning arrangements, such as a 
corporate plan or similar organising tool.  It is more likely at this level that active 
thought is given to how multiple benefits are created because these parts of a 
public body tend to work across the whole organisation as opposed to particular 
departments, divisions or teams.  


Publishing well-being objectives and the well-being 


statement


15. Public bodies must publish a statement7 about their well-being objectives at the 
same time that they publish their well-being objectives. To avoid duplication, both 
requirements should be contained in the Corporate Plan (or similar document).


16. The Act requires that the statement, published when the well-being objectives of 
a public body are published, must explain:


 Why the public body considers that its well-being objectives will contribute to 
the achievement of the well-being goals;


 Why the public body considers that its well-being objectives have been set in 
accordance with the sustainable development principle.  When doing so 
public bodies must include an explanation of how it will involve people with an 
interest in achieving the well-being goals.  Those people must also reflect the 
diversity of the population Wales, where the public body has functions that 
relate to the whole of Wales.  When the public body’s functions only relate to 
a certain part of Wales the diversity of that area is to be reflected (see SPSF 
1;


 The steps to be taken to meet the well-being objectives in accordance with 
the sustainable development principle;  


 How each public body will govern itself  to meet its well-being objectives;


                                                            
7 http://www.legislation.gov.uk/anaw/2015/2/section/7/enacted
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 How each public body will keep the steps it takes to meet its well-being 
objectives under review;


 How each public body will ensure that resources, including financial, are 
allocated annually for the purpose of taking steps to meet its objectives;


 When each public body expects to meet its well-being objectives;


 Any other relevant information about their well-being objectives that they 
consider relevant.  


Meeting well-being objectives


17. Public bodies are required to take all reasonable steps (in the exercise of their 
functions) to meet the well-being objectives they set.  There will always be a 
limit to the amount of finance, people, time and assets that are available to take 
the necessary action. But the consideration of these factors needs to be 
reviewed through the five ways of working provided by the sustainable 
development principle balanced with the contribution made by the well-being 
objectives.


Annual review of well-being objectives


18. The Act requires that each year public bodies must review their well-being 
objectives as part of their arrangements for reporting on them.  In doing so, 
public bodies can assess whether or not their well-being objectives are 
appropriate or not, to the extent that:


 they will contribute to the achievement of the well-being goals, 


 public bodies consider they are taking all reasonable steps to meet them, 
and;


 they remain consistent with the sustainable development principle.


19. Each public body will already be familiar with evaluating their objectives on a 
regular basis as is best practice for doing so as part of the natural cycle of work.  
Over time public bodies will be expected to build up evidence and approaches 
that enable them to make a clear assessment of whether their well-being 
objectives are fit for purpose, including whether the steps taken have been 
reasonable, in the context of the Act.  This could draw on information from the
Future Trends Report, national indicators or the nature of progress against the 
well-being goals that will emerge through the milestones (when set by Welsh 
Ministers).  The work of the Commissioner and the Auditor General for Wales 
may draw out examples of good practice of what works in the context of the well-
being duty to assist public bodies.


20. Should public bodies find from the review that one or more of their well-being 
objectives are no longer appropriate, in maximising their contribution to the 
achievement of the well-being goals, then they must change them; publishing a 
new well-being objective or objectives as soon as possible.  Similarly if a public 
body finds that its well-being objectives are no longer appropriate, they must be 
revised as soon as possible.  This could happen at any point, so if a public body 
finds mid year that a well-being objective is not appropriate then it must change 
it.
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21. Any revision to a well-being objective must include an explanation of what has 
changed and why that change has happened.  To inform the revision process 
and as is identical to the arrangements for the initial setting of well-being 
objectives, public bodies must take into account the Future Generations Report 
produced by the Commissioner.  


22. We do not expect public bodies to rely solely on the Future Generations Report 
and until the first one is produced they will need to draw upon other evidence to 
set effective well-being objectives.  For certain objectives this may be necessary 
in any case as we do not expect the Future Generations Report to reflect every 
issue on a continual basis.  However, the Future Generations Report will be a 
valuable tool for public bodies to understand how they can best meet the needs 
of future generations and take account of the long-term.  Once it becomes 
available, drawing upon it is the minimum action expected of public bodies. 


23. From time to time the well-being goals may be changed.  This could only happen 
as a result of an amendment to the Act which would therefore be subject to 
scrutiny within the National Assembly for Wales.  At present, it is anticipated that 
such potential future changes are likely to be rare.  However, if this happens, 
public bodies will be required to review their well-being objectives so that they 
are consistent and maximise their contribution to the achievement of the well-
being goals.  


Annual reporting – taking an integrated approach 


24. Transparency is crucial for improving how public bodies do their business and 
how they are performing. It is vital that the public, those with responsibility for 
providing accountability for the Act, and those working in public services can 
easily access timely and relevant information to support continual improvement. 


25. Each public body is required to report on the progress8 it has made in meeting its 
well-being objectives for the preceding financial year.  Annual Reports must be 
published as soon as possible, but no later than 31 March.  In preparing the 
report public bodies must review their well-being objectives.  The process for this 
is set out earlier as well as the arrangements for revising them which must be 
contained within the Annual Report.


26. The Act does not state the structure and content for annual reports, but similar to 
the reviewing of well-being objectives, public bodies will need to demonstrate 
that:


 their well-being objectives are contributing to the achievement of the well-
being goals;


 they are taking all reasonable steps to meet their well-being objectives; and


 their well-being objectives are consistent with the sustainable development 
principle.


27. To reflect the well-being objective setting process, the reporting arrangements 
should be central to the main activities of the public body.  We do not expect the 
report to be an additional document or piece of work, such as a record of the 


                                                            
8 http://www.legislation.gov.uk/anaw/2015/2/section/13/enacted
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performance of its estate, but the principal method by which it communicates 
performance.  Reporting of this type is more likely to lend itself to the integration 
of different types of reporting and assessment. It may also make it easier to 
produce more ‘live’ updates of progress throughout the year to maximise the 
impact and use of that information.


28. Reporting should seek to address the material benefit that public bodies make to 
the achievement of the well-being goals.  This will need to make a more 
comprehensive and qualitative assessment to reflect the descriptions provided 
under the well-being goals.  


29. Public bodies are encouraged to look for opportunities to bring together existing 
reporting arrangements in a more integrated way as part of the Act. 


Working with the Future Generations Commissioner for 


Wales (public bodies)


30. The general duty of the Future Generations Commissioner for Wales is to 
promote the sustainable development principle (the five ways of working), in 
particular to act as a guardian of the ability of future generations to meet their 
needs, and encourage public bodies to take greater account of the long-term 
impact of the things that they do. To do this the Commissioner can monitor and 
assess the extent to which well-being objectives set by public bodies are being 
met. Details of how the Commissioner will work with Public Service Boards can 
be found in SPSF3. 


31. The Commissioner may also provide advice or assistance to a public body, 
encourage best practice, promote awareness and encourage public bodies to 
work with each other and other persons if this could assist them to meet their 
well-being objectives. 


Reviews by the Commissioner


32. The Commissioner has the power to conduct a review into the extent to which a 
public body is safeguarding the ability of future generations to meet their needs 
by taking into account of the long term impact of carrying out sustainable 
development  The Commissioner may review:-


 The steps the public body has taken or proposes to take to meet their well-
being objectives;


 The extent to which a public body is meeting its well-being objectives; 


 Whether a body has set and taken steps to achieve their well-being 
objectives in accordance with the sustainable development principle. 


33. Public bodies will need to be aware of the ability of the Commissioner to 
undertake reviews.  The Commissioner will also have regard to any examination 
carried out by the Auditor General for Wales under their specific duty, as it 
relates to the work of the public body or bodies under review.


34. The Commissioner may require a public body to provide such information as the 
Commissioner considers relevant to the review. A public body is not required to 
provide information to the Commissioner if the body is prohibited from providing it 
by virtue of an enactment or any other rule of law. 
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35. The Commissioner also has the power to carry out reviews of two or more public 
bodies. In these cases public bodies will be able to evidence collaborative ways 
of working and in particular what arrangements have been put into place to show 
work undertaken to find shared sustainable solutions in the areas covered by 
your organisations. 


36. These reviews are intended to provide insight to the Commissioner and to help 
the public body improve the way in which they look at the long term impact and 
contribute to the well-being goals. To this end, they should help public bodies 
identify areas of improvement to enable them to better maximise their 
contribution to achieving the well-being goals. 


37. The Commissioner is required to publish a report of a review and send a copy of 
it to the Welsh Ministers.


Recommendations by the Commissioner, and the response 


by the Public Body


38. In conducting reviews the Commissioner can also make recommendations under 
section 20(4) of the Act9 to specified public bodies, on two key areas. They are:-


a. How to set well-being objectives and take steps to meet them in
accordance with the sustainable development principle.  


b. The steps the body has taken or proposes to take to meet its well-being 
objectives.


39. It will be a matter for the Commissioner to determine the nature of the 
recommendations they make to public bodies, based on the results of their 
review. 


40. Public bodies have a duty to take all reasonable steps to follow the course of 
action set out in the recommendation by the Commissioner. Their response to 
the recommendation should include the steps it intends to take, or the steps it will 
take jointly with others if the review covers two or more bodies. 


41. Public bodies can consider how the actions would fit within any ongoing or 
proposed reviews of corporate processes or policy areas if the recommendations 
focus on these issues. This would help to embed action, rather than see action 
as an ‘add-on’. Liaison with the Commissioner on how recommendations could 
be implemented to best effect is encouraged. 10. 


42. Public bodies may:


 reject the recommendation(s), or part of it, on the basis of that there is a 
‘good reason’ for not doing so; or


 reject the recommendation(s) because it decides on an alternative course of 
action.


                                                            
9 http://www.legislation.gov.uk/anaw/2015/2/section/20/enacted
10 http://www.legislation.gov.uk/anaw/2015/2/section/22/enacted
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43. It will be the responsibility of public bodies to determine the good reason for not 
following a recommendation. Explaining why this is the case to the 
Commissioner by publishing your response.


44. Where an alternative course of action is decided on, public bodies should be able 
to demonstrate that they have applied the sustainable development principle in 
making that decision. 


45. Public bodies must publish their response to recommendations made by the 
Commissioner under the Act.  


46. How public bodies publish their response will be at the discretion of the public 
body. However, in the spirit of transparency and accessibility public bodies are 
encouraged to make this prominent on their website or equivalent 
communications channel.  Arrangements should also be put in place for 
individuals who do not have access to online services to view the response.   


47. We would encourage any response from a public body to set out:


 what steps will be taken consistent with the Commissioner’s 
recommendation;


 who will take those steps;
 why it is taking those steps;
 when those steps will be taken;
 how will we know when the steps have been taken;
 who will be affected by those steps.


48. In accordance with section 5(2)(c) of the Act, specified public bodies will be 
expected to work out how they intend to involve those with an interest, or may be 
affected by the well-being objective(s) in any action that follows.


Timeline for responding to the recommendation


49. We would encourage the body to publish its response within 25 working days 
from the date of the Commissioner’s recommendation.  This may be a holding 
reply if the public body needs time to consider the recommendation, but a full 
response should be provided of what action, if any will be taken by the public 
body, within three months of the date it first receives the recommendation.


50. If the public body needs to undertake further activity such as developing 
evidence or obtaining additional funding in order to help it make a considered 
response we would encourage it through written agreement with the 
Commissioner, to vary the deadline for the full response.
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Annex A - Taking an integrated approach to other duties 


51. The Act provides opportunities for public bodies to consider how other supporting 
duties can be discharged in a more integrated way.  This guidance is provided 
only to help organisations consider these opportunities; however public bodies 
will still need to be confident that their respective statutory duties have been fully 
met.


52. The Welsh Government may issue supporting information on the relationship 
between certain statutory duties and the Act.


Equality Act 2010


53. The Equality Act 2010 has a ‘public sector equality duty’ that requires all public 
authorities to have due regard to the need to:


a) eliminate unlawful discrimination, harassment and victimisation and other
conduct that is prohibited by that Act;


b) advance equality of opportunity between people who share a relevant 
protected characteristic and those who do not; and


c) foster good relations between people who share a protected 
characteristic and those who do not.


54. In Wales, public sector bodies listed in the Equality Act 2010 (Statutory Duties) 
(Wales) Regulations 201111 are required to take certain steps in order to 
demonstrate that they have due regard to the public sector equality duty. These 
Welsh specific equality duties include assessing the impact of policies and 
procedures on equality (often called Equality Impact Assessment)


55. Listed public bodies carry out an Equality Impact Assessment (EIA) when 
deciding on proposed policies and practices.  This will be particularly important 
for bodies when setting and taking steps to meet their well-being objectives and 
in understanding how equality supports the achievement of all of the well-being 
goals. It can also help demonstrate further how a public body is contributing to ‘A 
more equal Wales’. 


56. As part of the Welsh specific equality duties, listed public authorities in Wales are 
also required to set outcome-focused equality objectives, to engage widely on 
these and other aspects of their work, and to collect and analyse equality data 
which informs their equality impact assessment and objective setting.  In order to 
embed equality and take a more integrated approach, it would be helpful if public 
bodies consider how their equality objectives support achievement of their well-
being objectives, and integrate with them, and the EIA will help to inform this 
work. 


57. A public body may also wish to bring together the reporting arrangements under 
the Equality Act 2010 with their reporting requirements under section 13 of the 
Act. 


United Nations Convention on the Rights of the Child (UNCRC)


58. The UNCRC12 is an international convention which sets out the civil, political, 
economic, social and cultural rights of children.  Their rights should be 
acknowledged by us all and they have a valuable contribution to make to our 


                                                            
11 http://www.legislation.gov.uk/wsi/2011/1064/made
12 http://www.ohchr.org/EN/ProfessionalInterest/Pages/CRC.aspx
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communities. In Wales, the commitment to the UNCRC is enshrined in legislation 
with the Rights of Children and Young Persons (Wales) Measure 201113 which 
places a duty on the Welsh Ministers to have due regard to the UNCRC when 
making decisions. The Welsh Government has summarised the UNCRC into 
Seven Core Aims14 which should underpin the working practice of any service or 
organisation working with children and young people, nationally and locally.


59. Core aim 5 (Article 12 of the UNCRC) promotes the right of children and young 
people to participate and have a say in decisions that affect them. This is an 
enabling right for children and young people to access all the other rights in the 
UNCRC. There is a duty on Local Authorities to promote and facilitate 
participation by children and young people in decisions which might affect them
and to publish and keep up to date information about its arrangements. The legal 
basis for this duty is Section 12 of the Children and Families (Wales) Measure 
201015. The Local Well-being Plan is one of the ways in which that duty may be 
discharged.


60. You are strongly encouraged to consider how you can support children and 
young people to realise their rights, and how they can be involved and 
participate, when setting your well-being objectives and how these aspects link to 
the well-being goals.  


Poverty


61. Poverty is a major barrier people achieving better life outcomes and improving 
their levels of well-being, 


62. The setting of well-being objectives by a public body provides an opportunity to 
strengthen their approach to tackling poverty. The Welsh Ministers consider that 
public bodies should contemplate the different aspects of poverty, such as child 
poverty, and how these aspects link to the well-being goals when identifying its 
well-being objectives.


63. Where there are links between well-being objectives and the actions which public 
bodies will take to address the needs of children and families living in low income 
households, it would be helpful if these could be made explicit.


Welsh Language


64. In setting and delivering their well-being objectives public bodies must ensure 
that they act in accordance with any duties placed upon them under the Welsh 
Language (Wales) Measure 201116 and any subordinate legislation (i.e. Welsh 
Language Standards) or, until such time as they are required to comply with such 
duties, with their Welsh language schemes prepared under the Welsh Language 
Act 1993. In practice, Standards are likely to be imposed on Local Authorities, 
National Park Authorities and Welsh Ministers before other bodies. 


65. The Welsh language should be given due consideration as part of setting and 
delivering well-being objectives reflecting its official status in Wales and the 
national well-being goal of ‘a thriving Welsh language’. Where specific outcomes 
are identified as priorities e.g. promoting or protecting the language, or ensuring 


                                                            
13


http://www.legislation.gov.uk/mwa/2011/2/contents
14


http://gov.wales/topics/people-and-communities/people/children-and-young-
people/rights/sevencoreaims/?lang=en
15 http://www.legislation.gov.uk/mwa/2010/1/contents
16 http://www.legislation.gov.uk/mwa/2011/1/contents/enacted
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the adequate bilingual provision of services that meets local need, these should 
considered in the setting of well-being objectives.


66. The policy-making standards specified by the Welsh Language Standards (No 1) 
Regulations 201517, will require the body (if the Welsh Language Commissioner 
requires it to comply with them) to consider the language from the outset when 
drafting new policies or revisiting existing policies. In the case of local authorities,
promotion standards will place a duty on authorities (if the Commissioner 
requires it to comply with them) to plan strategically to promote the use of Welsh 
and to increase, or at least maintain, the number of speakers in the area.   These 
duties will place an onus on bodies to consider their contribution to ensuring that 
the Welsh language can thrive in future.    


Biodiversity and resilience of ecosystems duty)


67. As part of the Welsh Government’s commitment to reversing the decline in 
biodiversity and increasing the resilience of our ecosystems so that we maximise 
our contribution to achieving the well-being goals for Wales, the Environment 
(Wales) Bill, once enacted, will introduce a new biodiversity duty. This new duty 
requires that when exercising their functions, public authorities will be under a 
duty to seek to maintain and enhance biodiversity and in doing so promote the 
resilience of ecosystems. This highlights that biodiversity is an essential 
component of ecosystem resilience and the intention is that by doing so a public 
authority can contribute to the long-term provision of the services received from 
ecosystems, which contribute to social, economic, cultural and environmental 
well-being.


68. Public bodies can draw upon the evidence provided in both the State of Natural 
Resources Report and on areas statements both published by Natural 
Resources Wales. These documents will provide evidence upon which public 
bodies can use to assist in setting their well-being objectives. 


                                                            
17 http://www.legislation.gov.uk/wsi/2015/996/contents/made
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How to measure a nation’s progress? 
National Indicators for Wales as required by section (10) (1) of the Well-being of Future 
Generations (Wales) Act 2015 


 
Introduction  
 
Under section (10)(1) of the Well-being of Future Generations (Wales) Act 2015, the Welsh 
Ministers must (a) publish  indicators (“national indicators”) that must be applied for the 
purpose of measuring progress towards the achievement of the Well-being goals, and (b) lay a 
copy of the national indicators before the National Assembly.  
 
A national indicator must be expressed as a value or characteristic that can be measured 
quantitatively or qualitatively against a particular outcome.  It may be measured over such 
period as the Welsh Ministers consider appropriate and may be measurable in relation to 
Wales or any part of it. 
 
Further detail on the requirements can be found here 
http://www.legislation.gov.uk/anaw/2015/2/contents  
 


Note  


 
The 46 national indicators published and laid before the National Assembly for Wales on 16 
March are to be read with the national indicators technical information document (How to 
measure a nation’s progress – National Indicators for Wales: Technical Document , March 
2016) published by the Welsh Government.  This contains supplementary technical 
information on each indicator including where the data will be sourced from; proposed 
disaggregation by protected characteristic (as set out in the Equality Act 2010) and area, and 
contextual data which would support analysis of the indicator over time. This can be found 
here http://gov.wales/topics/people-and-communities/people/future-generations-act/. 


  
The “national indicators”  


1. Percentage of live single births with a birth weight of under 2,500g. 


2. Healthy life expectancy at birth including the gap between the least and most deprived. 


3. Percentage of adults who have fewer than two healthy lifestyle behaviours (not 
smoking, healthy weight, eat five fruit or vegetables a day, not drinking above 
guidelines and meet the physical activity guidelines). 


4. Levels of nitrogen dioxide (NO2) pollution in the air. 


5. Percentage of children who have fewer than two healthy lifestyle behaviours (not 
smoking, eat fruit/vegetables daily, never/rarely drink and meet the physical activity 
guidelines). 


6. Measurement of development of young children. 


 


 


 



http://www.legislation.gov.uk/anaw/2015/2/contents

http://gov.wales/topics/people-and-communities/people/future-generations-act/
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7. Percentage of pupils who have achieved the “Level 2 threshold” including English or 
Welsh first language and Mathematics, including the gap between those who are 
eligible or are not eligible for free school meals. (To be replaced from 2017 by the 
average capped points score of pupils). 


8. Percentage of adults with qualifications at the different levels of the National 
Qualifications Framework. 


9. Gross Value Added (GVA) per hour worked (relative to UK average). 


10. Gross Disposable Household Income per head. 


11. Percentage of businesses which are innovation-active. 


12. Capacity (in MW) of renewable energy equipment installed. 


13. Concentration of carbon and organic matter in soil.  


14. The Ecological Footprint of Wales. 


15. Amount of waste generated that is not recycled, per person. 


16. Percentage of people in employment, who are on permanent contracts (or on 
temporary contracts, and not seeking permanent employment) and who earn more 
than 2/3 of the UK median wage. 


17. Gender pay difference. 


18. Percentage of people living in households in income poverty relative to the UK 
median: measured for children, working age and those of pension age. 


19. Percentage of people living in households in material deprivation. 


20. Percentage of people moderately or very satisfied with their jobs.   


21. Percentage of people in employment.   


22. Percentage of people in education, employment or training, measured for different age 
groups.  


23. Percentage who feel able to influence decisions affecting their local area. 


24. Percentage of people satisfied with their ability to get to/ access the facilities and 
services they need. 


25. Percentage of people feeling safe at home, walking in the local area, and when 
travelling. 


26. Percentage of people satisfied with local area as a place to live. 


27. Percentage of people agreeing that they belong to the area; that people from different 
backgrounds get on well together; and that people treat each other with respect. 


28. Percentage of people who volunteer. 
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29. Mean mental well-being score for people.  


30. Percentage of people who are lonely. 


31. Percentage of dwellings which are free from hazards. 


32. Number of properties (homes and businesses) at medium or high risk of flooding from 
rivers and the sea. 


33. Percentage of dwellings with adequate energy performance. 


34. Number of households successfully prevented from becoming homeless per 10,000 
households. 


35. Percentage of people attending or participating in arts, culture or heritage activities at 
least three times a year. 


36. Percentage of people who speak Welsh daily and can speak more than just a few 
words of Welsh. 


37. Percentage of people who can speak Welsh. 


38. Percentage of people participating in sporting activities three or more times a week. 


39. Percentage of museums and archives holding archival/heritage collections meeting UK 
accreditation standards.  


40. Percentage of designated historic environment assets that are in stable or improved 
conditions. 


41. Emissions of greenhouse gases within Wales.  


42. Emissions of greenhouse gases attributed to the consumption of global goods and 
services in Wales.  


43. Areas of healthy ecosystems in Wales.  


44. Status of Biological diversity in Wales.  


45. Percentage of surface water bodies, and groundwater bodies, achieving good or high 
overall status.  


46. The social return on investment of Welsh partnerships within Wales and outside of the 
UK that are working towards the United Nations Sustainable Development Goals. 
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EXECUTIVE SUMMARY 
Equality and Diversity Policy Black 30 


 
 


 
 


Overview: This policy sets out the Trust Commitment and equality and diversity and the 
legal setting. The aim of this policy is to ensure that no job applicant or 
employee receives less favourable treatment either directly or indirectly 
on the grounds of age, disability, race, nationality, ethnic or national 
origin, gender, religion, beliefs, sexual orientation, domestic 
circumstances, such as marital or civil partnership status, social and 
employment status, HIV status, gender reassignment, political affiliation 
or trade union membership. 


 
The policy has been updated as a result of changes in Equality legislation. 
 


  


Who is the policy 
intended for: 


This policy is intended for all staff and managers 


  


Key Messages 
included within the 


policy: 


• Raise awareness of equality legislation and protection 
 


• Set out the Trusts principles in relation to equality and diversity 
 


• Training and education in relation to equality 
 


• Definitions of Equality 
 


• Recruitment and selection – fair processes 


  


 
PLEASE NOTE THIS IS ONLY A SUMMARY OF THE POLICY AND SHOULD BE READ IN 


CONJUNCTION WITH THE FULL POLICY DOCUMENT. 
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PART I POLICY STATEMENT 


 
 
1.1 Introduction 
 


Velindre NHS Trust is committed to equal opportunities and the elimination of unfair 
discrimination in employment.  In addition the Trust recognises and welcomes the 
benefits brought by a committed diverse workforce, which is broadly representative of the 
community it serves.  This policy establishes the Trust’s approach towards equal 
opportunities and the key factors in ensuring that all staff and potential employees are 
treated fairly. 
 


1.2 Principles 
 


1.2.1 The Trust believes that it is in the best interests of its staff to promote a policy for 
equal opportunity and to create a positive working environment in employment.  
This will ensure that the Trust fully utilises the skills of the total workforce in 
providing a continuing high quality of health care delivery. 


 
1.2.2 This policy therefore applies without exception to all professions and occupations 


within the Velindre NHS Trust.  All employees are bound by the policy but 
particularly those employees occupying positions of responsibility for other 
employees.  It is the duty of every employee not to discriminate and of each 
manager and supervisor to actively promote equality of opportunity. 


 
1.2.3 The Policy will be implemented in accordance with all appropriate statutory 


requirements concerning equality areas of race, gender, disability, sexual 
orientation, age, religion and beliefs, Welsh language and human rights, other 
legislation referring to equal opportunities, and related Trust policies such as 
Recruitment and Selection, the Welsh Language Scheme etc, which can be found 
in Annexure 4. 


 
1.3 Policy Statement 
 
 The aim of this policy is to ensure that no job applicant or employee receives less 


favourable treatment either directly or indirectly on the grounds of age, disability, race, 
nationality, ethnic or national origin, gender, religion, beliefs, sexual orientation, domestic 
circumstances, such as marital or civil partnership status, social and employment status, 
HIV status, gender reassignment, political affiliation or trade union membership. 


 
1.4 Monitoring 
 


On behalf of all staff the Trust will make clear its commitment to promoting equal 
opportunity in employment to both existing and potential members of staff. 
 
Systems for monitoring the effectiveness of the policy and overall practice of equal 
opportunities will be implemented.  Where necessary action will be taken to remove any 
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actual or potential obstacle to ensuring that equality of opportunity is being properly 
applied within the Trust. 
 
Electronic Staff Record data collection was introduced to the Trust in November 2006. As 
this system becomes embedded the Trust will analyse the equality data to look to identify 
any gaps or issues that require attention so that appropriate actions can be put into  
place. 
 
It is vital that staff understand the importance of monitoring and the positive impact it can 
have in ensuring that the workforce is representative to the benefit of both staff, patients 
and service users and that fair working practices are adopted. 
 
The Trust will not tolerate discrimination by any of its staff and any acts of deliberate 
direct and indirect discrimination will be dealt with in accordance with the Trust’s 
Disciplinary Policy. 
 
The Trust will keep under review its policies, procedures and practices to ensure that 
individuals are recruited, trained, developed and promoted on the basis of job 
requirements and the individual’s merits and abilities for the job. 
 


1.5 Training and Education 
 
 Appropriate equality and diversity awareness training will be provided for all staff of the 


Trust in order that they understand their responsibilities both under the law and the 
Trust’s policy.  Specific equality and diversity training will also be incorporated into 
Recruitment and Selection training for staff and managers. 


 
           Equality awareness is provided at induction. As equality and diversity has been identified 


as a core requirement of KSF, it is therefore vital that every member of staff is provided 
with basic equality and diversity awareness with additional specific equality training 
available to enhance personal development.  


 
 
PART II DEFINITIONS 
 
 
2.1 Legislation 
 


Recent years have seen huge changes in equality legislation. The Sex Discrimination Act 
1975, Race Relations Act 1976, and Disability Discrimination Act 1995, and new strands 
of sexual orientation, religion, belief and non belief and age have also been developed.  
 
 
In October 2010 the Equality Act 2010 came into force. The aim of the new act is to 
harmonise discrimination law and give a single approach where appropriate. It also aims 
to strengthen the law to support progress on equality. The Equality Act 2010 will replace 
the majority of previous equality based legislation, with the exception of the 2006 
Equality Act, (insofar as the setting up of the Equality and Human Rights Commission), 
the Human Rights Act, Welsh Language Act and Work Life Balance legislation. 
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The 2010 Equality Act moves away from the concept of equality strands to protected 
characteristics, of which 9 are identified, these are: 


• race,  
• gender / sex  
• disability  
• sexual orientation 
• religion, belief and non belief 
• age 
• gender reassignment 
• marriage and civil partnership 
• maternity and pregnancy  


 
The legislation states that it is illegal to discriminate against individuals directly or 
indirectly.  The following definitions are derived from this legislation. 


 
2.2 Direct Discrimination 
 


Direct discrimination happens when a person treats another person (whether employee 
or service user) less favourably because of a protected characteristic. 
 
 


Example:  
A hospital does not allow a very ill gay patient to be visited by his civil partner 
while it does allow a similarly ill patient in the same ward to be visited by his wife. 


 
2.3 Indirect Discrimination 
 


This occurs when a requirement provision, criterion or practice is used which has the 
effect of disadvantaging people of a particular sex, age, racial group, religion or belief or 
disability who cannot comply with it and which cannot be justified.  This is less obvious 
but can have a devastating effect on the individual or group. 
 
Pregnacy and maternity is not included as a protected characteristic with regards indirect 
discrimination. 


 
Example:  
A dress policy against headwear, e.g. caps, would affect the possible employment of a 
Sikh employee who wears a turban or a Muslim woman who wears the hijab. 
 


2.4 By Association 
This is a new area that looks at discrimination due to a relationship or connection to a 
person with the protected characteristic of Age, Disability, Gender Reassignment and 
Sex.  
 
Example: 
A staff member who is a carer for a disabled partner, would be protected by their 
association to a disabled person. 
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PART III IMPLEMENTATION 
 
 
3.1 General 
 


The Trust will ensure that equal employment opportunities are available to all by 
ensuring that the contents of the policy are applied throughout the organisation. 
 


  It is recognised that there are some potentially disadvantaged groups who may 
encounter particular difficulties whilst within their employment or in obtaining 
employment. It is important that the Trust recognises such issues and steps are put in 
place via Trust policies and the recruitment and selection process to ensure that all 
potential and current staff feel empowered and receive equality of opportunity. 


 
All current Equality Legislation is awaiting a date to be repealed. Until that time it will 
remain in the policy. The main provisions of the Equality Act 2010 came into force 
October 2010, with further elements to be introduced over a period of 3 years. 
 
The following legislation in bold indicates the legislation that will not be repealed. 


 
3.1.1 Race 


Race Relations Act 1976  amended 2000 
The policy will aim to identify and eliminate the effect of racial discrimination in 
employment.  Equality of opportunity regardless of race is vital, both to give 
individuals a fair and equal chance of developing their abilities and realising their 
expectations and also for the Trust to make full and effective use of the available 
workforce. For the purposes of this policy racial discrimination will include 
discrimination on the grounds of race, ethnic or national origins, culture, language 
and colour. 
 


3.1.2 Gender 
Sex Discrimination Act 1975 (amended as part of Gender Duty Within 
Equality Act 2006) 
The policy will ensure that criteria used for recruitment, promotion and training are 
non-discriminatory.  Thus recruitment, promotion and training, as well as the 
treatment of staff in general will be on the basis of merit and not on the basis or 
their gender. 
 
 


3.1.3 Sexual Orientation  
Employment Equality (Sexual Orientation) Regulations 2003  
The policy will reflect the requirements set out in the above legislation which 
outlaws discrimination on the grounds of sexual orientation in employment and 
vocational training. This legislation specifically bans direct and indirect 
discrimination, harassment and victimisation because of sexual orientation. 
 
There will be no acceptance of discrimination either directly or indirectly because 
of a person’s sexual orientation, perceived or actual. 
 



http://www.cre.gov.uk/legal/rra.html�

http://www.opsi.gov.uk/ACTS/acts2000/20000034.htm�

http://www.opsi.gov.uk/si/si2003/20031657.htm�

http://www.eoc.org.uk/default.aspx?page=17686�

http://www.opsi.gov.uk/ACTS/acts2006/ukpga_20060003_en.pdf�

http://www.opsi.gov.uk/SI/si2003/20031661.htm�
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3.1.4 Marital Status and Civil Partnership 
Sex Discrimination Act 1975 and Civil Partnership Act 2004 
The policy will ensure that criteria used for recruitment, promotion and training are 
non-discriminatory.  Thus recruitment, promotion and training, as well as the 
treatment of staff in general will be on the basis of merit and not on the basis or 
their marital  or civil partnership status. 
 


 
 3.1.5 Staff with Dependants 


Employment Act 2002, Carers Equal Opportunities Act 2004 and the Work 
and Families Act 2006 
In April 2003 the Employment Act came into force and introduced the right 
for parents of young and disabled children to apply to work flexibly. From 
April 2007 the Work and Families Act 2006 extended this right to cover 
carers of adults. An application to work flexibly can cover hours of work, 
times of work and/or place of work (as between home and place of business 
only) and must be taken seriously by the employer. 


Existing or potential members of staff with dependants e.g. the disabled, 
children, sick or aged parents, siblings, will not be discriminated against on 
the basis of having such dependants and will be considered for recruitment, 
promotion and training solely on merit.  In addition “special leave” will be 
made available to staff in accordance with the Trust’s policy on Special 
Leave arrangements and  provisions. 


 
3.1.6 Trade Union Membership 


Trade Union and Labour Relations (Consolidation) Act 1992 and the    
Employment Relations Act 1999 and 2004 
All members of staff are encouraged to join an appropriate trade union, 
professional association or staff organisation. 
 
Staff who are members of, or actively involved in a trade union, including 
those relating to Health and Safety duties and activities, will not be 
discriminated against because of their trade union involvement.  A member 
of staff’s involvement in trade union duties or activities will be neither a 
factor for or against, when considering them for recruitment, promotion and 
training. 


 
3.1.7 Political Belief 


Human Rights Act 1998 
The Trust recognises the right of staff to hold political beliefs of any 
persuasion and will not discriminate against individuals because of their 
beliefs, in accordance with the principles of the Human Rights Act, 1998. 
 
 


3.1.8 Religion, Beliefs and Non-Belief 
Employment Equality (Religion, Belief and Non-Belief) Regulations 2003 & 
Racial and Religious Hatred Act 2006 (c. 1) 
The policy will reflect the requirements set out in the above legislation, which 
outlaws discrimination on the grounds of Religion, Belief and Non-Belief in 
employment and vocational training. This legislation specifically bans direct and 



http://www.opsi.gov.uk/si/si2003/20031657.htm�

http://www.opsi.gov.uk/ACTS/acts2004/20040033.htm�

http://www.opsi.gov.uk/acts/acts2002/ukpga_20020022_en_7�

http://www.opsi.gov.uk/ACTS/acts2004/20040015.htm�

http://www.opsi.gov.uk/ACTS/acts2006/pdf/ukpga_20060018_en.pdf�

http://www.opsi.gov.uk/ACTS/acts2006/pdf/ukpga_20060018_en.pdf�

http://www.opsi.gov.uk/acts/acts1992/Ukpga_19920052_en_1.htm�

http://www.opsi.gov.uk/ACTS/acts1999/19990026.htm�

http://www.opsi.gov.uk/acts/acts2004/20040024.htm�

http://www.opsi.gov.uk/ACTS/acts1998/19980042.htm�

http://www.opsi.gov.uk/si/si2003/20031660.htm�

http://www.opsi.gov.uk/acts/acts2006/20060001.htm�
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indirect discrimination, harassment and victimisation because of Religion, Belief 
and Non-Belief. The Racial and Religious Hatred Act makes it an offence to incite 
(or 'stir up') hatred against a person on the grounds of their religion. 
 


3.1.9 Disability 
Disability Discrimination Act 1995 (amended 2005) 
The Trust recognises the need for disabled persons to find and remain in 
employment and its obligations under the Disability Discrimination Act 1995. 


 
The meaning of disability is defined under the amended Act as: 


‘a physical, sensory or mental impairment which has a substantial and 
long-term (more than 12 months) effect on normal day to day activities. ‘ 
 


Included in the definition is a wide range of impairments including sensory, 
dyslexia, autistic spectrum disorder, diabetes, speech and language, severe 
asthma and learning difficulties resulting from complex profiles of disability.  
The definition of disability has been amended from the 1995 Act to reduce the 
reliance on the ‘medical model’ for individuals with a mental illness, which no 
longer has to be ‘clinically well recognised’. The definition now includes people 
with progressive conditions including HIV, multiple sclerosis and cancer.  
 


3.1.10 Age 
 Employment Equality (Age) Regulations 2006 
 Age discrimination in employment is wasteful of talent and harmful to both 


individuals and the Trust.  In recognising the advantages of having a workforce 
with a diverse age range, the Trust will seek to ensure that employment decisions 
are based on competencies, qualifications, skills, potential and objective job-
related criteria obtained through careful analysis of job requirements and 
performance. 


 
3.1.11 Human Rights Act, 1998 


The Human Rights Act, 1998 places a legal duty upon the trust and its staff 
to respect the human rights of all it’s staff including respect for private and 
family life and the right not to be discriminated against. 
 


3.1.12 Welsh Language Scheme  
Welsh Language Act 1993 
As detailed in its Welsh Language Scheme, the Trust has adopted the 
principle that it will treat the English and Welsh languages on the basis of 
equality.  In implementing this Scheme, the Trust offers the public in Wales 
the right to choose which language to use in their dealings with the Trust. 
 


 3.1.13 Equality Act 2010 
Equality Act 2010 
The Equality Act aims to harmonise discrimination law and give a single approach 
where appropriate. Strengthen the law to support progress on equality. The 
Equality Act 2010 will replace the majority of previous equality based legislation, 
with the exception of the 2006 Equality Act, insofar the setting of the Equality and 
Human Rights Commission, the Human Rights Act, Welsh Language Act and 
Work Life Balance legislation 
 



http://www.opsi.gov.uk/acts/acts1995/1995050.htm�

http://www.opsi.gov.uk/acts/acts2005/20050013.htm�

http://www.opsi.gov.uk/si/si2006/20061031.htm�

http://www.opsi.gov.uk/ACTS/acts1998/19980042.htm�

http://www.opsi.gov.uk/acts/acts1993/Ukpga_19930038_en_1.htm�

http://www.opsi.gov.uk/acts/acts2010/pdf/ukpga_20100015_en.pdf�





Velindre NHS Trust                                                                                       Policy Name: Equality & Diversity policy 
Trustwide Policy                                                                                            Policy Lead: Ceri Harris 


Ref: 30                                                                                                                                         Next review date: 
Approval Date: 
Approved by: 


10  


 
 3.1.14 Service Delivery to Patients, Donors and Staff 


 Staff will not allow personal beliefs on any of the issues referred to in paragraphs 
3.1.1 to 3.1.10 to affect the delivery of service to patients, service users and other 
staff. 
 


 This will not affect the right of staff to participate in lawful industrial action. 
 
 Information provided to patients, members of the public etc should take account of 


the Trust’s Welsh Language Scheme. 
 
 The Trust is aware of the need for staff to be sensitive to the need of clients, 


carers and members of the public across all strands. 
 


 
 
For more in depth information on the Acts please click the links to look up 


the Acts. 
 


 
 
3.2 Recruitment and Selection 
 
 3.2.1 The Trust’s policy is to attract and recruit candidates of the highest quality solely 


on merit. 
 
 3.2.2 The Equality Act 2010 prohibits the use of Health Questionnaires as well as 


asking any question relating to how much absence a person has had from work 
prior to an offer of employment being made. This includes verbal and written 
questions. This also includes any questions to third parties – asking for 
references, you cannot ask how many days’ sick a person has had for example. 
This can be included in a reference request once an offer of employemtnhas been 
made. 


 
 3.2.3 Recruitment and selection practices will be monitored to ensure that appropriate 


recruitment systems are in operation. 
 


3.2.4 The selection process is of crucial importance and must, therefore, be carried out 
according to objective, job related criteria.  The effectiveness of the policy will be 
determined to a great extent by this aspect of the employment procedure.  
Through appropriate training and monitoring, the Trust will endeavour to ensure 
that officers making selection decisions will not discriminate, whether consciously 
or subconsciously, in making these decisions. 


 
3.2.5 The Trust’s Code of Practice detailing methods of implementation of the policy in 


respect of Recruitment and Selection is attached as Annexure 2. 
 
3.3 Training and Education 
 


The provision of education and training in connection with equal opportunity for 
employment is based on the following principles: 
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3.3.1 The Trust will not discriminate in the provision of training opportunities and will 


ensure that appropriate training will be provided to enable staff to perform their 
jobs effectively and to pursue career development opportunities in accordance 
with the needs of the organisation. 


 
3.3.2 The Trust will consider where appropriate positive action under the provisions of 


the relevant legislation and codes of practice to ensure that traditionally 
disadvantaged groups are provided, through training, with equal opportunities for 
promotion and career development. Equality and Diversity is recognised as being 
a core dimension for all members of staff in the NHS’ Knowledge and Skills 
Framework (KSF) which NHS staff need to apply in their work. 


 
3.33 All new employees of the Trust will be informed of the Trusts Equal Opportunities 


Policy and relevant Trust documents as part of the induction process. As well as 
this further training on Equality and Diversity will be offered to develop and embed 
understanding of equality principles. 


 
 
3.4 Promotion, Secondment and Development 
 


3.4.1 It is in the Trust’s interest to provide equal opportunities for promotion, 
secondment and development of all staff.  Wherever possible, staff with the 
required skills and aptitudes will be offered opportunities for promotion or 
development as appropriate. 


 
3.4.2 As appropriate and as part of the workforce planning, the Trust will refer to the 


Recruitment and Selection policy with regards all promotions and secondments. 
 


3.4.3 All staff will participate in the Trust’s Knowledge and Skills Framework (KSF) 
performance and development review system and these arrangements will be 
applied without any discrimination. 


 
3.5 Conditions of Service 
 


3.5.1 All conditions of service will be interpreted and applied fairly and consistently to all 
staff. 


 
3.5.2 Applications from members of staff requesting either the accumulation of annual 


leave or unpaid leave (e.g. employment breaks) in order to travel overseas for 
religious reasons, will be given due consideration having due regard to the 
exigencies of the services which will be paramount. 


 
3.6 Cultural and Religious Needs 
 
 Members of staff may request an adjustment to working practices as a result of cultural 


or religious needs e.g. to observe prayer times and religious rites.  Such requests will be 
given due consideration having regard to the exigencies of the service which will be 
paramount. Any requests would be made using the Trust Work Life Balance Scheme. 
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3.7 Harassment (See Dignity at Work Policy) 
 
 Unfair treatment by, or against staff because of their gender, sexual orientation, race, 


age or any of the grounds listed in paragraph 1.3, will not be tolerated, especially in the 
form of harassment or victimisation.  Harassment is a particularly unpleasant form of 
discrimination.  The issue of whether or not certain conduct represents harassment is 
subjective and the views of the victim will be a significant consideration when 
determining what behaviour is acceptable to them and what they regard as offensive.  
Consequently in dealing with such cases care needs to be taken in assessing complaints 
so that managers do not impose their own personal views about the level of offence 
caused and guard against making assumptions that an employee is being over sensitive.  
The Trust’s Dignity at Work Policy deals separately with instances of actual or potential 
harassment and any such cases will be dealt with in accordance with that policy and/or 
the Trust’s Grievance and Disciplinary Policies. 


 
 The Equality Act 2010 identifies that employees can make a complaint about behaviour 


even if it is not directed at them. Also the new area of harassment by a third party which 
means that the Trust needs to demonstrate measures put in place to protect staff who 
may be harassed by people they don’t employ such as visitors and patients. This would 
also include staff who are subject to domestic abuse. This is covered in the Supporting 
Staff/Service Users who are victims of domestic abuse/violence policy: Black 78 


 
3.8 Roles and Responsibilities 
 
 3.8.1 Chairman, Executive and Non Executive Directors 


The Chairman, Executive and Non Executive Directors of the Trust Board in 
conjunction with the Executive Director of Human Resources have a responsibility 
to: 
 
(i) be fully acquainted with the aims of this Policy in order to carry out their 


roles in relation to Appointment Panels and on various appeals panels. 
(ii) monitor the effectiveness of the policy 
(iii) ensure that effective training on the policy takes place 
 


3.8.2 Managers 
 All managers at all levels in the organisation have a key responsibility in ensuring 


equal opportunities in employment.  They must actively promote equality of 
opportunity and treat all staff equally.  To this end managers must fully acquaint 
themselves with the contents of this policy and ensure that all staff apply it 
correctly particularly in the following circumstances: 


 
  Recruitment 
  Training and development 
  Performance Management, including KSF Review 
  Communication 
  General management of staff, including working arrangements 
 
3.8.3 Staff 
 It is the duty of all staff, at all levels, to be aware of the spirit and contents of the 


policy to understand it, not to discriminate and for the Trust to mainstream 







Velindre NHS Trust                                                                                       Policy Name: Equality & Diversity policy 
Trustwide Policy                                                                                            Policy Lead: Ceri Harris 


Ref: 30                                                                                                                                         Next review date: 
Approval Date: 
Approved by: 


13  


Equality into all functions policies and service delivery. It is the responsibility of 
each member of staff to report any incidents involving actual or potential 
discrimination to their appropriate line manager.  Where such an incident may 
involve the employee’s line manager the incident should be reported to the next 
higher level of manager or to a senior member of the HR Department. 


 
 3.8.4 Equality and Diversity Manager 


The Trust has appointed an Equality and Diversity Manager. The role and 
responsibilities of this post includes ensuring that the Trust’s policy on equal 
opportunities is being correctly applied in all aspects of recruitment, training, 
promotion and development. 


 
 In addition, the Equality and Diversity Manager may be approached for advice by 


any member of staff who believes that he/she is being, or is likely to be, subjected 
to discrimination in the work place. Such approaches will be dealt with on a 
confidential basis in the workplace. 


 
 
PART IV MONITORING 
 
 
4.1 The Executive Director of Human Resources will have the formal responsibility on behalf 


of the Trust for monitoring the operational effectiveness of the policy.  A monitoring and 
review system will be introduced in order to achieve this. 


  
Equality Monitoring helps to ensure that people working for the Trust or using its services 
are treated according to their individual need; these include areas such as  race, national 
identity, gender, age, disability, language, sexual orientation, religion or beliefs as well as 
the newly defined protected characteristics set out in the Equality Act 2010 . 


 
All information is treated as highly confidential. It will not be used for any purposes other 
than to measure the effectiveness of Trust services and equality policies, or shared with 
any one else in a way that a member of staff could be personally identified, without  
written consent. 


 
4.2 The effectiveness of the policy will be monitored by the following methods. 
 


4.2.1 Information on Staff 
Annual Reports will be produced based on enrolment and recruitment details and 
attitude surveys, and will be presented to the Trust’s Equality and Diversity 
Group’s and the Executive Board. The Annual Report will be made available to 
the public via the Trust website and other methods such as Patient Public 
Involvement (PPI) groups. These will include the classification of current staff by 
ethnic origin, gender, sexual orientation, religious belief or non belief, age and 
disability. 
 
Data sets are identified by the Electronic Staff Record System (ESR) 


 
4.2.2 Information on Applicants/Appointments 
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Records will be kept for all appointments (for a maximum of 6 months) and 
successful candidate’s information will be placed in personal files and kept (for 6 
years after termination). 


 
 4.2.3 Training 


Training applications and records, within ESR/OLM, for all staff will be monitored 
regarding equality areas with particular reference to the decisions reached and the 
reasons for those decisions. 
 


 4.2.4 Recruitment and Selection Practices 
Recruitment and selection practices will be monitored to ensure that certain 
groups are not potentially disadvantaged.  Further details can be found in the 
Trust’s Code of Practice on Recruitment and Selection attached as Annexure 2. 
 


4.2.5 Harassment 
 


Records of all reported instances of harassment will be kept, with a report 
produced annually showing the number of instances, and actions taken to address 
the incidents. 
 


4.3 If evidence is found which suggests that the contents of the policy are not being adhered 
to, action will be taken in accordance with the appropriate policy. 


 
4.4 HR policies and procedures will be kept under review to ensure that they do not operate 


against the policy and principles of equality of opportunity as stated in Part 1. 
 
 
 
 
 
 


 
PART V REMEDIAL ACTION 
 
 
5.1 Individuals 


 
The intention of this policy is to prevent discrimination and to actively promote equal 
opportunity.  Nothing should therefore prevent an individual or group from pursuing their 
rights either through the agreed procedures or, where it is believed that to do so would 
prove difficult because of the nature of the discrimination, by obtaining advice and/ or 
support from other sources, as identified in paragraph 5.2 Advice below. 
 
5.1.2 Any member of staff who feels unfairly treated with regard to recruitment, 


promotion, training or in their management in general on any of the grounds listed 
in paragraph 1.3 or in the application of conditions of service, should raise it in the 
first instance with their appropriate line manager. 


 
5.1.3 Issues should normally be raised with the member of staff’s immediate manager 


but where the source of complaint relates to that manager, the matter should be 
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raised with a higher level manager (See Velindre NHS Trust’s Grievance Policy 
and Dignity at Work) or a senior member of the HR Department. 


 
 


5.2 Advice 
 


If members of staff have any questions or points of issue on the application of this policy, 
they should normally raise them with their line manager or an appropriate member  of the 
HR  Department. 
 
In addition, staff have the right to seek guidance and/or support from: 
 


-  Trust’s Equality and Diversity Manager 
- NHS Wales Centre for Equality and Human Rights 
- Equality and Human Rights Commission  
- a Staff Organisation or Trade Union (either local or full time officer) 


- Professional Association, such as 
o Stonewall 
o Disability Wales 
o Age Concern 
o Carers Wales 


- Voluntary Organisations 
 


5.3 Grievance and Discipline 
 
Where such matters cannot be resolved by the appropriate line manager staff should 
seek recourse through the Trust’s Grievance Procedure, Disputes Procedure or Dignity 
at Work Policy as appropriate. 
 
Disciplinary matters arising from the policy will be dealt with using the Trust’s Disciplinary 
Policy. 
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          Annexure 1 
 


 
DISABILITY 
 


 
Definitions under the Disability Discrimination Act 1995 & 2005 
This legislation will be replaced by the Equality Act 2010, the main principles of 
the legislation will remain, but a broader category of treatment will be potentially 
unlawful: such as discrimination by association.    


 
• Disability 
 
These include: 


*  Physical impairment  - loss of, or impairment in the ability to use, limbs 
   -  disfigurements 
   -  impairment affecting mobility, manual dexterity,  


   continence 
*  Impairment of senses  -  e.g. speech, hearing 
*  Mental impairment  -  mental illness  
*  Long term illness/Condition - Cancer, epilepsy, multiple sclerosis, 
   HIV,  


 
The right to be regarded as disabled applies regardless of any controlling or correction of the 
impairment (e.g. through the use of drugs or appliances). 
 
The following are examples of exclusions from the Act: 


*  any disability that is short term (see ‘long term effect below’) 
*  sight corrected by glasses or contact lenses 
*  disabilities that may be regarded as minor e.g. hay fever, tattoos, non medical body 
piercing 
*  addictions or dependencies e.g. on alcohol, drugs 
*  mental impairment associated with tendencies to steal, set fires, sexual abuse 


 
• Long Term Effect 
 
A disablement is long term if: 


*  it has lasted at least twelve months, or 
*  it is likely to last at least twelve months, or 
*  it is likely to last for the rest of the life of the person 


 
• Normal day to day activities 
 
These include: 


*  Mobility – sitting, climbing stairs, travelling without assistance 
*  Manual dexterity – picking up or moving objects 
*  Physical co-ordination 
*  Continence 
*  Ability to lift, carry or otherwise move everyday objects 
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*  Speech, Hearing or eyesight 
*  Memory or ability to concentrate, learn or understand 
*  Perception of risk or physical danger 
 


• Justification 
 
Less favourable treatment can be justified only where: 


*  such treatment is relevant to the circumstances of the individual case 
*  the reason for the treatment is a substantial one i.e. the reason cannot be minor or 
trivial 
 


• Trust’s Duty of ‘Reasonable Adjustment’ 
 
The Trust must make reasonable changes to the workplace and to employment arrangements 
so that a disabled person is not at any substantial disadvantage compared to non-disabled 
persons.  This applies to all aspects of the employment or potential employment. 
 
The criteria for reasonableness is determined by: 


*  the extent to which it is practicable for the Trust to make the change 
*  the financial and other costs which would be incurred in making the changes 
*  extent of the Trust’s financial resources 
*  the extent to which the change would avoid discrimination 
*  any potential breach of statutory obligations 
*  the Trust does not know/ could not reasonably be expected to know of the disability 


 
Reasonable adjustment might include: 


*  adjustments or modifications to premises 
*  adjustments or modifications to fixtures and fittings and/ or equipment 
*  changing duties or transferring to another job 
*  altering working hours or location of work 
*  arranging special training 
*  altering instructions/ procedures 
*  providing a reader/ interpreter 
*  providing supervision 
*  allowing time off for treatment, rehabilitation or assessment 


 
• Enforcement 
 
Among the responsibilities of the Equality and human Rights Commission are duties to: 


*  eliminate discrimination 
*  provide equality of opportunity 
*  review and develop codes of practice 
*  review disability laws 
*  investigate discrimination and ensure legal compliance 


 
Allegations of unlawful discrimination, including a failure to make a reasonable adjustment, may 
be taken by an individual to an employment tribunal.  Such applications must be made within 
three months of the alleged discrimination. 
 
The penalties that can be imposed by an employment tribunal include: 
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*  order of compensation (no upper limit), including ‘injury to feelings’ compensation 
*  make recommendations on steps to be taken by the Trust to avoid discrimination, with 


powers to enforce recommendations 
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          Annexure 2 
 


 
CODE OF PRACTICE ON RECRUITMENT AND SELECTION 
 


 
1. General Principles 
 
 1.1 All applicants who apply for employment with the Trust will receive fair treatment 


and will be considered solely on their ability and suitability to do the job. 
  
 1.2 The Equality Act 2010 prohibits the use of Health Questionnaires as well as 


asking any question relating to how much absence a person has had from work. 
This includes verbal and written questions. This also includes any questions to 
third parties – asking for references, you cannot ask how many days’ sick a 
person has had for example. 


 
 1.3 The Trust must not ask about a job applicant’s health until that person has been 


either offered a job (on a conditional or unconditional basis) or been included in a 
pool of successful candidates to be offered a job when a suitable position arises. 


 
 1.4 The specified situations where health related enquiries can be made are for the 


purposes of: 
• Finding out whether a job applicant would be able to participate in an 


assessment to test their suitability for the work; 
• Making reasonable adjustments to enable the disabled person to participate in 


the recruitment process; 
• Finding out whether a job applicant would be able to undertake a function that 


is intrinsic to the job, with reasonable adjustments in place as required; 
• Monitoring diversity in applications for jobs; 
• Supporting positive action in employment for disabled people;  
• Enabling an employer to identify suitable candidates for a job where there is a 


genuine occupational requirement for the person to be disabled. 
 


1.5 All staff who have the authority to recruit and/or who are involved in the 
recruitment process, should be trained in the application of this policy. 


 
1.6 All staff actively involved in the recruitment process, shall be made aware through 


training programmes, and all other appropriate means of the effects which 
generalised assumptions and prejudices about race, age etc., can have on 
selection decisions. 


  
1.7 Recruitment records, which detail appropriate information to enable accurate and 


meaningful equal opportunities analysis to be carried out, shall be kept by the HR 
Department.  Notes must be kept of the reasons for candidates being 
unsuccessful. 


 
1.8     It must be ensured that selection criteria and tests are related to job requirements, 


                     and do not discriminate on any grounds. 
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1.9 All staff actively involved in the recruitment and selection process should take 
account of the Trust’s Welsh Language Scheme. 


 
2.0 The contents and application of this policy must also be brought to the attention of 


any organisation or agent undertaking recruitment and selection activities for the 
Trust. 


 
2.1 The Trust has adopted the 2 ticks disability symbol, thereby making five 


commitments regarding recruitment, training, retention, consultation and disability 
awareness. 


 
These commitments are: 


- to interview all disabled applicants who meet the minimum criteria for a job 
vacancy and to consider them on their abilities  


- to discuss with disabled employees, at any time but at least once a year, 
what both parties can do to make sure disabled employees can develop and 
use their abilities  


- to make every effort when employees become disabled to make sure they 
stay in employment  


- to take action to ensure that all employees develop the appropriate level of 
disability awareness needed to make these commitments work  


- to review these commitments each year and assess what has been achieved, 
plan ways to improve on them and let employees and Jobcentre Plus know 
about progress and future plans 


 
 


2. Advertisements 
 
 2.1 The Trust shall not discriminate directly, or indirectly, in advertisements for posts 


by including any requirements or criteria which are unnecessary to the post and 
which might dissuade or exclude applicants from particular potentially 
disadvantaged groups. 


 
 2.2 In order to avoid direct discrimination, the Trust shall not confine its recruitment to 


areas or media which provide only, or mainly, applicants of a particular racial 
group and will avoid or review systems which could potentially perpetuate 
discrimination indirectly, for example, waiting list of persons seeking employment. 


 
 
3. Job Descriptions and Person Specifications 
 
 3.1 All job descriptions must be reviewed to ensure that they are in line with the 


Trust’s policy on equal opportunities, and that job requirements are reflected 
accurately in the person specification and the knowledge and skills required to 
carry them out. 


 
 3.2 Managers should ensure that job descriptions and person specifications are sent 


to the HR department together with the ‘vacancy requisition’ form. When 
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managers are drawing up person specifications they should ensure that they 
avoid any unnecessary requirements which are, or could be regarded as being, 
directly or indirectly discriminatory. 


 
 3.3 When a job involves irregular or unsociable hours or travel, the full facts should be 


referred to in the job description and other recruitment literature. 
 
4. Application Forms 
 
 4.1 Application forms are designed so as to avoid any potential discrimination. 
 
 4.2 The Trust shall not disqualify any applicant because he/she is unable to complete 


unassisted an application form, unless personal completion of the form is part of a 
valid test of competence required for the safe and/or effective performance of the 
job. 


 
5. Selection (Shortlisting and Interviewing) 
 
 5.1 An interview panel chairperson will be agreed, who will provide leadership to the 


panel and ensure all necessary tasks are undertaken, taking account of good 
practice in Equal Opportunities.  


 
 5.2 All staff responsible for shortlisting, interviewing, and/or selecting candidates shall 


be made aware of possible misunderstandings which can occur in interviews 
between the interviewers and persons of different cultural backgrounds. 


 
 5.3 Overseas qualification, degrees, diplomas, which are comparable with UK 


qualifications, will be accepted as equivalents (subject to registration requirements 
and to Doctor and Dentists and Agenda for Change terms and conditions of 
service). 


 
 5.4 Shortlisting and interviewing will be carried out by more than one person.   The 


interview panel will normally consist of those staff who have carried out the 
shortlisting.   Wherever appropriate a representative of the HR Department shall 
be actively involved in the shortlisting process and be present at interviews. 


 
 5.5 All applicants will be given equal consideration for appointments.  Criteria for 


shortlisting must be clearly established and equally applied to all candidates. 
 
 5.6 Interview questions must be related to the requirements and circumstances of the 


job, and must not be of a discriminatory nature. 
 
 5.7 Any other practices or techniques which may be used from time to time to assist 


the recruitment and selection process (e.g. personality profiling or aptitude tests) 
must be constructed and applied so as to avoid any forms of discrimination and to 
comply with the principles and aims of this code. 
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            Annexure 3 
 
 
LEGISLATION 
 
 


The following are the main Acts of Parliament which govern the statutory basis for equal 
opportunities in employment, and the Trust’s policy therefore complies with and will be 
implemented in accordance with these requirements.  
 
All current Equality Legislation is awaiting a date to be repealed. Until that time it will 
remain in the policy. The main provisions of the Equality Act 2010 are scheduled for 
October 2010, the government will issue a commencement order, with further elements 
to be introduced over a period of 3 years. 
 
The following legislation in bold indicates the legislation that will not be repealed. 


 : 
Equal Pay Act, 1970 
 
Rehabilitation of Offenders Act 1974 
 
Sex Discrimination Act 1975 and 1986 
 
Race Relations Act 1976 
 
Disability Discrimination Act 1995 
 
Human Rights Act, 1998 
 
Welsh Language Act, 1993 
 
Employment Relations Act, 1999 
 
Race Relations Amendment Act 2000 
 
Part-Time Workers (Prevention of Less Favourable treatment) Regulations 2000 
 
Fixed-term Employees (Prevention of less Favourable Treatment) Regulations 
2002 
 
Employment Equality (Sexual Orientation) Regulations, 2003 
 
Employment Equality (Religion or Belief) Regulations, 2003 
 
Carers Equal Opportunities Act, 2004 
 
Civil Partnership Act 2004 
 
Disability Discrimination Act 2005 
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Employment Equality (Age) Regulations, 2006 
 
Equality Act 2006 
 
Work and Families Act 2006 
 
Racial and Religious Hatred Act 2006 
 
Relevant European Legislation and Codes of Practice 
 
Equality Act 2010 
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 Annexure 4 


 
 
RELATED TRUST POLICIES 
 
 
The following Trust policies, procedures and documents are directly relevant to equal 


opportunities: 
 
 
Annual Leave and Bank Holiday policy 
Appraisal 
Attendance at Work During Extreme Weather Conditions 
Balancing Work and Home Life Scheme 
Career Break Policy 
Carers Policy 
Childcare Voucher Policy 
Communication Strategy 
Contract of Employment 
Dignity at Work 
Disability Equality Scheme 
Disciplinary Policy 
Disciplinary Rules 
Gender Action Plan 
Grievance Policy and Procedure 
Guidelines on Objective Setting 
Induction Procedures 
Job Sharing Policy 
Maternity / Paternity Leave Policy 
Phased Return to Work 
Policy and procedure for Interpreter Services 
Recruitment and Selection 
Rehabilitation Leave Policy 
Security of Employment and Redundancy Policy 
Sickness and Absence Policy and Guidelines 
Single Equality Scheme 
Special & Parental Leave Policy 
Study Leave Policy and Guidelines  
Supporting Staff/Service Users who are victims of Domestic Abuse/Violence 
Training and Development Strategy 
Underperformance Policy and Procedure 
Welsh Language Scheme 
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