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Purpose

This action plan is an initiative of the Workforce
Planning and Talent Development Branch at the
NSW Ministry of Health. It has been developed in
consultation with Local Health Districts and
Networks (LHD/Ns) and Pillars to support health
workforce planning across NSW. It is based on
feedback outlined in the report - ‘Building workforce
planning capability in the NSW Health system.

The plan identifies activities required by key
stakeholders to build workforce planning capability
across the NSW Health system. It is designed to
support a formalised and collaborative approach to
workforce planning within and between hospitals,
LHD/Ns and other health organisations. The plan
provides clarity on the roles and functions of the
different elements of the system to support
effective workforce planning.

Our vision is that workforce planners across NSW
Health will be equipped and enabled to approach
workforce planning in a proactive, collaborative and
systematic way to ensure that NSW Health attracts
and retains a fit for purpose workforce across the
system with the capacity and capabilities to deliver
first class, patient-centred care now and into the
future. Key to achieving this vision is creating a
shared language, process and resources to promote
a clear understanding of workforce planning
activities and how they can be integrated with
facility, financial and service planning.

Scope

Workforce planners are the primary focus for most
of these actions, as they are integral to achieving
the desired level of capability within the NSW
Health system. Improved governance, education
and integration is needed to empower this small
but critical workforce.

The need for capability in workforce planning is not
limited to the workforce planner role. Our ultimate
aim is to build capability for all NSW Health staff
involved in workforce planning, leading to a future
state where workforce planners can play a strategic,
enabling role. Consideration will be given for the
wider roles involved in workforce planning in the
development of resources and education programs.

Understanding and planning for the potential
impact of current and future technology is an
important consideration for workforce planning.

Projects to support the implementation of this
Action Plan will maintain strong links with state-
wide strategic workforce planning in this area.

Access to relevant data is a significant enabler for
the workforce planning process. Improving access
to and the reliability of data in turn influences the
strategic role played by workforce planners in the
local business or organisation.

Background

The NSW Ministry of Health (the Ministry) has
supported a quarterly Workforce Planning Advisory
Forum since 2014. This has been the primary
method for dialogue between LHD/Ns and Pillars to
share resources and build capability across the
health system. There are also regular meetings
between the Workforce Planning and Talent
Development Branch and Health Infrastructure, and
the Health System Planning and Investment Branch
to support a stronger alignment of workforce
planning with service and infrastructure planning.

There is great potential in better aligning workforce
planning and service planning to support robust
planning initiatives. Health services planners
facilitate the development of a LHD’s clinical
services plan (CSP), which describes how services
will need to be delivered into the future to reflect
the changing health needs of the community, as
well as changes to ways of providing care. CSPs
specify changes in service delivery, models of care,
technology and workforce. Workforce planners can
advise how to best respond to these changes from
a workforce perspective, and are critical to
determining how to source the talent, skills and
capabilities required for the LHD to deliver the
services outlined in the CSP.

The Workforce Planning and Talent Development
Branch distributed a discussion paper in August 2018.
The aim of this paper was to test the suitability of a
new approach to building workforce planning
capability, involving increased collaboration between
the Ministry and other health organisations.

Feedback on the discussion paper indicated broad
support for a capability program of work and
identified six key areas of focus moving forward:
developing workforce planning capability in NSW
Health, developing workforce planning capacity in
NSW Health, a consistent state-wide approach to
workforce planning, driving local process
improvement, maintaining a future focus and a
strong and engaged network of stakeholders.
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These have been reflected in the action plan below.

This work was done in parallel to a project which
investigated workforce planners as a ‘small but
critical’ workforce. This involved interviews with
planners from across the state, a literature review
and exploration of the scope of the professionin a
national and international context. This review was
completed in May 2019 and identified several
challenges such as the fluid nature of the role
required to meet the changing needs of
organisations, limited access to tools and resources,
and the transition to incorporate skills mix as part
of a system based approach to workforce planning.

This project identified similar themes to the
discussion paper, regarding capability development
and integration with other planning and its
recommendations have been incorporated into the
table below. Considerable feedback was received
through interviews conducted as part of the ‘small
but critical’ project so it was determined that there
was not currently a need to undertake the focus
groups originally identified as a strategy in the
discussion paper report. However, ongoing
consultation will be an integral feature to the further
development and delivery of these activities.

Next steps

This action plan was distributed to the Workforce
Planners Advisory Group and relevant workforce
executive for feedback prior to implementation in
late 2019. Project plans will be developed for larger
or more complex actions.

The Workforce Planners Advisory Group will play a
key role to support the progression of these activities.
Their regular forums will involve collaboration to
workshop and implement fit for purpose solutions
under the identified areas of focus.

The Workforce Planning and Talent Development
Branch will also continue to collaborate with Health
Infrastructure and Health System Planning and
Investment Branch to integrate and streamline
workforce planning with service and infrastructure
planning.

Governance and
reporting

Key stakeholders and their governance responsibilities
have been outlined in the table below.

Name / Group Responsibilities

Project Director - Workforce Planning and Authorisers and overall accountability for the project. The
Sponsor(s) Performance (Ministry of Health) Sponsors also act as an escalation point and champion of
Director - Workforce Policy and the project
Development (Ministry of Health)
Reference Wo_rl_&force Executive Committee Provide input on all existing and potential issues of the
Group (Ministry of Health and LHD/N

representatives)

project
Help identify suitable options for managing the issues

Key Stakeholder
Group

Workforce Planners Advisory
Forum

Collaboration to workshop and implement fit for purpose
solutions under the identified areas of focus

Provide subject matter expertise

End users and their
representatives

Project Working
Group

Specify the needs of all users
Provide subject matter expertise

Generate and test ideas to drive improvement and
innovation

Actively participate in the development of tools and
resources

Represent interested parties outside the project team by
facilitating the flow of information and ideas

Ensure that the project’s product will meet the end users’
needs

Representatives from Workforce
Planning and Performance Unit and
Workforce Policy and Development
Unit (Ministry of Health)

Project Team

Responsible for contributing to and coordinating the
project planning and reporting
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Action Plan

The action plan contains targeted activities to
address the challenges and opportunities identified
in each of the six focus areas.

These focus areas are to develop:

1.

Capability - A training program will help to
address the diverse background of workforce
planners and support a consistent business
approach. This will also be supported with the
creation of tools and resources, and the
facilitation of broader support within and
between LHDs.

Capacity - Workforce Planners are a small but
critical workforce and under increasing pressure
from increasing service and facility
redevelopments. Building organisational
commitment, funding, resources, value
propositions, networking, data access including
from rostering and recruitment platforms are
expected to help the system to address this
challenge.

Consistency - An agreed state-wide approach,
supported by processes, role consistency, tools
and resources, more references in state-wide
strategies, and supported with standards for
evaluation. This will be balanced with support
for local flexibility where needed (particularly in
regards to rural and remote).

Local processes - This includes succession

planning, culture considerations, change
management, integration with service planning,
and taking a redesign approach.

5. Future focus - Incorporating technology,
innovation, horizon scanning, data and
information, training and recruitment, and an
evidence based skill mix into planning.

6. Engaged stakeholders - Integration with
broader stakeholder networks is imperative.
This includes internal collaboration with
management and clinicians, LHD leadership,
and linking to patient needs. External partners
include other agencies, shared services,
streamlining through Health Infrastructure with
redevelopments, training organisations,
incorporating interstate and overseas best
practice, cross agency government
departments, and a whole of community focus
(especially in regional, rural and remote areas).

The following table outlines the planned actions to
progress development in the focus areas, lead
agencies, and a breakdown of milestones for the 1, 2

and 5 year marks.
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Strategic, Tactical and Operational

Workforce Planning

Developing a common language, scope of work and
governance is an important first step for developing
consistency in workforce planning across NSW Health.
NSW Health understands that workforce planning
typically involves the following steps: Understand
the context, Analyse current workforce supply and
demand, Determine current and future workforce
needs, Identification of gaps, Develop and prioritise
strategies to address workforce needs, Implement
monitor and evaluate plans and strategies.

NSW Health also defines workforce planning on
Strategic, Tactical and Operational levels.

Strategic planning is typically longer than five years
and primarily coordinated by the Ministry of Health.
These long term requirements and anticipated
demand is often informed within a national and
global context. The reference document for this
activity is the ‘NSW Health Professionals Workforce
Plan 2012-2022’. Other targeted planning at this
level includes the ‘NSW Health Good Health - Great
Jobs: Aboriginal Workforce Strategic Framework
2016 - 2020’ framework and other priority planning
such as for Small but Critical, and the non-
metropolitan workforce.

Role of the
Workforce
Planner

Building
workforce
planning

capability

Developing

workforce
planning
capacity

A consistent state-wide approach

A strong engaged
network of
stakeholders

Driving local
process improvement

Strong foundations for workforce planning

Maintaining a
future focus

This work should also be supported by and strongly
linked with community demand forecasting which is
done by health service planners.

Tactical planning is increasingly a collaboration
between agencies such as LHDs and Ministry of
Health to align local workforce and clinical needs.
This links to local business planning, workforce
management and governance. It is typically
focussed on 1-3 years with a high number of
redevelopments a particular challenge at this level.

Operational planning is the ongoing local context
of the above plans. It includes specific milestones,
actions, conditions for success, and timeframes.
These Business As Usual activities include
addressing workforce optimisation including
rostering and recrutiment and the holiday and
winter periods. The Ministry of Health is working to
provide systems, tools, and capabilities to build
capacity for this level of planning.

The pyramid below provides an overview of how
each of the identified focus areas can support
workforce planning on a Strategic, Tactical and
Operational level.

Developing the ability of
the workforce planner to
play a strategic role

Key priorities to enable good
workforce planning (by all
relevant staff, not just
workforce planners)

Enabling consistency and
clarity across the state

TACTICAL

Foundational strategies

Good operational
practices

OPERATIONAL
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