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Line Managers- Hywel Dda University Health Board needs you!!

Board Aspirations …. HDUHB is committed to addressing staff perceptions and frustrations, improving functional conflict in the workplace, improving confidence in senior management and establishing an inclusive, innovative and high-performance culture. This is a huge ‘ask’ given the current context where managers and staff are stretched due to demand for services exceeding supply (HDUHB, 2024). The board cannot achieve this ambition alone… A recent board report identified an opportunity to engage line managers in the leadership, culture and climate work (Recommendation 2)

1) Why?
HDUHB espouses organisational values – putting people at the heart of everything we do, working together to be the best we can be, striving to deliver and develop excellent services (HDUHB, 2016).

These values are a cornerstone to creating HDUHB’s desired culture and climate (Pettigrew, 1979; Schein and Schein, 2016). No distinction is made between culture and climate by HDUHB. Climate is often easier to assess by canvassing staff perceptions which point out target areas for change.

Deal and Kennedy (1982) followed by Balogun and Johnson (2004) have noted a widely accepted definition of culture simply as “the way we do things around here”.  Organisational climate is about measuring how staff feel about the organisation and working in it (Young, 2024). Often the distinction between culture and climate is not made as it is challenging to distinguish the difference between the two concepts (Ryder and Southey, 1990). In simple terms, people’s behaviour and way of working (culture influences people’s feelings (climate) and vice versa. 

Culture is difficult to measure and change, but this work is essential to becoming the Health Board we truly want to be for the benefit of our population. 



2) Where do you come in?

Leaders are pivotal to achieving HDUHB’s purpose (including Board priorities), supporting its cultural journey, embedding its values and supporting staff to feel valued and engaged to encourage them to give of their best and secure their maximum discretionary effort, to achieve HDUHB’s ambitions (CIPD, 2023). 

Important! Schein said “The only thing of real importance that leaders do is to create and manage culture. If you do not manage culture, it manages you, and you may not even be aware of the extent to which this is happening” (2016).

3) What are the issues about our Culture we need to address?

The challenge we know you face is how to deliver the required Quality (Patient safety, clinical effectiveness and patient experience), Performance (Government targets and indicators) and Manage resources effectively including looking after the wellbeing of your staff and yourself. These ‘asks’ often conflict with each other. Adopting the policy of “lets muddle through “is not working:-

· The staffs underlying assumptions are that: Senior Leaders don’t understand or care, we are old fashioned, power is hierarchical, we work in silos. (HDUHB, 2023)
· Performance is poor and we are in Targeted Intervention (Welsh Government, 2024)
· Demand for services exceeds supply – stressful work environment (HDUHB, 2024)
· Delivery of Strategy and Plans not part of Culture (Audit Wales, 2024)
· More generally, CIPD good work index (2024) applies to HDUHB – confidence in Senior Management is low and problematic workplace conflict present.
· Managers are less engaged than ideal in developing the leadership contribution of their staff to transform the organisation.


4) Your Leadership is key to an inclusion and improvement climate/culture

We need to put in place interventions and the organisation to support you and your development.

The LEAP Leadership Development Programme is designed to develop your contribution as a Leader.

Evaluation of LEAP identified that you could help resolve the issues and create the desired Culture and performance.

LEAP is being amended – more emphasis on influencing staff’s perceptions, driving performance and large- and small-scale change (transformational change and continuous improvement). Specific new areas for inclusion are leading by delegation and empowerment, leading leaders, project management, partnership working, balancing quality, performance and resource management requirements, which can conflict, understanding and influencing targeted Intervention. This should help you with your day-to-day pressures to deliver and sustain your own and staff wellbeing.

5) How can you support?

Before the Programme – please read the promotional material advertising LEAP. Discuss and promote the programme with staff.  Coach and support staff who apply and prepare any ‘unsuccessful’ candidates to apply to future programme. Be aware of your responsibilities to support ‘successful’ delegates.

During the Programme – please meet with your delegate on their return to work from sessions, explore ‘what did you learn, how can you apply it’.  Ensure action to apply learning is supported.

After the Programme – Please ensure opportunities to apply learning continue, redesign roles if needed, hold regular reviews of the individual’s contribution to the Culture.

6) Impact of your Actions 

HDUHB will benefit from more effective leadership.  Staff feel encouraged, valued and supported. Ensures LEAP becomes an Organisational Development as well as a Personal Development Programme. Promotes inclusion and performance improvement, ensures LEAP is value for money, delivers on Organisational espoused values and strategies, HDUHB improves performance and escapes targeted intervention by Welsh Government, CIPD Leadership Programme maturity index (CIPD, 2017) improves.

In short, the Espoused Theory becomes the theory in use (Argyris & Schön, 1974) and results improve

7) Conclusion

Without your help there will be a further decline in performance, reduced government funding due to poor performance increase in work pressure, more staff sickness and staff leaving, recruitment, difficulties due to poor organisational reputation and increased scrutiny and pressure from Welsh government.

We know you are stretched but we need this change in approach as we cannot go on as we are “If you always do what you’ve always done, you’ll always get what you’ve always got” (Henry Ford).

If you would like any further information, references or require the content of this infographic in a different language or format, please contact 2415705@student.uwtsd.ac.uk
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