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	Work place culture 
Workplace culture can be defined as the workforces’ values and beliefs, which is influenced by how teams are managed, policies and procedures are implemented and change is delivered.  This can also include an organisation’s annual reports and mission statements. Workplace culture can also be what makes a business unique.  
As stated by CIPD 2020a, ‘one of HR’s fundamental roles is organising and coordinating the workforce to deliver value and success.’
“Our values will only be made real by the behaviours we demonstrate and the attitude and approach we take to work; they are: how we do things, how we treat others, what we say and how we say it and how we expect to be treated”  Hywel Dda University Health Board (2022)
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Source:  Allen & Overy, 2022

	
	
Business culture & change in context 





	
Although our organisation is seen as a “whole system” it is in fact lots of departments, teams and staff which equate to Hywel Dda, however; all these departments have one common objective which is to ensure we provide our stakeholders with the appropriate service.  These teams must work together to enable Hywel Dda University Health Board to run effectively.  Each specific role plays an important part in how the organisation is run and if one Department breaks down this will have a knock-on effect on the chain.  

SOURCE:  Hywel Dda University Health Board 2022
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	If organisation culture helps individuals to understand how things are done in the organisation, then it follows that organisational culture will also influence how people perceive and respond to change (Waite et al. 2021 p. 31) 

Creating a strong and positive workforce culture is vital to an organisation or business as it gives everyone the opportunity to understand their business environment.  This will lead to staff feeling valued and being more engaged, in turn staff will then perform better and more efficiently and be more inclined to go the extra mile.  This will also benefit an organisations retention rates and recruitment appeal.  Employee engagement occurs when people are interested about their jobs and are happy to go the extra mile to achieve the best outcome possible.  

An engaged employee as defined by Bevan et al (1997) is someone ‘who is aware of business context, and works closely with colleagues to improve performance within the job for the benefit of the organisation’. 

Organisations who fail to incorporate diversity and inclusion are less likely to succeed in implementing successful change.  A positive culture creates more impactful relationships.  Keeping staff engaged is key to keeping productivity.  
	
	Organisational culture is at the heart of an organisation (Waite et al. 2021 p. 28)


	Good people practice benefits an organisation in many different ways.  For example, the continuation of flexible working post-pandemic.  It was proven that during the Pandemic when people didn’t have to be in work, at their desks 8 hours a day it actually benefited a lot of people working from home as staff feel like they have a better work / life balance.  This again can help with retention and increase recruitment appeal as when people are looking for a new job agile working is a preference.   

Bad people practice can be damaging to an organisation which can result in financial implications.  For example, a staff member who feels they have been unfairly treated and dismissed could result in an expensive and lengthy Employment Tribunal.  

Poor treatment of employees in general can also have an impact on morale, in turn effecting work efficiency and as earlier stated, retention in staff and recruitment.  
	
	Change is essential and also inevitable for an organisation to grow and keep up with sociological demand.  It is beneficial that change is planned as when staff aren’t forewarned about the change and why it needs to happen and the urgency at which it needs to happen people don’t always react in the best way.  People need to be proactive when implementing change.  When change isn’t managed effectively it can lead to the business reputation being damaged and also financial implications.  
For example, Blockbuster failed to adapt to the new technologies which was their greatest downfall and they later went bankrupt.  Netflix is now the largest streaming company in the world followed closely by Amazon Prime.  
When the pandemic became an issue it was imperative we assessed how we work as an organisation.  This involved implementing home working and the introduction of Microsoft Teams.  Although face-to-face meetings were cancelled due to social distancing and government guidelines Teams allowed us to still be able to meet as a large group and work collaboratively being able to upload live documents to a channel and have the team work on it to share ideas.  
Even the best made plans are susceptible to workforce resistance.  This can be due to a number of factors including the fear of the unknown.  It is vital to explain to everyone involved why the change needs to take place and how we plan on implementing it.  
	
	“Failure to introduce effective change can have a high impact: loss of market position, removal of senior management, loss of stakeholder credibility, loss of key employees, and reduction in employee engagement and motivation.” CIPD (2021b)

	To ensure staff are kept up-to-date with Learning and Development regular PADR’s are undertaken.  These are important as they can be used to identify any skill gaps that staff members have and then the appropriate training can be arranged.  

You can also undertake a course provided by Hywel Dda University Health Board on how to undertake a PADR (Performance Appraisal Development Review).  The link to this can be found here; https://nhswales365.sharepoint.com/sites/HDD_Workforce-development/SitePages/Performance-Management-PADR.aspx 

KPI’s also play an important part in an organisation as they can assess indicators of progress and how we can reach our strategic objectives.    

It is also imperative that staff remain up-to-date with all online training.  This can be completed via ESR (electronic staff record).  Training modules are mandatory to help protect both the staff and the Health Board.  Each module on each member of staffs ESR profile is specific to their job role and is required to be completed on a yearly basis
	
	There are several roles that play part in change being successful.  These could be; gatekeeper, champion, facilitator, critical friend or record-keeper.  People practice professionals play key roles in regard to change and set an example of demonstrating values.  We could be considered as the critical friend or record keeper to ensure the need for change is necessary, determine who needs to be involved all whilst taking into consideration the “All Wales Organisational Change Policy (nhs.wales)”  to ensure the correct policies and procedures are followed and provide any extra learning and development courses that may be required to staff members along the way.  
It is important to provide staff with the relevant training necessary to get the best from the workforce who already know how the organisation works instead of bringing in a whole new team to implement the change. 
For change to be effective all roles play a specific part and require team work to ensure change is implemented efficaciously.
	
	[bookmark: _Hlk101530975]“Successful change management relies on four core principles;
1. Understand change 
2. Plan change
3. Implement change 
4. Communicate change”  MindTools 2021




	Several roles culminate in the process of successful change.  All these roles need to work together and rely specifically on one individual role.  These could include an Organisational Development Practitioner to help explain why the change is needed and how we are going to implement it, a Service Manager who has the specific interest on the service undergoing a change and then the team members who the change will directly affect.  

The ‘Change Curve’ as explained by Kubler Ross is an example of how change can affect the workforce.  
People may experience the following;
· Shock and Denial 
· Anger 
· Bargaining 
· Depression 
· Acceptance 

	
	How people respond to change is personal to each individual.  For example, someone with a growth mindset may welcome the change and skip the first 4 feelings and accept the impending change straight way.  However, someone with a fixed mindset may go through the stages of the Kubler Ross process.  
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	“There are two main mindsets we can navigate life with: growth and fixed. Having a growth mindset is essential for success. In this post, we explore how to develop the right mindset for improving your intelligence.” Dweck (no date)
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3CO01 Business Culture and Change in Context 
Presenter notes 
Slide 1 
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Welcome to today’s presentation on the Business Environment.

Slide 2 
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Here you will see on this what we will cover in today’s session.  

Slide 3
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Demonstrated here is the areas in West Wales we cover as a Health Board with a large number of staff employed to provide the appropriate services to our stakeholders, the general public.  The statistics provided can be found following the links on this slide.  

Slide 4 
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PESTLE is an acronym, which is shown here on the right.  
This can also be used in conjunction with a SWOT analysis - a planning tool that looks to identify a business’s Strengths, Weaknesses, Opportunities and Threats

Slide 5
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I have chosen to perform a PESTLE analysis of Hywel Dda today to demonstrate our key external factors that can affect our organisation.
	P
	As the UK has left the EU this will have an impact on sourcing medication and medical equipment.  It is also likely to greatly impact staffing levels due to working Visas. 


	E
	This could mean an increase of our utilities and the cost of goods and supplies as well as labour.  


	S
	Delayed treatment which can lead onto other health conditions e.g. waiting for a knee replacement and being unable to walk resulting in obesity causing the patient to become “unfit” for surgery.


	T
	Enabling staff to upskill and enhance career progression.
Microsoft Teams enables staff to stay connected and work collaboratively – this could also be seen in a sociological context.


	L
	Employment tribunals and patient complaints also have a financial implication on the Health Board.
We also have employment legislation we have to follow as well as our own policies and procedures.  These can be found using the link provided on the slide. 

	E
	Due to COVID-19 a lot of OPD consultations were moved from face-to-face to virtual.  This helps to reduce carbon footprint by not making unnecessary car journeys.  





Slide 6
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SMART is an acronym for Specific, Measurable, Achievable, Realistic and Time-bound. 

Strategic planning is an organisation's process of defining its strategy and making decisions on allocating its resources to pursue this strategy.

Slide 7[image: ]
As a Health Board we have 6 objectives. 

“Together we are building kind and healthy places to live and work in Mid and West Wales” is the mission statement surrounding this.   
This framework also incorporates “A Healthier Mid and West Wales” the full details of which can be found by following the link on the reference slide.  

Before this plan was approved it had to be presented to PODCC (People, Organisational Development and Culture Committee.  This was presented on the 24th June 2021 and was approved by the Committee.  The purpose of PODCC, amongst other duties, is to receive assurance on delivery against all relevant planning objectives falling under strategic objectives.  

Further information on PODCC can be found by following the link on this slide.  

It is important to plan to ensure goals are met within timescales and to make employees and staff aware of the changes being implemented.


Slide 8 
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Hywel Dda University Health Board has 4 main hospitals; Prince Philip, Glangwili, Bronglais and Withybush which provide several different services to the public.  
The list of specific services we provide to patients is extensive and can be found by visiting Hywel Dda University Health Board  
We also provide services to staff members, which include; Occupational Health, Staff Psychological Well Being Service that offers support for Managers and one-to-one confidential psychological support and Hywel Dda Benefits 4 U Scheme.  



Slide 9
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We have multiple forms of technology available to us.  Since the COVID-19 pandemic, we have had to change the way we work significantly.  This is when agile / home working became introduced.  Guidance on Hywel Dda’s home working policy can be found on the last reference slide.  

Microsoft Teams was also introduced to assist in hybrid working.  This can be used for meetings where cameras are enabled so you can still see the person you are meeting with, live documents can be uploaded onto “channels” and edited which can help your Team to stay informed, organised and connected.  This can also be used for collaborative events for a large team which can break out to smaller rooms to complete tasks and then go back into the main “meeting room” to discuss findings.  



Slide 10 
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