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On the Job Training
1. In the new CIPD Profession Map, Change is one of the core knowledge areas. Evaluate your knowledge, skills and ability in relation to this area, using the definitions from the Profession Map and discuss any development needs with your manager. Record your discussion.
Looking at the ‘Change’ within the CIPD Professional Map with my manager our discussion was as follows:-
As a manager within Workforce for the Electronic Staff Record system for Hywel Dda University Health Board, change happens often, with new enhancements to the ESR system enabling better working procedures. As a department, we have to grow with change as the system constantly develops new and better ways of working. Enhancements are usually monthly.
My knowledge of change over the 18 years within the Health Board has grown. This due to the organisation growing; as it has gone from Pembs & Derwen NHS Trust to Hywel Dda Trust, to Hywel Dda Health Board and currently Hywel Dda University Health Board (HDUHB, 2021). All of this has happened within my years of service. From these changes, new approaches to Payroll, Recruitment and Workforce systems have evolved.
My roles within this period have meant that I have grown with the changes as an employee of the Workforce department. I have been involved in new approaches, developing talent, improving culture, managing a people project and have had an understanding of the need for all of these changes.
My Knowledge being involved in these changes grew with each step of the change from liaising with stakeholders such as the provider of the ESR system and payroll. The Gantt chart to implement the change was completed by my manager to which I had insight to help me roll out this particular change. (Morton, 2017).
Being a user of the ESR core section from a Workforce manager’s perspective and a self-service user as a manager of a team, any enhancements to the system requires a Business Justification case which needs to be presented to the provider of the ESR system (IBM) and I am involved in submitting the business case to them.
I am fortunate to have been involved in change within my role over the years whether it be from a Health Boards merge, Workforce & OD restructure or new talent/department formation.
Upon discussion with my manager of the above knowledge, skills and ability that I have development within my role, we went on to discuss what my current development needs are. My manager advised that I need to expand on developing costings and measures for any enhancements whether it be to the system such as new interfaces from the provider which incurs cost, or whether it be for any change to the team that also require costings e.g. training, equipment etc.
We discussed that I need to develop myself on engaging with the employees and managers once a new enhancement has been implemented. From listening to staff, looking at new ways to approach staff with the enhancements to support the change culture and to continuously innovate and deliver change at pace, to be on top of the change ensuring that it is for the long term and not short lived.
2. Complete a SWOT analysis of an impending change in your Organisation. Clearly list the strengths, weaknesses, opportunities and threats represented by the change.
	Strengths
· Systems compatible.
· Respond in a timely manner to change due to the culture of the Organisation.
· Able to involve the relevant stakeholders.
· Staff equipped to progress with the change.
· Competent in the area of change to get the job done.
· Teamwork.



	Weaknesses
· No access to stakeholders system.
· Communications between stakeholders not strong.
· Staff sickness.
· System not updated to complete task.
· System can be slow.
· Not all like using teams to communicate. 

	Opportunities
· Junior doctors able to work across a wider geographical area in their substantive post.
· Locum shifts for junior doctors can also be across a wider geographical area.
· One ESR account as paid by Shared Services and one payroll number.
· One ESR login for their personal details via Employee Self Service.
· Due to working across all NHS Wales sites can seek job opportunities within all of the Health Boards as an internal applicant.
	Threats
· Should the change get reverted back as not successful there will be a lot of background work to revert back.
· Change of database code which will mean work will have to be redone.
· Stakeholder member leaves and no-one to replace enabling 
Poor communication coming back to us. 
· System failure.


(Mindtools, 2021)
Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT.
Background
 
Workforce and OD Directors have agreed that, all new Medical and Dental training doctors will move to the ‘Single Lead Employer Scheme’ at NWSSP (NHS Wales Shared Service Partnership) from Health Boards as a part of the October 2021 intake. This has been signed off by the NWSSP Partnership Group. This will take place from October 2021 through to May 2022. Details below are the number of staff that will be moving in that particular month. 


Single Lead Employer Scheme - 	Doctors in Training Planned Move to Single Lead Employer by Month
	Oct-21
	Nov-21
	Dec-21
	Mar-22
	May-22

	O&G/Sexual Health
	Higher Medicine
	Core Anaesthetics, Core Medicine, ACCS
	Higher Emergency Medicine
	Higher Anaesthetics & Intensive Care
	Core Surgery

	95
	128
	401
	49
	164
	100



Strengths
Once project approvals have been known, the HR manager is asked to apply these, which includes management of change (Marchington and Wilkinson, 2009, p.546). Firstly and most importantly, it was noted that as all NHS Wales Health Boards use the ESR (Electronic Staff Record) system meaning that compatibility was not an issue. 
Work requested by NWSSP to Hywel Dda can be responded to in a timely manner as the Organisation is an NHS setting the change has to be done within a certain time period not to have any impact on doctors being paid or working on a ward. This is a strength but if not adhered to could become a threat.
All Stakeholders are involved and any questions or queries can be answered via emails, teams or phone. This making the process easier to adopt. The ESR team between them have 38 years’ experience of working within Workforce. The ESR system was implemented in 2006 to which the majority of the staff have used the system since implementation and evolving skills with any enhancements to the system. Therefore competence isn’t an issue and team work is second to none.
Weaknesses
Noting that the ESR systems are compatible, the interface for the doctors training system used is ‘Intrepid’. There is an interface from ‘Intrepid’ into ‘ESR’, for the doctor’s unique deanery number. However, as a Health Board we do not have access to the ‘Intrepid’ system as it is part of the ‘Deanery’ and not the NHS.
Communications between stakeholders can sometimes be disjointed as there are a few involved at certain periods of the change and it seems lots of emails back and fore is required to receive the relevant information before being able to make the change. Staff sickness can also be an issue especially in these unpredicted times. The Covid-19 pandemic has meant Organisations have had to change quickly, as well as continually adapting, and rethinking about their services. (CIPD, 2021).
Furthermore, if one of the stakeholders do not update their section of the change this can have a detrimental effect as it means we cannot complete our part e.g. the person needs to be terminated first. The system is a National Database and is an Oracle E-Business application and this can mean that either the system crashes or goes very slow meaning to do the task on the system can be twice as long or even productivity for that period is zero.
Communicating via teams is the way forward in these times and not all stakeholders are confident in using it or just do not like it so this can also be challenging. 
Opportunities
From the start of Single Lead Employer implementation, it means that Junior Doctors are able to work across a wider geographical area in their substantive post and can also book and work Locum shifts within NHS Wales’s hospitals. This means their wages will be paid by one Health Board, receive one payslip for substantive work and one payslip for Locum work. Opposed to previously holding different employee numbers for each individual Health Board e.g. being signed up with NHS Wales Health Boards who have their own unique (VPD) Virtual Private Database code such as 120 for Velindre NHS and 100 for Hywel Dda University Health Board. They will also have one ESR login to their Employee Self Service record. Another opportunity factor is that when you work across all the Health Boards you can apply for internal jobs whereas, when you work for one Health Board only, you are not able to apply for any internal vacancies as you would are classed as an external applicant.
Threats
Should the change not be successful and the NWSSP Partnership Group decide to revert back to Junior Doctors being part of Health Boards there will be a lot of background work to revert back. This could cause the doctors to become despondent in that they could potentially have three or more employee numbers with different login details and different payslips. Also they won’t be able to apply for job vacancies as an internal applicant.
Should a stakeholder member leave and no-one is replaced this could enable poor communication coming back to us and a fall down in the change process. On occasions the system can fail nationally meaning that the system is down and no work can be undertaken. This could mean that staff will not be able to be input onto the system and should this be on payroll cut-off date the doctors may not get paid for that month. This due to missing the payroll cut of date, which the pays are sent to the bank.
3. Create a stakeholder map for communicating the above change.
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Stakeholder Mapping Worksheet
Stakeholder Influence/Interest Matrix
For each key stakeholder, characterize them using the following stakeholder influence grid.

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest


Stakeholder Grouping
Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help determine stakeholder’s grouping for change communications. 
	Stakeholder Name
	Influence Level
	Level of Interest
	Stakeholder Grouping

	Payroll
	High
	High
	Keep informed

	Deanery
	Low
	Low
	
Keep informed


	NWSSP (NHS Wales Shared Service Partnership)
	High 
	High 
	Key Players

	WFiS Workforce Information Systems
	High 
	High
	Keep Informed

	Medical Staffing
	High 
	High
	Keep informed

	Postgrad
	Low
	Low
	Keep informed


Change Management: Leading Successful Transformations
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