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Learning Objective 1

Assessing levels of employee engagement within my organisation

1.1	Identification and justification of the selection of suitable diagnostic tools for measuring employee engagement in the organisation.

The Workforce and Organisational Development Directorate in Hywel Dda Health Board is made up of five ‘pillars’. In the ‘Resourcing and Utilisation’ pillar, the Assistant Director of Workforce & OD (ADWOD) publishes a bi-monthly ‘Team Brief’ (Evidence 1.1) in which she shares messages of thanks and information, along with sections on competitions, news, CPD and ‘A day in the life of…’ feature which focuses on a different team member each edition. During a discussion at our team senior leadership meeting in February 2022, the ADWOD raised concern about the lack of contributions received from staff for inclusion in the February Team Brief. As part of this discussion, I suggested that it could be timely opportunity to assess the extent to which staff felt engaged with Team Brief as part of the Contributing to Employee Engagement. 

Whilst other primary data (Perkins and Woodhams, 2016, p.93) collection methods such as focus groups or interviews were considered, to maximise the number of responses within the available timescale, I opted to collect data via an online questionnaire. This method offered the advantage of being free (using Microsoft Forms), having easy and wide reach, the flexibility for respondents to complete at a time that suits them but most importantly allowing respondents to complete anonymously (Cleave, 2021). In their research, Saleh and Bista (2017, p71) conclude that to increase response rates, participants should be assured that their responses will be anonymous and confidence. 

1.2	Liaison with key people to plan and agree the application of diagnostic tools.

Following discussion at the senior team meeting, I followed up my idea with a formal request to the ADWOD, proposing the application of an online questionnaire to seek views (Evidence 1.2).

I developed a simple questionnaire (Evidence 1.3) that aimed to understand to what extent staff felt engaged with Team Brief, to gather new ideas for inclusion and other engagement methods. The questionnaire had a mix of closed and open questions to enable a statistical analysis of responses but also to allow respondents the opportunity to share any additional comments (Survey Monkey, n.d.). I consulted on the draft with my Line Manager (Evidence 1.4), drafted an introduction to the questionnaire for inclusion in the Team Brief (Evidence 1.5) and tested the online questionnaire with colleagues (Evidence 1.6).

1.3 Apply diagnostic tools accurately and to an appropriate sample of employees to give meaningful results.

The questionnaire was communicated via the February Team Brief on 14th February 2022 with a two-week response period (Evidence 1.7). The Team Brief is circulated to all members of the Resourcing and Utilisation Team, and using a questionnaire meant that I could reach out to all staff across all levels, teams and geographical sites. This would help to ensure enough responses to draw robust conclusions, if aiming for a 50% response rate (InSync, n.d.).

1.4	Analyse resulting data and draw reasoned conclusions about levels of employee engagement in the organisation.

[bookmark: _Hlk97057375]Findings
Key highlights include (Evidence 1.8):
· 36 out of a possible 64 responses were submitted, giving a response rate of 56%.
· 75% of respondents had worked in the Resourcing and Utilisation team for more than 12 months.
· 94% of respondents had read an edition of Team Brief.
· One respondent had never received a copy of Team Brief. They had been in post for more than 12 months.
· 94% of those who had read Team Brief feel that it provides information that is important to them.
· The top three most popular features were
· ‘A Day in the Life of…’ (76%)
· News (68%)
· Wall of Appreciation (59%)
· Satisfaction with the opportunity to submit information or articles to Team Brief was 4.1 out of 5.
· 42% would be disappointed if we were to stop publishing Team Brief, 53% would have no feeling either way and 5% would be pleased. 

Respondents had the opportunity to share their thoughts on what other information they would like to see included in Team Brief and to add any other comments. 23 comments were received from 17 respondents.  An analysis of this qualitative data (Evidence 1.9) suggests that respondents would like to see:
· Articles to help them get to know their colleagues; for example, a wider range of ‘A Day in the Life of…’ contributors, brief introductions to new team members, team insights and an organigram.
· Opportunities for training and development.
· A range of competition types, set by different teams.
· Other information such as upcoming events, changes to process / procedures and instructions on how to recycle.
Conclusions
Responses confirm that the majority (94%) of respondents feel that Team Brief contains appropriate and relevant content. This appears to be regardless of length of service; 89% of respondents that had worked in the Resourcing and Utilisation Team for more than 12 months said that Team Brief provides information that is important to them.

However, it is concerning to note that only 42% of respondents would feel disappointed if Team Brief ceased to be published. Perhaps, whilst it appears that respondents are happy that the content is appropriate and relevant, as suggested by the quantitative data, the qualitative data suggests that more could be done to engage teams to enhance the content. 
Some of the comments received include:

· ‘Updates…. about new starters…preferably with pics – working remotely…would be great to see the new faces joining the pillar.’
· ‘New starter / welcome…. a sentence or two about them, what they are looking forward to, what appealed to them about joining? We could then maybe approach to use un campaigns…’
· ‘Maybe competitions could be rotated……or competitions could be like questionnaires / pub quizzes.’

What is clear from the comments, is that Team Brief is an important communication mechanism during a time where many people are working from home and are not able to engage with each other as they may once have done on site.



One final conclusion is that whilst Satisfaction with the opportunity to submit information or articles to Team Brief scored 4.1 out of 5, one comment suggests that not all staff know how to do this.

An implementation plan in respect of addressing the findings of this questionnaire is presented in Learning Objective 3.

Reference List
Perkins, G and Woodhams,C (2016) ‘Using Information in Human Resources’ in Taylor, S and Woodhams, C Studying Human Resource Management, 2nd edition. CIPD: London. 

Cleave, P (2021) Advantages of questionnaires in online research. Available at Advantages Of Questionnaires In Online Research - SmartSurvey (Accessed: 20th February 2022)

InSync (n.d.) Roadblocks to achieving a high employee survey response rate. Available at Roadblocks to Achieving a High Staff Survey Response Rate (insync.com.au). (Accessed: 21st February 2022)

Saleh, A and Bista, K (2017) ‘Examining Factors Impacting Online Survey Response Rates in Educational Research: Perceptions of Graduate Students’ in Journal of Multidisciplinary Evaluation. Volume 13, Issue 29. Available at ccoryn,+Journal+editor,+Saleh.pdf (cymru.nhs.uk) (Accessed: 20th February 2022)

Survey Monkey (n.d.) Closed-ended vs open-ended questions. Available at Open-Ended vs Closed-Ended Questions | SurveyMonkey. (Accessed: 20th February 2022)
Evidence List

Evidence 1.1 – Extract from December 2021 Team Brief ‘Dyma Gweithlu’


[image: ]



Evidence 1.2 – Email correspondence with Assistant Director of Workforce and OD formally requesting permission to undertake an assessment of staff engagement with ‘Team Brief.
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Evidence 1.3 – Questionnaire
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Evidence 1.4 – Consultation on questionnaire with Line Manager
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Evidence 1.5 - Draft introduction to questionnaire for Team Brief
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Evidence 1.6 – Email asking colleagues to test online questionnaire
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Evidence 1.7 – February Team Brief
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Evidence 1.8 – Questionnaire results
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Evidence 1.9 – Respondent comments
	Qualitative data

	good for new starters

	Training/Development opportunities within the directorate 

	I find the CPD information useful and would love more information about training/educational opportunities related to my role. :)

	New processes/ procedures? Etc 

	I enjoy the team brief

	New starters/welcome - with maybe a sentence of two about them (pic, name, base, where come from), what they are looking forward to. What appealed to them about joining? (we could then maybe approach to use in campaigns as quotes etc)!

	I look forward to receiving it. Maybe competitions could be rotated so eg: Med Rec could set a competition one edition and Bank could set a competition in the next edition. or competitions could be like questionnaires/ pub quizes?

	Insight into different teams within the pillar 

	updates from the 3 Heads of Service about new starters in their departments, preferably with pics - working remotely as we currently are - would be great to see the new faces joining the pillar

	more on departments achievements/recognition

	I enjoy reading the Team Brief when it comes round - lots of interesting news. I know it must take an effort to put together so I do appreciate the time that people put in to ensure it's produced. I would be disappointed if it stopped - it does make me feel very much a part of the Resourcing & Utilisation team especially now as we all WFH so much and don't see colleagues as often as we used to.

	Dyma Gweithlu shares the positive parts of working within the team - it's a reminder of how much we all do (particularly good to read after a difficult day!).

	Upcoming events? 

	I think the team brief is a good way to communicate with wider teams within the department and keep everyone on the same page.

	The balance is good 

	As a new member of staff, I have enjoyed reading as it gives me insight into the pillar and its staff that I might not necessarily otherwise be aware of

	never viewed team brief before 

	not sure how the "a day in the life of" subject is selected - also not sure how I would submit anything to be included 

	Can't think about articles but would like to see more about recycling within the department.  Do staff throw away things in the black bin that could be recycled. How efficient are we as a department?

	More team activities.

	I am happy with the content of the information currently included in the Team Brief.

	An up to date department organagram.




Learning Objective 2

An evaluation of current organisational approaches to employee engagement

2.1	The principal ‘drivers’ for employee engagement in the organisation.

Macleod and Clarke (2012, p34) refer to research that demonstrates the relationship between engagement and outcomes. They suggest that in the public sector, employee engagement can result in better outcomes. Indeed, the driver for employee engagement for the Health Board is the delivery of the Health and Care Strategy A Healthier Mid and West Wales (Hywel Dda UHB, 2020a). The Health Board’s Workforce, Organisational Development and Education Strategy 2020-2030 (2020b) sets out the organisation’s vision to deliver this strategy. The Health Board aims to be a great place to work where staff can thrive and has committed to adopt a positive and inclusive approach to staff engagement and experience (Evidence 2.1).  

The CIPD (2021, pp5-6) suggest that levels of engagement in an organisation are dependent on the existence of a number of factors, including individual employee behaviour, the job itself, leadership, culture and management practices. Recognising the need to improve engagement, the Health Board has recently been through a ‘rightsizing’ exercise, resulting in significant investment into Organisational Development. 

The Culture and Workforce Experience Team are developing and delivering a number of activities to improve engagement (Evidence 2.2) such as:
· Culture reset sessions – bespoke sessions dependent on team issue
· Values awareness sessions – team building
· Specific OD interventions – e.g., healthy working relations policy
· Exit interviews and thinking of leaving surveys
· Work in confidence – provides opportunity for staff to raise concerns / issues
· Listening spaces – Suzanne Tarrant leads – identifies themes
· Employee / team of the month
· Recognising retirement, death in service and long service.

The organisation has also invested in a number of Organisational Development Relationship Managers (ODRMs) who will work with local leadership teams and staff to influence culture and to bring out the best in our employees through the development of team or department People Culture Plans (Evidence 2.3).

Much of the focus of both the Culture and Workforce Team and the ODRMs is around building engagement with disengaged or dysfunctional teams and thus alternative engagement mechanisms for staff as a whole group are critical.

The main method of communication is via a daily Global email, ‘Hywel Dda Today’ (Evidence 2.4). Whilst this offers a quick and easy way of sharing information (Indeed, 2021), many staff, such as porters and catering staff, do not have an NHS email account and are therefore reliant on managers sharing this information with them. The Health Board Organisational Induction Policy (Hywel Dda UHB, 2021a) does set out the managers responsibility for ensuring that their staff are kept up to date with news and developments, although whether managers comply with policy is unknown. Additionally, frontline staff such as nurses will spend the majority of their time on direct and indirect patient care (Westbrook and Duffield, 2011) and will have less time to access emails. 

This method of communication therefore creates a barrier for those that don’t have access to electronic systems. Inconsistent communication between employees can cause feelings of being undervalued, low productivity, low morale, poor performance and miscommunication (Percival, 2019).

2.2 Organisational behaviours which are most likely to hinder employee engagement

Managers cannot force employees to engage with the organisation but their behaviours, the culture they promote and the trust they build with employees are vital to engagement (Robinson and Gifford (2014, p7). 

Johns and Ellis (2016, p83) highlight the importance of organisation policies and procedures in supporting positive relationships between managers and employees. However, in their report, Gallup (2016, pp7 - 10) revealed that millennials are less accepting of traditional or historic practice and expect employers to think differently without the restraints of outdated HR policies.

The Workforce and OD Director’s future vision for how we treat our staff aligns with that of Lucy Adams, author of HR Disrupted. Treating employees as adults (Adams, 2017, p27) underpins her approach to delivering against the Workforce and OD Strategic Planning objectives, in particular the objective to review all existing policies (Evidence 2.5). Furthermore, to support the Directorate in the implementation of the Workforce, OD and Education Strategy and to transform our approach to HR, the Director has subscribed to a corporate membership to the Disruptive HR Club (Evidence 2.6). 
 
Purcell (2010) describes eight determinants of good levels of employee engagement, including that employees are happy with employment relations and trusting of managers. In their presentation, Stracke and West (2016, p13) suggest that the biggest driver of employee engagement is the relationship between employee and line manager.

The results of the 2018 Staff Survey showed that 19% of staff reported being bullied, harassed or abused by a manager over the previous 12 months. (Evidence 2.7). In his forward to the 2018 All Wales Staff Survey report, the Cabinet Secretary expressed concern about the level of bullying and harassment experienced by staff and made a commitment to address this behaviour through the Welsh Partnership Forum. The results of the 2020 Staff Survey show that the number reporting as experiencing bullying, harassment or abuse from their manager had declined to 10.4% (Evidence 2.8).  Whether this reduction can all be attributed to the Cabinet Secretary plan is unknown. This is an area that the Health Board might want to explore through an evaluation of interventions during that period of time.

Interestingly, the engagement score for 2020 remained at 76%, the same level as 2018 (Hywel Dda UHB, 2021b, p12). However, the percentage of respondents also declined from 25% in 2018 to 17% in 2020, so this does raise the issue of less engagement overall – again, the Health Board may wish to focus on the reasons for this and whether the pandemic was a barrier to engagement during this time (Thompson, 2017).  
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Evidence 2.3 – Organisational Development Relationship Managers presentation on People Culture Plans
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Evidence 2.4 – Global Email example
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Evidence 2.4 – Plan on a Page to deliver a review of all existing HR policies
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Evidence 2.5 – Email confirming corporate membership to Disrupted HR Club
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Learning Objective 3

Raising levels of employee engagement

3.1	Review external studies of employee engagement to identify relevant best practice
	
[bookmark: _Hlk96712642]Hywel Dda UHB’s employee engagement score is 76%, based on a response rate of 17%. (Evidence 3.1). If comparing this to the engagement rate of 20% cited by Clifton in the State of the Global Workforce 2021 Report (p5), the level of engagement experienced by staff in Hywel Dda Health Board seems remarkable.

However, the overall response rate was poor, and the Health Board must question if this reflects the levels of trust that staff have in the organisation (Shoobridge, 2017). 

Research carried out by RAND Europe (2018), found that whilst employee engagement in the NHS is comparable with organisations of a similar size and demographic, it is lower than that in some sectors such as media and telecommunications. 

To be effective, employee engagement strategies must consist of a number of people management and development practices (CIPD, 2021). Some examples of engagement strategies in the private sector are:

· Google believe that making employees feel valued is key to employee engagement. Caused by lack of control, burnout is the biggest threat to engagement (Sonders, 2018). To address this, Google introduced ‘20% time’ where staff are given the opportunity to spend up to 20% of their time at work on projects that inspire them.  Through this initiative, Google have launched many successful products, including Gmail.
· Through their research, CISCO have discovered that regular and continuous attention results in better outcomes, performance and increased employee engagement (CISCO, n.d.). CISCO leaders aspire to understand the circumstances and preferences of each employee so that an individualised approach to development and well-being can be identified and supported.
· Southwest Airlines are well known for their positive employee engagement strategies, allowing staff autonomy in their work life (Maier, 2016). For example, employees were given the freedom to design their own uniform, an opportunity that was described as ‘unforgettable’ by employees.
· Writing for Zappos, Bartalone (2020) identifies ten personalised ways to show employees recognition, both monetary and non-monetary rewards. One example of a non-monetary reward is hand-written thank you notes. Bartalone suggests that the act of buying, writing and delivering a hand-written note goes a long way and is more effective than an email or verbal thank you. Another of strategy is the use of newsletters as a vehicle to recognise and thank employees. 

3.2	Identify potential barriers to acceptance of employee engagement strategies
	
The 17% response rate to the 2020 NHS Staff Survey indicates that there are barriers to engagement within the Health Board. Perhaps an obvious barrier to engagement in 2020 was the impact of the pandemic. Certainly, the response rate suggests that this is the case, declining from 34% in 2016, to 26% in 2018 to 17% in 2020 (Evidence 3.1). 

Many operational and corporate staff were working harder than ever before, in many cases already working unpaid overtime even before the pandemic (Ashworth, 2020). The pandemic only served to exacerbate this with staff working additional overtime to cover high levels of staff absence (NHS Providers, n.d.).

In their report, Robertson-Smith and Markwick (2009, p39) cite Purcell’s view on factors that negatively impact on engagement, including highly stressful jobs with little flexibility or freedom to act and working for long periods of time without a break. Both of these likely to be experienced by staff working in the NHS, no more so than in a pandemic.

Alongside this, in there may have been some apathy, or ‘survey fatigue’ (DiLeonardo et al, 2021) amongst staff to complete surveys if they believe that their organisation will not act on the results. Two actions that DiLeonardi et al (2021) suggest that to prevent survey fatigue, managers include sharing the results across the organisation and to implement ‘quick-wins’ to show staff that they are taking action as a result of feedback.


3.3	Propose strategies to raise levels of employee engagement, based on analysis of the organisation and external reviews of best practice, to key decision-makers.

As I have conducted a questionnaire on the effectiveness of the Team Brief as an employee engagement tool, the remainder of this paper will focus on how we can use Team Brief to help raise levels of employee engagement across Resourcing and Utilisation. 

Applying the learning from both this portfolio and the ‘Understanding Employee Engagement’ module, along with the results of the questionnaire conducted with the Resourcing and Utilisation team on the effectiveness of the Team Brief, I proposed some changes to the content and management of the Team Brief to the Assistant Director of Workforce (Evidence 3.2).

[bookmark: _Hlk97058231]My proposals have also been based on the learning from the 2021, Discovery Report (Hywel Dda UHB, 2021), which highlighted the following learning:
· Consider how the organisation can increase how we communicate messages that support staff to feel connected to the strategic direction of the organisation.
· Co-production is critical and staff must be involved at the start of change to them feel empowered and trusted.
· Staff must feel valued and appreciated by others to ensure wellbeing, which in turn will build confidence and self-esteem and ultimately improve performance.

I have identified the following strategies to improve engagement through Team Brief:
· Set up a Teams Channel for all staff to submit information / articles / suggestions for inclusion in Team Brief
· Establish an editorial board for Team Brief, potentially rotating across departments and giving staff the opportunity to lead on production 
· Introduce new features such as
· New starter introductions (by managers)
· Team insight – opportunity for teams to share what they are working on
· New starter spotlight (as per comment above)
· Team competitions
· Did you know? i.e., on subjects like recycling
· You said / we did – re suggestions via Teams Channel
· Ensure that all team members are on the circulation list for Team Brief
This approach has been agreed by my Line Manager (Evidence 3.3) and an implementation plan developed (Evidence 3.4).
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Evidence List

Evidence 3.1 – 2020 NHS Staff Survey response rate. 

https://hduhb.nhs.wales/about-us/governance-arrangements/board-committees/people-organisational-development-and-culture-committee-podcc/people-organisational-development-and-culture-committee-meeting-3-february-2022/item-6-1-performance-assurance-and-workforce-metrics/. 
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Evidence 3.2 – Email to Line Manager with finding, conclusions and recommendations
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Evidence 3.3 – Emails between myself and Line Manager regarding findings and propose actions
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Evidence 3.4 – Implementation Plan
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Welcome note from Annmarie Thomas, Assistant
Director of Workforce & OD (Resourcing & Utilisation)

Welcome to the December edition of the team brief. | can't believe a year has
passed since | was writing a message at the end of 2020 to reflect on a historic year
for us all and now my reflections on 2021 are broadly similar.

We have welcomed several new members into the team as a result of our rightsizing bid to increase the
capacity across the W&OD Directorate. It has been difficult to measure the true impact of this additional
resource because we have had another year of huge pressure associated with the covid response in
addition to really trying to progress some key elements of our strategic objectives and the hugely
ambitious Allocate project. | have enjoyed meeting our new staff in monthly welcome meetings and
‘coffee and chat’ sessions. What has been lovely to hear is how our new staff have felt welcomed both
by their managers, peers and other staff within the R&U function. Some have joined us with NHS
experience and others with no NHS experience and it is great to see new ideas emerging around the
way we work based on a diverse mix of knowledge, skills and experience in teams. We still have some
posts to fill early in the New Year and it will be great to get to a point when we are up to full
establishment. | would like you allto reflect on 2021 and just think about all the things we have achieved
together irrespective of the enormous day to day challenges we have overcome.
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Hi Annmarie

As discussed yesterday, given the lack of response of contributions to the Team Brief this month, | would like to assess the extent to which staff in the Resourcing and Utilisation Team feel engaged with this
method of communication. It feels like a good time to review the effectiveness of the Team Brief now that we are moving into the second year of production. As we’ve also had a number of new staff it will be
an opportunity to gather new ideas for inclusion or alternative methods of engagement.

Having considered a number of options, | feel that a multiple choice / options based questionnaire with would be the most effective form of obtaining feedback. The advantages of this approach are:
e Feedback can be sought from the entire R&U team (c80);
®  Quick to complete;
e Respondent anonymity;
e Quantitative data allowing comparable analysis; and
e Less time to apply method and analyse results than focus groups or interviews.

The questionnaire does not need to be lengthy and can be set up on Microsoft Forms so that it can accessed electronically.
If you are happy, | will draft a short questionnaire and introduction for circulation in the February Team Brief.

Many thanks
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Wonderful idea Sharon fully supportive. Your suggestion is very well timed and as well as achieving the objective of reviewing the benefits of the team brief it's a great indicator of pur intent to
listen to the views of staff via an engagement exercise. | shall look forward to reviewing your draft questions.
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1. How long have you worked in Resourcing and Utisation?
+ Less than & months.
+ 6 months or longer but ess than 12 months,
+ 12 months or longer but less than 3 years
+ 3years orlonger

2. Have you read a Team Brief ‘Dyma Gueiti n the last 12 months?
+Yes _goto Question 4
+ No—gotoQuestion 3
+ Dontknow

3. Whatis the reason you have ot read a Team Brif inthe last 12 months?
+ 1 have never received it
+ 1don'thave time fo read i
+ 1.am notnterested in reading it
+ Other- please state

4. Do you feelthat Team Brie provides information that is importantto you as
member of the Resourcing and Utlisation Team?
o ves
.« Mo
Please give your reason

5. Which features do you enjoy i the Team Bref (please select al that 2ppty)
+ Welcome note
Compefiions
‘A Day n the Life ot
News
Wallof appreciation
CPD comer
Oter — please state:

6. What other information or articls viould you like to see included inthe Team Brief?

7. How satisfied are you vith your ablty fo submit information or aricls for inclusion in
the Team Brie? (1 — 5 where 1 is not satisfied and 5 s very satisfied)

8. I we viere o stop publishing Team Brief‘Dyma Gugih: based on a consensus of
opinion that it i not adding any material value, would you feet
+ Disappointed
+ Pleased
+ Nofeeling either way

5. Any other comments
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Team brief questionnairedocx
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Hi Annmarie

I've had a go at drafting a questionnaire on the Team Brief.
Perhaps we could discuss at my 1:1 tomorrow?

Thanks

Sharon
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Hi Annmarie

As discussed at my 1:1 on Tuesday, please find below a suggested form of words to include in your welcome message regarding the questionnaire about Dyma Gweithlu.

Like some of you, Sharon Richards is continuing her professional development through formal study. As part of the CIPD Level 5 qualification run by the University of Wales Trinity Saint David, students are
required to undertake a number of workplace assignments on various modules. The current Employee Engagement module, requires students to undertake an engagement exercise within their own
organisation. During our discussion on engagement, Sharon suggested that we use this opportunity to engage with you on the effectiveness of our Team Brief ‘Dyma Gweithlu. As we embark on our second year
of Team Brief, it feels like this is a perfect opportunity to take stock and review how beneficial you find Team Brief and to gather your thoughts and ideas on how we can improve our engagement across the
Resourcing and Utilisation pillar.. | therefore encourage you to share your views by completing a short questionnaire which can be accessed here. (add link to Forms questionnaire). Please be assured that all
responses will be anonymised. If you have any questions regarding the survey or would like to discuss your thoughts in more detail, please contact Sharon.richards50@wales.nhs.uk. We will share the results of
the survey with you in the next Team Brief.

Thanks

Sharon
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o To © Annmarie Thomas (Hywel Dda UHB - Assistant Director of Workforce & Organisational Development (Resourcing & Utilisation);
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Hiall
Would you mind testing the Team Brief questionnaire for me please? It should only take a couple of minutes — no need for real answers!

Thank you

Sharon




image9.png
February 2022 Team Brief

€ Reply | € Reply Al | —> Forward

JH8 - Workforce Manager Recruitment); Mon 14/02/2022 1
+63 others

NHS Wales 7 Year Retention Policy 4/02/2029

@ fihere

Team Brief - February 2022 pdf

@ 6 M

web browser

e problems with how this message is displayed, dlic here to view itin

Dearall,

Attached is the February Team Brief. Please note the request on page one to complete the following questionnaire [responses will be anonymous] - this will be open until Monday 28
February:

https://forms.office.com/Pages/ResponsePage.aspx?id=uChWuyjigkCoVkM8ntyPrvnJGuDRpX1LhLnbtr)3i4JUQUXRRUZVOFdJUE9QQUIMMVpWNFAWTOdLVidu

Many thanks, Emily
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Welcome note from Annmarie Thomas, Assistant
Director of Workforce & OD (Resourcing & Utilisation)

‘Welcome to the February 202 editon of Dyma Gweithl. We have 2 more concise team
brief this month 25 we would ke o take stock of how well the team brief s working and seek

Like some of you, Sharon Richards s continuing her professional development through formal
Study. As part of the CIPD Level S qualfication run by the University of Wales Triity Saint
‘Danid, students are required to undertake a number of workplace 3ssigaments on various
‘modules. The Employee Engagement module, requirs students to undertake an engagement
exercise within their own organisation. During our discussion on engagemen, Sharon
Suggested that we use this opportunity to engage with you on the effectiveness of our Team
Brief Dyma Gwethlu. As we embark on our second year of Team Bre, it fels ke this s 3
pertect opportunity to take stock and review how benefcialyou find Team Brief and to gather
Your thoughts and ideas on how we can improve our engagement acrss the Resourcing and
Uniisation pillr.

I therefore encourage you to share your views by completing a short questionnaire which
can be accessed here:

hites:/forms office comy/Pages/Responsepage 2xYide\CHWL ghCOVKMANPVn GUORDXIUM
” RBZVOS:

The questionnaire wil be open untl Monday 28" February. Please be assured that all
responses are anonymous. f you have any questions regarding the survey o would ke to
discuss your thoughts in more detail, please contact Sharon fichards 0@ wales. ths uk.

‘We wil share the result o the survey with you n the next Team Brief.
Hwylamy tro,

Anamarie
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@ Wore than 3 years 17
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More Details
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3. What is the reason you have not read Team Brief 'Dyma Gweithlu' in the last 12 months?
More Details
@ ! have never received it 1
@ | don't have time to read it 0
@ | am not interested in reading it 0

Other 0
[ J
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4. Do you feel that Team Brief 'Dyma Gweithlu' provides information that is important to you as a
member of the Resourcing and Utilisation team?
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7. How satisfied are you with the opportunity to submit information or articles for inclusion in
Team Brief 'Dyma Gweithlu'? (1 - not satisfied to 5 - very satisfied")
More Details @ insights
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8. If we were to stop publishing Team Brief ‘Dyma Gweithlu’ based on a consensus of opinion that
itis not adding value, would you be
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Given our vision, the scale and pace of delivery and performance expectation, the
emerging service models, having a great place to work where staff can thrive, becomes
an even greater strategic priority. Without the right staff, we have no health service

Fulfiling one of the key ambitions of the Quadruple Aim ‘to enrich the wellbeing,
capability and engagement of the health and social care workforce’ and designing
anfl delivering a great place to work therefore will need to encompass the following
areas

« A positive and inclusive approach to staff engagement and experience where
leaders are visible, listening and staff feel their voices are heard, where
partnership working is productive and learning from what people tell us is the
norm. Given the changing agenda, a more proactive approach to continuous

staff engagement will need to be threading through everything we do:
iforce and OD Plan —25 November 2019 Page 13
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Suggested Meetings

Hi All

Thank you again for your time this afternoon, Laura and | really appreciate it.

€ Reply

%) Reply All

—> Forward [

) Michelle James (Hywel Dda UHB - Head of Digital Workforce Solutions); * Sally Owen (Hywel Dda UHB - Head of Recruitment and Workforce Equality, Diversity & Inclusion); +1 other

Thu 20/01/2022

Please find attached for your information our team presentation. We hope that you found this insightful in terms of our work and how we can work together going forward. Please do let us know your

thoughts on this, we would welcome any feedback.

We look forward to meeting you again soon so that we can discuss in more detail.
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Measuring Impact
We want to demonstrate how
the work we do has shifted a
culture change and be clear
on how we will measure this

Our Team Projects

'WOD Collaboration

Engagement
Bringing to life - who we ACollaborative Culture
are, what we do, how we Starts with us
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How do we really
understand what is
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Having a Voice and Being Heard
It's the cornerstone of what our People Culture Plans.
should be based on. “Keeping our staff i the driving
seat”for all we do. We will ask them how they want
us to engage (personal, media, writing, groups etc.).

Wellbeing, Safety and Trust

“This aligns with having a voice and being heard. We
‘won't hear our staff's voices unless we have this. So
they it hand in hand.

Our Compassionate Leadership
If we aspire that this is the culture we aspire to
achieve, do we really know what this looks like in
Hywel Dda? How do we define it and how do we live
it?

Healthy Working Relationships
Aligned to the All Wales programme - how do we.
bring this to life within Hywel Dda.

Retention
When you join Hywel Dda - we want to make sure

you stay with s, enjoy your time and can be your
best selves at work.
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+ Have you had the Flu vaccine elsewhere? If so please let
Occupational Health know.

b Year 2 - Applications now open

+ A message from Veterans NHS Wales

+ Approved Revised Clinical Policy

+ Approved corporate and employment policies and procedures

+ COVID-19 - New requirement to work from home where
practicable

+ LGBTQ+ History Month - February 2022

+ Wellchild Awards 2022 nominations

« Latest News

Tonawr 26 January 2022
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Planning Objective 1.F (2) Develop a programme by December 2021 for implementation from April 2022 to co-design with our staff every stage and element of our HR
offer that embody our values. This will address: (2) review all existing HR policies.
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(® You eple o this message on 15/01/2021 1025

Dear all,

To support us in the implementation of the Workforce, OD and Education Strategy, the directorate has obtained corporate membership to the Disruptive HR Club. The Disruptive HR Club provides members
with the resources required to transform HR and is packed full of exclusive content including: forums, articles, guides, toolkits, workshops, interviews’ with HR disruptors as well as much more.

A number of you attended the HPMA Conference in which the Disruptive HR Club was discussed and have been given access. Those of you that did not attend have been nominated by your line manager to
receive access rights.

You will shortly receive a ‘welcome email from Disruptive HR containing a joining link. Please click on the link and follow the instructions.

Should you have any difficulties accessing the relevant area on the website, please let me know.
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13.2 Staff Wellbeing - Variation Charts (continued)
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Staff Engagement Score Year on Year

Year of Survey Sentto Number
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2016 NHS Wales Staff Survey 4,535

Response Rate Engagement
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1,550 34
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2018 NHS Wales Staff Survey 9,484
2020 NHS Wales Staff Survey 10533
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2 23%
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Hi Annmarie

I wanted to share the highlights of the findings following the Team Brief questionnaire which closed last night.

Key highlights
 360ut of a possible 64 responses were submitted, giving a response rate of 56%.
o 75%of respondents had worked in the Resourcing and Utilisation team for more than 12 months
o 94%of respondents had read an edition of Team Brief
o One respondent had never received a copy of Team Brief. They had been in post for more than 12 months.
o 94%of those who had read Team Brief feel that it provides information that is important to them.
o The top three most popular features were
o ‘ADayinthe Life of.. (76%)
o News (68%)
o Wall of Appreciation (59%)
o Satisfaction with the opportunity to submit information or articles to Team Brief was 4.1 out of 5.
o 42% would be disappointed if we were to stop publishing Team Brief, 53% would have no feeling either way and 5% would be pleased.

Respondents had the opportunity to share their thoughts on what other information they would like to see included in Team Brief and to add any other comments. 23 comments were received from 17 respondents. An analysis of this qualitative data suggests that respondents
would like to see:
o Atticles to help them get to know their colleagues; for example, a wider range of ‘A Day in the Life of.
o Opportunities for training and development.
o Arange of competition types, set by different teams.
o Other information such as upcoming events, changes to process / procedures and instructions on how to recycle.

contributors, brief introductions to new team members, team insights and an organigram.
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Based on the above findings, my conclusions are:
o The majority of respondents feel that Team Brief contains appropriate and relevant content. This appears to be regardless of length of service; 89% of respondents that had worked in the Resourcing and Utilisation Team for more than 12 months said that Team Brief
provides information that is important to them.
o However, itis concerning to note that only 42% of respondents would feel disappointed if Team Brief ceased to be published. Perhaps, whilst it appears that respondents are happy that the content is appropriate and relevant, as suggested by the quantitative data, the
qualitative data suggests that more could be done to engage teams to enhance the content.
o Some of the comments received include;
o ‘Updates...about new starters...preferably with pics — working remotely..would be great to see the new faces joining the pillar.”
o ‘New starter / welcome....a sentence or two about them, what they are looking forward to, what appealed to them about joining? We could then maybe approach to use un campaigns...
o “Maybe competitions could be rotated.....or competitions could be like questionnaires / pub quizzes.”

*  Whilst satisfaction with the opportunity to submit information or articles to Team Brief scored 4.1 out of 5, one comment suggests that not all staff know how to do this.
 Whatis clear is that Team Brief is an important communication mechanism during a time where many people are working from home and are not able to engage with each other as they may once have done on site.

Based on the above | would welcome a discussion with you on how we can use Team Brief to enhance engagement across the pillar. Some ideas | have include:
o Setting up a Teams Channel for all staff to submit information / articles / suggestions for inclusion in Team Brief
o Establish an editorial board for Team Brief, potentially rotating across departments and giving staff the opportunity tolead on production
o Introduce new features such as

o New starter introductions (by managers)

Team insight — opportunity for teams to share what they are working on

New starter spotlight (as per comment above)

Team competitions

Did you know? i.e. on subjects like recycling

You said / we did — re suggestions via Teams Channel

o Onapractical level, ensure that all team members are on the circulation list for Team Brief

ooo0o0o0

1am sure you will have many other ideas and would welcome a discussion with you at our next 1:1. In the meantime, | will draft an implementation plan to include factors such as actions, costs, timings and risks.

Many thanks




image31.png
RE: Results of Team Brief 'Dyma Gweithlu' questionnaire

« .o
Annmarie Thomas (Hywel Dda UHB - Assistant Director of Workforce & Organisational Development (Resourcing & Utilisation)  Reply © Reply All | = Forward

P23 To © Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support Wed 02/03/2022 08:15
Retention Policy NHS Wales 7 Year Retention Policy (7 years) Expires 02/03/2029
(@ You replied to this message on 02/03/2022 18:46.

Waw that is such rich information and on the whole very positive with fab constructive suggestions. Can we discuss with Sally and Michelle next week in our team brief to agree the way forward (maybe you
can send to Sally, Michelle and Emily now for them to reflect on the feedback).
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Thanks Annmarie. | will share the findings before the end of the week and look forward to discussing at our R&U Senior Team meeting next week.

In the meantime, | have taken the liberty of producing a brief draft implementation plan, focusing largely on actions taking us up to the next edition of Team Brief in April. However, | am mindful that there
may be other actions we need to build in following our discussion and agreement of future engagement strategies via Team Brief at the meeting next week.

Thanks

Sharon
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Looking great sharon. My only suggestion prior to further discussion with Sally and Michelle is a possible action to ask for a volunteer from each pillar to work with us as a senior team to address the feedback and develop a bit of a ‘you said...we did plan’ so we can clearly demonstrate we listened to the feedback

from the survey. These volunteers may become the editorial board for future editions,
Thanks

Enw: Annmarie Thomas FCIPD @ (iaradwr Cymraeg)
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Team Brief 'Dyma Gweithlu' -  implementation plan

Action By when Lead Dependencies Cost

Share questionnaire findings with R&U Senior Team 03/03/2022 SR None No cost -  absorbed within role (s)

Discuss findings and engagement strategies at R&U Senior 

Team Brief meeting.

10/03/2022 SR None No cost -  absorbed within role (s)

Send communication to R&U team sharing findings and 

proposed strategies moving forward, potentially seeking 

nominations to sit on an editorial Board if approch agreed 

by R&U Senior Team.

17/03/2022 AMT / SR None No cost -  absorbed within role (s)

Set up Team Brief Teams channel. 17/03/2022 SR IT support No cost -  absorbed within role (s)

Agree content and leads for April Team Brief 17/03/2022 AMT / SR None No cost -  absorbed within role (s)

Seek nominations through team leaders to set competition 

for April Team Brief

17/03/2022 AMT / SR / 

SO / MJ

R&U team volunteers Indirect cost of time away from 

normal duties

Seek nomination for A Day in the Life of feature for April 

edition

17/03/2022 SR R&U team volunteers Indirect cost of time away from 

normal duties

Draft Team Brief 11/04/2022 EW Content received No cost -  absorbed within role (s)

Update distribution list to include all staff in post 13/04/2022 EW None No cost -  absorbed within role (s)

Sign off final Team Brief 13/04/2022 AMT None No cost -  absorbed within role (s)

Publish April edition of Team Brief 14/04/2022 EW None No cost -  absorbed within role (s)
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