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Today we will look at our business environment and the factors that impact us as an organisation, what are our organisational goals? and how do we achieve them? Who are our main customers? What services do we provide to help and support them, and lastly different Technologies available to help us work collaboratively. ​
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Firstly, I want to look at the factors that define our business environment, these are internal and external factors. Internal factors are the forces present within our organisation such as staff, patients, management, suppliers, processes and policies that help shape our environment and the ways in which we work and behave within Hywel Dda. External factors are more uncontrollable and unpredictable factors which influence our decision making and Performance when dealing with ever changing needs. It is important to regularly assess for any changes and plan for any foreseeable events that may have a detrimental impact on us as on organisation. I have used 'PESTLE' (CIPD, 2021) an analysis tool to help identify some of the key external factors that have affected us throughout the pandemic and will continue to affect us for the foreseeable future. ​
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After using our analysis and understanding more about our organisations challenges, we are now able to plan and use this as a strategic advantage to push forward and achieve our business goals. Hywel Dda's main focus at the moment is creating a 'Healthier Mid and West Wales'. (HDUHB, 2022) This is our plan for Health and Social Care 2018. We want safe, sustainable, accessible and kind health and Care. ​Our vision is to shift from a service that just treats illness to one that keeps people well and prevents ill health early on. 
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In order for us to achieve our goal, we have created and implemented the 'WFOD & Education Strategy 2020-2030' (HDUHB, 2022) to support the delivery of a Healthier Mid and West Wales', we know our staff are our biggest asset and identified that recruitment, retention, education and development are the key factors in successfully achieving our goal.  ​
Planning is key to the success of any goal, "fail to plan; plan to fail" as the well known saying goes. ​
This strategy outlines our responsibilities as OD professionals and gives us a clear vision to work towards our objectives, some of which I have highlighted above. ​
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Now we understand our business goals and objectives and have a clear vision of how to achieve these, we need to understand who we are doing this for? Who are our customers? I believe there are two answers to this question, as an NHS professional we all have a responsibility to giving the best quality care to our patients, but as people professionals we also have a commitment to looking after our staff.  ​
There is a direct correlation between staff wellbeing and patient outcomes and experience. Research suggests if we look after our staff, our staff will then improve patient experience and perform better as a result of being valued and appreciated (Teoh, K.RH., Kinman, G., Hassard, J. (2020).
There are a number of services available to staff to enable them not only to improve and develop but to also feel appreciated and valued. Hywel Dda really is working hard to ensure we are 'Putting people at the heart of everything we do'. (HDUHB Core Values) ​
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Throughout this presentation we have looked at our business environment, Our goals as an organisation and even who our customers are and how we help them. Unfortunately during the past 24 months we have faced unprecedented difficulties throughout the pandemic. We have faced lockdowns, home working and some huge technological challenges, I now want to look at how technology has helped us work collaboratively to ensure we continue to deliver an excellent service to our patients and staff. We have used a multitude of Technology systems to communicate with each other and send important messages to our staff during the last 2 years, we are continually finding new innovative ways to get messages across and to help support our colleagues. Some of the most valuable tools we have used are Microsoft Teams to allowed us that much needed human interaction, Outlook to send important documentation and set up meetings. We have also utilised HAPi – our exclusive staff benefits portal to send out well being information and push notifications, and used our Global communication facility to circulate anything urgent or important to all staff groups. We have also managed to continue to facilitate virtual Training sessions for staff development through MS teams. These have all been invaluable tools throughout the pandemic and have helped us to continue to work together, enhance productivity and still have some social interaction.​
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I hope you have found this presentation engaging and now have a deeper understanding of Our business Environment and the different factors that affect it, what our business goals are and not only how we plan for them but what our roles are in achieving them, have an understanding of who our 'customers' are and how we can help them, and how we can use different technologies to enhance our performance when faced with adversity. ​
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If you have any questions or would like any further information on any of the topics discussed today, please feel free to contact me – Sarah.Russell@wales.nhs.uk
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‘What is the role of the People Profession?

‘The success of any change requires us as people professionals to plan and
foresee any issues ahead, support and engage staff through the change,
communicate changes clearly using various methods of communication,
support and advise staff with any concerns and ensure any changes are
understood and accepted. There are a number of different roles we play in
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listening ear to our employees and an effective communicator to delivera,
‘message to our staff.
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