Clare Louise Berner ID 1810268 Understanding the Management of Change – On the Job Training
1. Discussion with the Senior Workforce Manager regarding my progress on the CIPD Map.   

I currently work for the County Director as Personal Assistant, I have a lot of exposure with working alongside Senior Management, Directors and Executives.  Discussion took place with the Workforce Manager whilst exploring the new CIPD Profession Map (CIPD, 2020b).  The core knowledge of Change of the new CIPD Profession Map (CIPD, 2020b) was explored and the appropriate banding level of Associate within the Change Standards (CIPD, 2020d).

Discussion about the Chemotherapy Day Unit Project which involves the removal of 14 beds and a ward amalgamation with another in order to make financial savings, this is also part of the Bronglais Strategy.  This will then enable the Chemotherapy Day Unit to move to the empty ward.  The change will affect staff on the ward which is due to close and the staff that are based in the current not fit for purpose Chemotherapy Day Unit.  

The staff have been through an individual 1:1 process with the Hospital Head of Nursing, HR and Trade Union where applicable, which two choices of wards could be chosen by the member of staff affected, if they did not want to move to the new ward.  The Hospital Head of Nursing would then decide which ward to place the staff member.  Staff who have chosen to go across to the new ward (amalgamated ward) could do so without disruption.  This consultation has been done fairly and consistently with the Organisational Change Policy (OCP) (HDdUHB, 2018) and everyone has been kept informed.

Conversation and discussion around the change and the experience and knowledge that I am developing in relation to change projects; specifically, the Chemotherapy Day Unit and a new project with mental health through working with the County Director. 

It was decided that, Professional Courage and Influence would be an appropriate development strategy to enable me to drive and get things done, speak up and challenge others on change and projects, buildings relationships and ensuring that everyone is working ethically and inclusively. 

Development opportunities were discussed and any course/meetings/workshops that are put on internally within the Health Board I could attend;   some background reading on the CIPD website with regards to Change and Professional Courage and Influence and any articles in Personnel Today, LinkedIn or People Management and Xpert HR and text books would help along with attending any engagement events/activities when planned.  
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2. Complete a SWOT analysis of an impending change in your organisation. Clearly list the strengths, weaknesses, opportunities and threats represented by the change. 
SWOT ANALYSIS OF CHANGE

	STRENGTHS
New fit for purpose Unit
Serving other Health Boards
Charitable monies towards refurbishment costs 
Professional Staff
Partnership Working
Talented Workforce
Service the local Communities
Positive Patient Experience
Transformation of new Larger Unit

	WEAKNESSES
Current Unit is not fit for purpose
Waiting Lists
Geographical Area
Financial restraints/Budgets
Staff Buy-in leading to negativity

	OPPORTUNITIES
External funding
New Technology
Introducing more partnership working with other Health Boards
Increasing treatments
Improved waiting lists
Increasing referrals
	THREATS
Not enough funding
Gaining Executive Approval to new fit for purpose Unit
Closure of 14 beds on Y Banwy Ward/Financial Savings





Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT. 

Discussion with Senior Workforce Manager

Some of the discussion is mentioned above in the CIPD map discussion.  The HR implications of the above-mentioned change are in relation to the staff on both wards.  Staff have had the opportunity of having 1-2-1 consultation meetings with HR and the Hospital Head of Nursing to fully discuss the implications in regard to the change.  Staff have had the opportunity to move to the new ward or are allowed to decide on two wards which they may prefer.  The Hospital Head of Nursing will take into account the two options chosen by all individuals to see where these members of staff can be placed, without too much disruption to the wards and patients.  The consultation process has involved staff, managers and trade union representatives and has been done fairly and cooperatively and in line with the All Wales Organisational Change (OCP) Policy.  Staff have had notification in writing of the change along with the consultation period.  Staff have also been sent letters from the Hospital Head of Nursing of the decision of the ward that the member of staff will be placed.   The process and timescale have been abided to.

The change is required to go ahead due to financial savings and the process is to complete by the end of March 2020.  There are no monies in the budget going forward and the ward will close on the 31st March 2020 even if the Chemotherapy Unit does not move into the closed ward.

The positives of the SWOT were discussed and that the Chemotherapy Day Unit will be brand new for staff and patients, built to specifically for modern day care which will be of great benefit to the patients and staff.  The negatives in change is that staff effected are anxious of what is happening, whether their jobs are secure, and it can affect their mental wellbeing.  There is an opportunity to gain more work through referrals from neighbouring Health Boards and to make the Unit purpose built for the staff, they have a say in what they want and get involved during the design phase.  Timescale is always an issue, so it is important to keep staff up to date.  Ensuring that staff are kept up to date as much as possible during the progress of the project. 


Hywel Dda University Health Board (HDdUHB), (2018) All Wales Organisational Change Policy [online] Availble at: http://www.wales.nhs.uk/sitesplus/documents/862/573%2DOCPPolicy%2DV3.pdf (Accessed 15th March 2020)

3. Using the ACAS guidance on page 33 of the above guide, develop a communications strategy for the above change. Discuss this with your line manager and submit a summary of your discussion plus the strategy (Total word count: 500-750 approximately).
Discussion with my manager on the communications strategy below, ensuring that everyone involved is kept updated.  The Health Board have a communications team so this will be done via the department.  HR are involved to ensure that each staff group are aware of why the change is happening, when and what is involved.  HR, Senior Managers and Trade Unions ensure they fully implement the All Wales Organisational Change Policy (HDdUHB, 2018).    Staff have had 1-2-1s as mentioned above.  The communications strategy is important to ensure that things go as smoothly as they can.  The strategy sets out why the change is necessary, what the communication channels are and any risks and ongoing reviews.  The main part of the strategy is the key message, that there are no loss of jobs and to ensure staff are fully informed to ensure staff morale does not slip.  During our conversation we discussed staff wellbeing to ensure that if anyone required support they could have this through the Occupational Health Team.
		Communications Strategy (ACAS, 2014)  
Chemotherapy Day Unit & Y Banwy and Enlli Wards

	Organisation
	Hywel Dda University Health Board is spread across 3 counties and has bases at 4 sites.  It employs in the region of 10,000 staff, mainly in roles such as qualified nursing staff, medical roles such as Doctors, Consultants, Junior Doctors etc, PA’s, Medical Secretaries and administrative support, medical records staff, reception staff, Hotel Services and Housekeeping, Estates, Porters and Switchboard. 

	Reasons for Change
	The change involves 2 wards, namely Y Banwy and Enlli.  Y Banwy ward was opened a few years ago to support patients who are essentially ready for discharge.  Enlli Ward is older adult mental health ward.  The amalgamation of wards will bring 4 extra beds, for a new model of care for dementia patients.  Dementia falls under the mental health category.  The change is being done as part of the Bronglais Strategy to move more care into the community and to reduce overspend and due to financial constraints monies needs to be saved out of the budget.
The ward will be vacant for the Chemotherapy Day Unit to move into, which has been approved by the HDdUHB Board of Executives.   Financial costs will come from primarily charitable fund and ongoing fundraising for the Unit along with monies from the Health Board.
There will be no loss of job roles, this is to ensure that savings are made and to enable patients to be treated out in the community and in their own homes.  This ensures patients do not feel isolated like they would in Hospital.  Health and Social Care are working together in an integrated way to provide the best model of care to patients.
No redundancies or jobs will change, just movement within wards.




		Communications objectives: 
	· Raise awareness of the Change and why this is required – financial savings/Chemotherapy Day Unit to move into the vacant ward
· Staff Wellbeing/anxieties are being taken into account of both changes – this could include stress management sessions
· Staff will move into the new ward or will have the option to choose two wards of their choice and the Hospital Head of Nursing will place the member of staff into the most suitable ward
· Staff are kept fully informed via 1-2-1 meetings with Hospital Head of Nursing, HR, Trade Unions
· Y Banwy/Enlli open day for staff to look at proposed plans
· Opening of the 4 beds in Enlli ward and new model of care
· Closure of Y Banwy ward on or before 31st March 2020
· Chemotherapy Day Unit Project Team Meetings
· Chemotherapy Engagement and Communications Meetings with involvement of various stakeholders
· Chemotherapy Fundraising Appeal
· Sign off of the Schedule of Accommodation
· Into the next phase of the build/refurb
· Staff members involved in the Project Team and various stakeholders until completion of the new Unit
· Communications throughout the process; local press etc especially in the fundraising stage
· New Unit to be completed by 2022
· Ensure that staff are happy and settled and wellbeing is addressed 

	Audience
	· County Director
· HR Managers
· Senior Managers
· Department/Ward Managers
· Nursing Staff
· Administrative Staff
· Hotel Services
· Estates
· Porters 
· Communications Team
· Engagement Team
· Charitable Funds Team
· Health Care Support Workers
· Switchboard 
· Apprentices
· Doctors/Consultants/Junior Staff 






		Key messages 
	All post will be kept, there will be no job losses.  This will enable to a new model of care for dementia patients to be brought in.  Patients will be cared for out in the community if required, so that the elderly do not feel isolated in hospital.  
Savings will be made within the budget to address the deficit that there is currently.  There will be an opportunity to introduce new ways of working; such as HCSWs being trained as personal therapy assistants to enable therapy support to patients before discharge into the community.
The new Chemotherapy Day Unit will give the patients a new unit which is fit for purpose and enable better patient care and shorter waiting lists and taking on more work. 

	Communication Channel 
	Communications will come via the Senior Management Team and the internal Communications Team; Chief Executive Brief.  The two wards are already aware of the move and amalgamation of wards through management and associated meetings with HR and Trade Unions.
The Chemotherapy Day Unit is public knowledge and has gone through a Public Board Meeting.  Focus will be to announce when ready the commencement of the works to staff via the communications team through global emails, local arrangements and communications when implementation is nearing commencement. 
Staff with any concerns can raise these through their manager or directly to the project team via an Issues Box in the Chemotherapy Day Unit.




	Risks 
	· Fundraising appeal to hit target within specified timescale
· Delays in work schedule
· If the closed ward needs to be reopened due to Covid-19
· Local Press stirring up trouble
· Staff Morale

	Ongoing Review
	Ongoing reviews will be carried out to ensure that everything is going according to plan during the change phase.
Once implementation has happened, ongoing reviews to ensure that everything has gone as planned and any issues that arise are brought to the attention of the project teams and managers.
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