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[bookmark: _Toc222171681]Executive Summary
As a healthcare provider organisational culture is fundamental to how an organisation operates. A positive, well‑aligned culture strengthens employee engagement, motivation and retention by fostering a shared sense of purpose and belonging. Organisational cultures can also influence how well teams work collaboratively, how decisions are made and how quickly an organisation can change. As Hywel Dda face ongoing operational pressures due to increasing demand and significant workforce challenges, the importance of culture is even more apparent. This intention of this report is to define culture and examine its relevance in shaping organisational culture, while also critical analysing the culture across Hywel Dda. 
With the launch of the CIPD Good Work Index report (2025a), which seeks to provide an overview of how employees perceive different elements of their working lives and identifies the key factors that significantly shape workplace experiences in a positive or negative way. In addition, this report outlines direct links between these factors and outputs, such as health motivation and performance. Taking this into account, this report will focus on three key elements of the ‘Good Work Index’ (CIPD, 2025a), analysing how Hywel Dda support and providing three recommendations. 
[bookmark: _Toc222171682]Allows for work-life balance
Allowing employees to balance both work and personal commitments in a healthy and sustainable way.
[bookmark: _Toc222171683]Is physically and mentally healthy for people
Supporting greater health and wellbeing by creating a workplace that is physically and mentally healthy for employees. 
[bookmark: _Toc222171684]Provides opportunities to develop skills and a career to gives a sense of fulfilment 
Encouraging development opportunities and providing clear career pathway for all staff.
[bookmark: _Toc222171685]Recommendations
1. Flexible Working Training
2. Wellbeing Training
3. Appraisal Communication Strategy
[bookmark: _Toc222171686]Introduction
This report aims to defines culture and explore its significance in shaping organisational culture, while also offering a critical analysis of Hywel Dda’s culture. Exploring both the McKinsey 7S Model (1980) and Schein’s Model (1992), this report aims to evaluate the organisations cultural environment and outline the extent to which it supports ‘good work’ and the associated benefits it has in creating a positive culture.  Additionally, this report focuses on three key elements of the ‘Good Work Index’ (CIPD, 2025a), analysing if the organisation allows for work-life balance, is physically and mentally healthy for people and provides opportunities to develop skills and a career to gives a sense of fulfilment. This analysis leads to three recommendations for future practice, ensuring strategic alignment. 
[bookmark: _Toc222171687]Definition of culture 
In its very basic form, organisational culture can be defined as the collective values, beliefs and norms that shape how employees think, behave and interact with others both within the organisation and in its wider external environment (Buchanan, 2023). Schein (2010) describes culture as a “pattern of shared basic assumptions” that a group forms gradually as it adapts to the demands and pressures of both its internal environment and the external context. Deal and Kennedy (2000), as cited in Armstrong (2023) similarly define culture as “the way things get done around here”, emphasising the informal norms and routine behavioural patterns that structure the everyday functioning of organisational life. These perspectives highlight that organisational culture is determined not solely by leaders communicated intentions, but by the patterns of behaviour and lived experiences that employees consistently display within the organisation.
CIPD (2025b) note organisational culture plays a central role in how organisations functions, becoming a familiar concept among business leaders. As organisations rely on people and their interactions, the work of HR, L&D and OD both shapes the culture and is shaped by it. A positive and well‑aligned culture supports employee engagement, motivation and retention by creating a sense of shared purpose and belonging (Tyagi, 2021).
Cultures can also influence how effectively teams collaborate, how decisions are made and how quickly organisations can adapt to change (Sutton and Shouse, 2016; Osman and Lew, 2020; Rees and French, 2023). As organisational culture is deeply embedded and not always immediately apparent, it is inherently difficult to define with clarity and therefore challenging to measure accurately. CIPD (2025c) suggest focusing on organisational climate, which reflects how employees experience policies and practices, offers a more effective route to workplace improvement than concentrating on culture alone. Consequently, applying a range of analytical models helps to examine both the deeper cultural foundations and the everyday behaviours that reveal how culture operates in practice, enabling organisations to strengthen their culture and ultimately achieve better outcomes (Buchanan and Huczynski, 2023).
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Figure 1: McKinsey 7S Model (Jurevicius, 2025)

The McKinsey 7S Model (1980) is a framework to assess internal change, identifying three hard and four soft factors (Figure 1). However, Hywel Dda’s complex clinical care group structure, consisting of both corporate and clinical services, often adopt different systems, structure and strategies. As this model provides a high-level analysis, adopting this approach would not allow detailed analysis, identifying underlining cultural issues across varied sub-groups (Cox, Pinfield and Rutter, 2019).
. 
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Figure 2:  Schein’s Model (The Open University, n.d.)

Edgar Schein’s (1992) model (Figure 2) defines organisational culture within three layers, known as the artefacts, espoused values and the underlying assumptions (Schein. 2009, as cited in Rees and French, 2023). As a widely used model, it allows a thorough analysis of organisational culture as it looks beyond surface level, to provide analysis of hidden elements too (Buchanan and Huczynski, 2023). 
[bookmark: _Toc222171688]Artefacts 
Colour‑coded uniforms within clinical settings would represent an artifact within Hywel Dda, visibly highlighting staff roles and seniority. Moody (2022) suggests uniforms reenforce staff recognition, sense of belonging and professional pride. While staff may feel it is important their uniform reflects professional role and rank, it can also reinforce hierarchy, resulting in some staff feeling less important or less valued. Hywel Dda (2023c) have eight different uniforms for Nursing and Midwifery alone, highlighting the complex and hierarchal structure across the organisation. Kanaris (2023) suggest flatter hierarchies with fewer layers of management lead to stronger team culture and improved patient outcomes. NHS Wales Staff Survey (2024) highlights a decline in team communication, trust, role clarity and confidence in speaking up. As Fernandopulle (2021) outlines, staff are more likely to approach senior colleagues if structure feels less rigid, using uniforms to make clinical structure more visible may create barriers. 
[bookmark: _Toc222171689]Espoused Values 
Hywel Dda (n.d.) champion nine core values to support their vision and shape their culture, including respect, honesty and compassion. Although the organisation aims to embed these values through structures, processes and policies, constant operational pressures and financial constraints cause misalignment between these values and everyday practice (Hywel Dda, 2025a). Dunning et al. (2021) supports this view, suggesting a conflict between organisations stated values and the reality of practice, as managing resource pressures, limited funding and targets are perceived as most valued. A staff turnover of 7% turnover and over 1000 vacancies (Hywel Dda, 2026b) may indicate staff feel disconnected with organisational values. Additionally, NHS Wales Staff Survey (2024) reported a decline in respect and compassion between colleagues, suggesting deeper cultural issues.
[bookmark: _Toc222171690]Basic Underlying Assumptions 
Although Hywel Dda often promote innovation, there are often underlying assumptions that long-standing practices are safer than new approaches. Although Hywel Dda recognise inadequate investment in digital infrastructure and outline their commitment to digital transformation within their Annual Plan (2025a), uptake on new technology is limited. Kulkov et al. (2023) suggests healthcare face significant reputational damage and operational risk when adopting new technologies, resulting in organisations becoming increasingly risk adverse. Additionally, Mannheim et al. (2023) identified barriers due to increased fear and anxiety for older adults when using digital technology. Hywel Dda aging workforce and population may increase resistance to change in favour for established ways of working (Hywel Dda, 2026a). 


[bookmark: _Toc222171691]Allows for work-life balance  
According to the CIPD Good Work Index (2025a), work-life balance is fundamental in providing good work, ensuring employees can balance both work and personal commitments in a healthy and sustainable way. NHS Wales demonstrates a clear ambition to support flexible working arrangements and recognise its importance in improving recruitment, retention and staff wellbeing (HEIW, 2020; NHS Wales, 2023). However, increasing demand caused by high vacancy rates has led to a healthcare system where demand outstrips capacity, resulting in continually operating under significant pressure and disruption (Jefferies, 2022), which can undermine the feasibility to support HR provisions that promote work-life balance. Bakker and Demerouti (2007) support this, suggesting application of the Job demand resources model demonstrates how job resources have the greatest impact on engagement when job demands rise, promoting improved wellbeing. 
Despite providing strong policy ambitions, significant operational pressures within Hywel Dda impact the health board’s ability to support staff in achieving work-life balance (Welsh Government 2025; Huhtala et al., 2021). The NHS Wales Staff Survey (2024) reported an increase of 3.1% in supporting work-life balance compared to 2023, suggesting staff are benefiting from greater flexibility and support in managing both work and personal responsibilities. However, a decrease in staff feeling they have energy for family and friends, indicate challenges in sustaining their personal lives, highlighting a negative impact on work-life balance (NHS Wales, 2024). Over 50% of the workforce reportedly work 5 or more additional unpaid hours per week to support insufficient staffing levels and high patient demand, ensuring service delivery and staff patient care is maintained (NHS, 2025). Research suggests high workload can cause increased fatigue and stress, negatively impacting performance, which can be improved if work-life balance is supported (Mulyadi et al., 2024). The Self-Determination Theory states individuals mostly experience improved wellbeing and increased motivation when their basic psychological needs for autonomy, competence and relatedness are met, adding the pivotal role managers play in influencing positive outcomes (Ryan and Deci, 2017).
NHS All Wales policy (2023) states flexible working should be accessible to all employees, regardless of role or pay band, encouraging managers to explore different flexible working arrangements where full flexibility is not always feasible. Hywel Dda Staff Survey highlighted an increase of 5.6% for championing flexible working compared to 2023 results and achieved 62.7% compared to the NHS average of 61.8% (NHS, 2024). Improvement suggests increased policy awareness, growing organisational support and a cultural shift that supports alternative ways of working. However, it is important to highlight most of the service arears that supported the view that the health board championed flexible working were mostly within non-clinical roles within corporate services, suggesting that clinical settings are less likely to support flexible working requests.  
In contrast, results for all four acute sites were below 60% with Glangwili Hospital only reporting 41.6% (NHS, 2024). This variation demonstrates that although Hywel Dda have the intention to offer equal flexible working arrangements across the entire organisation, access to these alternative ways of working vary significantly between clinical and non-clinical staff. Considering the SCARF model, inequity in access to flexible working may lead to perceived unfairness among clinical staff, provoking negative reactions, emphasising the need for transparent policies (HRC Online, 2024). While there are additional complexities of applying arrangements in clinical settings due to complex shift patterns, resource limitations and ongoing staffing shortages, providing these opportunities contributes to a more positive environment and promotes a healthier organisational culture (Choudhary and Brookes, 2025). Furthermore, widening access to flexible working arrangements for clinical staff can improve recruitment and retention outcomes, creating a more sustainable workforce that supports improved work-life balance (Dillon et al., 2022). 
Overall, Hywel Dda demonstrates a strong strategic commitment to work-life balance, providing policies that support flexible working arrangements (NHS Wales, 2025). However, significant operational pressures and workforce challenges, especially across clinical areas, limits the organisation’s ability to deliver on these commitments (Audit Wales, 2023). Manages could provide a pivotal role in promoting and supporting different flexible working requests, improving uptake to improve staff workplace experiences (CIPD, 2025a).
[bookmark: _Toc222171692]Is physically and mentally healthy for people  
According to the Good Work Index (CIPD, 2025a), creating a workplace that is physically and mentally healthy is a vital factor in providing good work, with better health and wellbeing leading to improved job satisfaction, enthusiasm and overall performance. Although the organisation recognises the importance of staff health and wellbeing and promote this through various policies and resources, the organisation’s capacity to foster healthy workplace environments that support ‘good work’ is constrained by increasing demand and substantial workforce challenges, particularly following the Covid-19 pandemic (Hywel Dda, 2023b). 
As Hywel Dda are experiencing persistently high sickness absence rates, where anxiety, stress and depression remain the leading causes for absence (Hywel Dda, 2026b), it is possible that this may be exacerbated by a workplace that does not sufficiently promote health and wellbeing. Furthermore, Higher sickness rates are partly attributed to an aging workforce, who are experiencing increased levels of chronic and long-term health issues (Kurashvili, Reinhold and Järvis, 2022). With 25% of the workforce reporting that their job has a detrimental impact on their health, the Good Work Index (2025a) highlights the importance of organisations implementing strategies to promote and protect health and wellbeing. 
NHS Wales Survey (2024) findings suggest employees are still experiencing increased work pressures, with no positive improvements since the 2023 staff survey to reduce work-related demands to alleviate stress. Sigurdsson (2021) states stress and increased workload contribute to the health and wellbeing of those in healthcare professions, identifying a higher risk of burnout for those in clinical roles. Additionally, Sigurdsson (2021) claims research shows the wellbeing of healthcare professional positively influences the standard of patient care, productivity and overall patient experience. While, declining wellbeing can negatively impact an organisation’s ability to recruit and retain staff, which only exacerbates existing work pressures (Anderson et al., 2021). Therefore, it is vital Hywel Dda addresses the significant work pressure effecting staff to improve staff health and wellbeing, reduce sickness rates, and enhance retention and recruitment. 
While the organisation offers various wellbeing initiatives (Hywel Dda, 2023a), including online resources, counselling, financial support, forums and access to occupational health, Hywel Dda could strengthen its approach by placing greater emphasis on preventative strategies. This involves moving beyond individual support and creating a supportive organisational culture. According to (Brand et al., 2017), many wellbeing initiatives in healthcare focus on enhancing individual resilience strategies, but research suggests that system‑level changes to the organisational, cultural, social, and physical work environment are more effective for creating long‑term, sustainable improvements in staff health and wellbeing. 
CIPD (2025a) emphasis the link between effective line management and staff wellbeing. Furthermore, Benevene et al., (2022) indicates there is a strong link between compassionate leadership and improved psychological safety, allowing a compassionate culture to thrive and support better wellbeing. While NHS Wales promote a compassionate culture (NHS Wales, 2024), the lived experience of our workforce is varied depending on their line management. While compassionate leadership improved 1.9%, compassionate culture declined (NHS Wales, 2024). As workloads increase, staff may find it more challenging to maintain a compassionate culture. 
Research indicates that strategies aimed at changing individual health behaviours are largely reactive to workplace stress, in contrast to organisational change, which is seen to be a more proactive and sustainable approach to promote long-term wellbeing (Cohen et al., 2023). Furthermore, the ‘Keep Britian Woking’ review (UK Government, 2025) suggests sustainable change requires strong employer leadership alongside employees taking responsibility. Due to the organisation’s complex and multi-tiered management structure, siloed working environments can often emerge, hindering the consistent communication of organisational strategies across the workforce (Lam et al., 2021). As organisational leadership is considered instrumental to embedding a culture that foster a wellbeing focus, with visible, supportive, and clear communication from managers, encouraging open dialogue, empathy, and emotional support will enhance wellbeing across the workplace (Okonkwo et al., 2024). 
As Hywel Dda has recently undergone a restructure of its clinical care groups to realign core services, it provides an opportunity to communicate the ‘Social Model for Health and Wellbeing’ (Hywel Dda. 2025b) in a way that embeds a consistent culture of health and wellbeing across the organisation. Since the introduction of wellbeing champions following the pandemic, they have provided a key role in supporting service areas (Hywel Dda, 2023a). Expanding these roles to share organisational strategies, promote preventative approaches, and signposting to further support consistently across the organisation would provide much needed assistance to all employees and contribute to a more sustainable workforce that is more likely to adopt healthier working practices. 
[bookmark: _Toc222171693]Provides opportunities to develop skills and a career and gives a sense of fulfilment  
The Good Work Index (2025a) outlines the importance of staff having a clear career pathway and development opportunities, resulting in better individual performance. Furthermore, CIPD state employees are more motivated to go above and beyond when they have opportunities to progress and develop their skills, leading to them being less likely to leave voluntarily, and more likely to recommend their employer. As Hywel Dda are experiencing significant operational pressures due to ongoing recruitment and retention challenges (Hywel Dda, 2025a), resulting in skills shortages that impacts service delivery, providing clear opportunities to upskill the workforce not only enhances individual job satisfaction but also provides a strategic approach to mitigate current skills shortages, building a sustainable future workforce that adopts a culture that supports personal and professional growth. 
According to the Good Work Index (2025a) less than 40% of the workforce feel their job offers a clear pathway for career development. Similarly, NHS Wales staff survey (2024) highlights employees also show concerns about accessibility to development opportunities and the visibility of clear career pathways, with results declining to 52.6% compared to 2023. This decline highlights a critical gap in strategic workforce development, which is hugely concerning given the ageing workforce within the organisation, with 35% of employees aged 51 and above and therefore at risk of retirement within the next 10 years (Hywel Dda, 2026a). Desarno et al. (2020) suggests identifying skills gaps and implementing succession planning secures a future pipeline by developing a skilled talent pool, while also increasing engagement and improving retention.     
Recognising the potential risk of an aging workforce and significant skills gaps, Hywel Dda have broadened its approach to establishing development opportunities following the Covid-19 pandemic, shifting part of the focus to the organisation’s long-term educational needs to support a sustainable future workforce (Hywel Dda, 2020). As a result, a Strategic Workforce Planning team were established, identifying critical skills gaps and outlining educational requirements to inform Welsh Government commissioning agreements with universities, ensuring future training provisions address emerging workforce needs and aligns with Hywel Dda’s long-term educational strategy (Audit Wales, 2023). As higher education institutions pay a pivotal role in reducing the skills gap within healthcare, aligning their programmes to meet the changing demands of the healthcare workforce, collaboration is essential (Sudhinder Singh Chowhan et al., 2024). Additionally, early engagement with service leads to identify training requirements that address skills shortages, support employee voice, strengthening insights, enhancing innovation, resulting in more informed decision-making (Paulet et al., 2021, as cited in Iddrisu, 2025). Furthermore, Kwon and Farndale (2020) suggest that open communication across all organisational levels enhances a culture of trust, accountability, leading to improved decision-making and better service outcomes. 
Adopting a more strategic approach to development opportunities, will ensure the organisation develop a pipeline to bolster the future workforce, however due to the duration of some clinical courses, the health board will not see the benefit of this workforce supply across all professional groups immediately. Therefore, Hywel Dda must also address the perception among employees that development opportunities and clear routes for career progression are limited, as highlighted in the NHS staff survey (2024). Butt et al. (2023) notes access to learning opportunities and structured career progression allows healthcare professionals to develop their skills, promoting personal and professional development and greater job satisfaction. While the organisation’s policies, internal and external training offer displays an overall commitment to enhancing individual’s skills and supporting career growth, increasing staff absence, burnout, and declining moral are placing additional pressures to workload making it more challenging to deliver a high standard of care (Cooksley et al., 2023). Therefore, it is understandable that funding to support training, especially across clinical services, is not always utilised due to ongoing operational demand and reduced headroom to release staff. 
The NHS Wales Staff Survey (2024) outlined a decline in the effectiveness of appraisals, which should be conducted annually as a minimum. The approach to these and frequency of them being conducted can vary across the organisation depending on management. As the appraisal process allows the discussion of current and future aspirations, they provide a vital part to inform individual career development, ensuring a clear direction for employees, while also allowing managers to develop succession planning to meet the service needs. If development opportunities are not effectively co-ordinated or aligned with service requirements, staff could become over-skilled within roles they cannot progress beyond. As a result of under-utilising skills within the workplace, employees tend to experience reduced job satisfaction, less income and poorer long-term career prospects (CIPD, 2018). Given the organisation’s retention challenges, Hywel Dda would benefit from strengthening its career pathways and development opportunities to prevent the loss of highly skilled employees to neighbouring health boards. 
[bookmark: _Toc222171694]Conclusion 
To conclude, this report demonstrates Hywel Dda’s commitment to supporting ‘Good Work’ through policies, practices and shared values. However, continuing operational challenges, especially within clinical settings hinder the organisation’s ability to consistently deliver these commitments. Analysis shows enhancing the managerial capability is essential to embedding these principles. The following recommendations outline essential actions needed to support continued progress. 
[bookmark: _Toc222171695]Recommendations 
[bookmark: _Toc222171696]Flexible Working Training
As research shows that organisations supporting a healthy work-life balance achieve higher productivity and greater overall performance, flexible working practices are increasingly being adopted (Black, 2014, as cited by Mullins and Rees, 2023). Strengthening leadership and management is essential to driving transformation, with compassionate leadership proven to improve engagement, wellbeing and quality of care (The King’s Fund, 2025). 
Utilising existing monthly clinical care group forums to provide manager training on flexible and agile working requests using a compassionate, person-centred approach, will ensure culture is embedded across the organisation and encourages a consistent, compassionate decision-making that improves staff experience. 
Estimated cost
Band 5/7 to develop/design training programme (estimated 150 hours each).
· Band 7 cost: £4,260
· Band 5 cost: £2,943
Band 5/7 to deliver 12 online training sessions (estimated 24 hours each).
· Band 5/7 cost: £1,153
No additional costs for managers attendance as training will be delivered within existing forum.
[bookmark: _Toc222171697]Wellbeing Training
According to the Health and Wellbeing Report (CIPD, 2025b), 75% of organisations are actively taking steps to improve staff health and wellbeing, however over a third (37%) would still consider their approach to be largely reactive, responding to sickness once it has occurred. As literature outlines the pivotal role managers play in shaping employee wellbeing (Huo, Boxall and Cheung, 2020), Hywel Dda must consider how to equip managers with the skills to recognise early indicators of health and wellbeing concerns in their teams, while also providing necessary support to safeguard their own wellbeing. 
Delivering manager training within monthly clinical care group forums, targeting how they can support staff wellbeing will build knowledge, improve self-care and strengthen a compassionate culture across the organisation. This training should priorities preventative approaches and support managers to recognise early indicators of concern in colleagues, nurturing a more compassionate and supportive workplace culture. 
Estimated cost
Band 5/7 to develop/deliver wellbeing training (estimated 187.5 hours each).
· Band 7 cost: £5,325
· Band 5 cost: £3,678
Wellbeing Champions should be utilised to signpost to webinars and resources on SharePoint, with no direct cost. 
[bookmark: _Toc222171698]Appraisals Communication Strategy
McClarey (2007) outlines the importance of appraisals to highlight training requirements that support continued professional development that benefits both individuals and organisations, however, also suggests appraisals are often not given the time or importance from manages to ensure meaningful outcomes are identified. 
As NHS Wales Staff Survey (2024) also reported a decline in the effectiveness of appraisals, Hywel Dda would benefit from developing a communication strategy to ensure managers adopt a consistent organisational approach to appraisals. This strategy should highlight the importance of identifying training requirements and communicate clear career pathways to employees.
Estimated cost:
Band 6 to develop communication strategy and cascade to managers through existing leadership forums (estimated 112.5 hours).
· Estimated cost: £2,720
No additional costs for managers attendance as communication will be facilitated within existing forum.
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[bookmark: _Toc222171700]Embedding Good Work: Managers Make the Difference
[bookmark: _Toc222171701]What is Organisational Culture
Organisational culture can be understood as a collection of shared values, beliefs and norms that influence how employees think, behave and interact within the organisation and in its broader external environment (Buchanan, 2023). There is a growing recognition among business leader that an organisations effectiveness is deeply connected to its underlying culture (CIPD, 2025b). Hywel Dda (n.d.) recognise their values must be more than a list of expected behaviours, understanding the importance they have on shaping structures, processes and policies to ensure the organisation reflects and reinforces these values. Applying these values in daily practice will enhance patient care and support continues growth as a healthcare provide. 
Dalia et al., (2021) outlines how managers are essential to creating an environment where people can flourish, as their actions strongly shape both culture and organisational outcomes.  Additionally, a positive culture strengthens organisational effectiveness, which is closely linked to the wellbeing and satisfaction of employees. The CIPD ‘Good Work Index’ report (2025a), which outlines how employees perceive different aspects of their working lives and highlights the factors that most influence their work experiences, also details the importance of managers in creating the conditions to enable good work. 
[bookmark: _Toc222171702]Why is Culture Important to Hywel Dda
Strong organisational culture can influence public perception, drive organisational effectiveness, provides direction, and supports the organisation to attract, retain and motivate employees (Buchanan and Huczynski, 2023). Wei et al., (2020). Argues strong cultures can also influence how effectively teams collaborate, how decisions are made and how quickly organisations can adapt to change. As Hywel Dda face significant staffing challenges and increased workload, managers are critical in shaping working environments (West et al., 2022; Aggarwal et al., 2024). Creating a shared sense of purpose and belonging strengthens engagement, motivation and retention, which is important in supporting a well‑aligned organisational culture (Tyagi, 2021).
While Hywel Dda (2025a) recognise there is a long journey ahead to confront and overcome the daily pressures the organisation face, they believe in putting people first by owning their role in providing high-quality care and supporting their employees to ensure people remain central to all they do.
[bookmark: _Toc222171703]Why Managers Matter: Leading a Culture that Supports Good Work 
Taylor and Perkins (2021) outline the complexities of cultural change as it requires shifting people’s attitudes and behaviours and not just systems, highlighting the important role of managers to provide emotional intelligence and everyday leadership, encouraging staff involvement and influencing a sustainable change. CIPD (2023) suggest mangers provide a direct link between an organisation and its employees, enabling them to influence culture, performance and organisational outcomes. Furthermore, investing in training to strengthen vital skills, such as communication, conflict resolution, trust building and creating psychological safety supports team collaboration, employee experience and organisational effectiveness.  
Hywel Dda recognise the significant influence managers have in shaping organisational culture and promoting ‘Good Work’ practices. As a result, the organisation will utilise monthly Clinical Care Group forums to implement three recommendations, which aim to equip managers with the vital skills required to influence an organisational culture that embeds core values (Hywel Dda, n.d.).  
[bookmark: _Toc222171704]Recommendations 
[bookmark: _Toc222171705]Flexible Working Training
CIPD Good Work Index (2025a) highlights work-life balance as a key factor, enabling employees to manage their work and personal commitments in a healthy way. As flexible working seems to be more widely adopted, research shows employees with access to these arrangements often display greater commitment, motivation and productivity (Mullins and Rees, 2023). While flexible working practices demonstrate positive outcomes for both the employee and organisation, an increase in remote working requests can also contribute to strained work relationships, barriers for managers and poor work-life balance due to unclear boundaries, creating additional demand on employee’s (Soga et al., 2022). Additionally, clinical services face significant challenges, such as scheduling constraints, operational pressures, resource limitation and increased supervision demands, which can impact the feasibility of flexible working requests (Choudhary and Brookes, 2025).  
Hywel Dda aim to provide managers with vital training in monthly clinical care group forums to strengthening leadership, and support understanding of the organisations flexible and agile working policies to support staff requests and promote consistent and compassionate decision-making that positively shape staff experience. 
[bookmark: _Toc222171706]Wellbeing Training
CIPD Good Work Index (2025a) outlines the importance of a physically and mentally healthy workplace, as improved wellbeing is linked to greater job satisfaction, motivation and performance. Jan-Emmanuel De Neve and Ward (2025) suggest poor job satisfaction is more likely to result in individuals leaving early, arriving late or taking more frequent absence, which has a significant impact on both individual and organisational performance. Given Hywel Dda (2026b) continues to experience high sickness absence rates, particularly linked to anxiety, stress and depression, staff may not experience sufficient health and wellbeing support within the workplace. The CIPD ‘Health and Wellbeing at Work’ report (2025b) identified inadequate managerial training is provided to support mental health, despite clear known benefits. Huo, Boxall and Cheung (2020) emphasise the importance of managers in shaping employee wellbeing, while Russell (2025) highlights the benefits of manager training to support them to identify early indicators of health and wellbeing in staff. 
Hywel Dda will be providing managers with training in monthly clinical care group forums to strengthen knowledge of preventative approaches and how to promote to wellbeing, self-care and reinforce a compassionate culture within the workplace. 
[bookmark: _Toc222171707]Appraisal Communication Strategy
CIPD Good Work Index (2025a) shows that having clearer career pathways and meaningful development opportunities lead to improved outcomes for individuals. As Hywel Dda (2025a) are experiencing fragility within their current workforce due to persistent operational pressures, exasperated by recruitment and retention challenges, robust appraisals could provide opportunity to identify development opportunities to address significant skills shortages. According to McClarey (2007) appraisals offer a chance to identify training requirements and outline career pathways, supporting professional and organisational requirements. However, managers should allocate sufficient time to enable meaningful outcomes. Conducting robust appraisals to Identify skills gaps and outline succession planning requirements will enable mapping of a sustainable future workforce, while also improving staff engagement (Desarno et al., 2020).
Hywel Dda will be communication a strategy with managers within monthly clinical care group forums to highlight the positive impact of adopting an organisational approach to conducting appraisals, sharing the importance of identifying training requirements and exploring career pathways, allowing staff to develop their skills, encouraging greater job satisfaction (Butt et al. 2023). 
Find out more by contacting our team on workforceplanning@wales.nhs.uk
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