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Introduction 

The business context is different across the public, private and voluntary sectors therefore different Human Resource (HR) approaches are required. The effect of the labour market and skill shortages may vary between each sector due to business environment. This report outlines, compares both private and public sectors within the business context of human resources, along with its roles and functions. I have decided to compare Health Education Improvement Wales (HEIW, Public Sector) with A2Z Food Safety (Private Sector). 

Developments within key product markets such as globalisation, technology, government action and external environments such as politics, economics and technology at national, international and local level, social attitudes, cultural diversity, behaviour, population, regulation and labour market inequality are all major developments within the external business environment that will affect organisations and functions in different ways. Increased competitive intensity requires innovative HR approaches which involve HR professionals specialising rather than undertaking more generalist roles. Todays HRM need to be politically savvy, excellent communicators with sensitive management styles and awareness of commercial developments within business environments. 
Due to increased competition the HR function has been elevated from transactional duties to transformational Strategic Human Resource Management (SHRM). They are regarded as strategic ambassadors and organisational assets that are responsible for aligning individual and team goals and shaping organisations strategies etc. Hall (in Gilmore and Williams 2009, p144) defines SHRM as “not any one particular HR strategy, but a framework for shaping a number of people management strategies”. Globalisation, labour markets, regulation such as legislation and external institutions such as trade unions means there is a need for HR functions to be more strategic and business focused. 

HR Specialists need to build relationships with key managers and demonstrate the added value of the HR function to organisational efficiency and performance.  As part of a collective group managers use their resources to determine, implement and review organisational strategies and deliver them through appropriate business and HR practices (Farnham, 2010).  Hales (2001) sees management and organisation as interdependent; the management of operational work, the problem of employee commitment and the problem of continuous change.

In order to optimise organisational performance and achieve strategic objectives HR / OD should consider IT systems, processes, people, performance measures, communication and culture.  Identifying the right OD model will depend on the needs and structure of each organisation. Conner et al (2012) highlights that strategy and structure succeed but also process systems, performance measures, technology, physical and psychological aspects of an organisation are important.
Policies and practices within HRM allow organisations to become more agile and respond to change. HRM need to be actively involved with senior managers in planning and communicating change management. Ulrich (1997) suggests that HR functions need to help organisations benefit from change and capitalise on change management processes that shape and identify key organisational successes. 





Public and Private sector distinctions 
The main distinction between public and private sector is their ownership. Private firms (A2Z Food Safety) are owned by entrepreneurs or shareholders whereas, public organisations are owned jointly by members of political communities (Rainey et al., 1976). 
Legally private sector organisations are known as sole traders, partnerships or companies.  Sole Trader organisations are one individual organisations, who can employ people, who do not register with authorities and are regulated informally. They’re personally liable for all debts. 
Partnerships are run by two or more individuals. Professional service firms such as accountants and solicitors can have an unlimited number of partners however, some business are restricted to a maximum of 20 partners (Taylor & Wilkinson). 
Public organisations are government, public services (HEIW), quangos and publicly owned companies that a funded by taxpayers. Public organisations have distinctive goals that are absent in the private sectors such as equality and accountability (Boyne, 2002). The public sectors key objective is to enhance its services to the public and maximise efficiency to save public money, whereas a key objective for a privately-owned company is to generate revenue. Public organisations are controlled predominately by political forces rather than private market forces (Niskanen, 1971; Walmsley and Zald, 1973). Dahl and Lindblom, (1953) propose that the main constraints are obligatory by the political system rather than an economic system. 
Taylor and Wilkinson (2016) advise 20% of the UKs workforce is employed by the public sector, therefore wages are a major cost. These organisations are usually managed directly or indirectly by elected officials such as a Minister or majority group on a local council. These organisations are subject to public accountability. 
Private organisations have direct financial incentive to monitor and control the behaviour of managers who are likely to benefit from better performance because they own company shares or their pay is linked to performance / financial success. 
In contrast public sector managers don’t usually obtain direct financial benefits from higher organisational efficiency, such as performance related pay. Boyne (1998) highlights the public choice theory and suggests public organisations that receive ‘political sponsors’ are likely to be unresponsive to the preferences of people that receive their services. Also, public organisations are likely to have multiple sources of authority that are conflicting. 
HRM in the private sector 
The HR function may be generalist, specialist or like the Ulrich model (Appendix 1). Private Limited Companies (PLC) may employ HR specialist teams to undertake HR functions. HR functions within PLC have become more strategic and focuses on organisational productivity and long-term decision making to support business objectives. Administrative HR is delegated line managers, outsourced or centralised within shared services. 
In contrast, smaller private companies, such as A2Z Food Safety with a team of 3 people are more generalist, within a flat structure. As they have less employees, they don’t have strategically focused HR functions and rely on consultants for HRM matters such as payroll and employment law. HR practices such as performance appraisals, disciplinary procedures and induction programmes that are usually standards in larger companies are often underdeveloped or absent in smaller firms (Edwards and Ram, 2010). 
Taylor and Wilkinson (2016) suggest that informality allows for friendlier atmospheres which benefit from effective team working and high levels of job satisfaction. There’s also flexibility in an informal employment environment, as there is open communication between employer and employees however, the absence of clear policies and procedures can lead to an employee feeling unfairly treated, which can result in demotivation and dissatisfaction. 
Line managers in private sector like A2Z, work in less bureaucracy and less freedom to lead their teams. Pay rises are conditional on pay performance and conditions are set by managers without the need for union negotiations. A2Z develop their own distinct HR strategies and develop Employee Value Positions which are bespoke and distinct from other competitors. 
HR functions within private sectors have transformed. Large private sector companies have focused on empowering employees and delayering hierarchical structures with an aim to involve and inspire employees to benefit from positive engagement and shared ideas. 
HRM in Public Sector 
The HR function within HEIW is bureaucratically structured in a similar way to large private sector companies, with a workforce of 406. However, due to government stipulations the HR teams have less control over the design, delivering activities and expectations regarding best practice topics such as, equality and diversity. HR adds value to organisations by reducing expenditure. 
Taylor and Wilkinson (2016) suggest that in recent years governments have encouraged public service providers to compete for business with internal and external market organisations as well as continuing to meet government targets. HEIW has a large HR functions with considerable management influence. HR directors are influential members of the senior executive board; therefore, HR practices are meticulously followed, especially legal compliance. Specialist HR professionals work alongside generalists to head up recruitment, employment relations and HRD departments etc.
HR functions today are strategic, and business focused however, in terms of value-added Taylor and Wilkinson (2016) suggest HR practices within the public sector have been criticised for being dated and overly bureaucratic compared to the private sector. 
Employment decisions are subject to levels of public accountability and transparency which arise from government roles as guardians of public funds (Bach, 2010, p563) . The HR function achieves this by implementing detailed written policies which must be followed by every employee. Spontaneous people management and innovative approaches that differ from the accepted culture are less likely within the public sector compared to the private sector. 
HR managers within the public sector are inclined to avoid tribunal proceedings than the public sector. Within public sector HRM there’s continued presence of trade unions compared to the private sector.  Van Wanroo et al (2013) 2011 Workplace Employment Relations Survey found that 57% of public sector employees are members of trade unions. 
Organisational structure, management roles and the role of the HR function in formulating organisational strategy

Organisational Design (OD) aligns organisational structure with organisational goals, which relies profoundly on a robust and future proofed organisational strategy (Roberts, 2016).  CIPD (2015a) defines organisational design as the process and outcome of shaping an organisational structure to align with the purpose of the business and the context in which the organisation exists. To enhance organisational performance and achieve goals HR / OD would consider systems (IT), processes, people, performance measures, communication and culture. Organisational priorities are reflected within the organisational structure and workforces assigned to HR processes (appendix 2 – e.g. mechanistic and organic). Minterzberg (1972) defines organisational structure as the framework of the relations on jobs, systems, operating process, people and groups making efforts to achieve goals. The organisational structure should set results of the HR management goals and defined HR model. 

Static Models (appendix 3) enable HR professionals to gain an overview of their organisation from an OD perspective and apply diagnostic tools to individual elements to implement a change, such as McKinseys 7s model (appendix 4)  which links strategy, structure, systems, styles staff and skills with core shared values. In contrast Dynamic models (appendix 5) position strategy at the start and organisational performance as the output e.g. Weissbord’s 6 box model, which aligns structure with purpose, reward, helpful mechanisms, all focussing on leadership and an organisations environment. 

Kew and Stredwick (2016) refer to 6 models of organisational structure; Bureaucracy, Divisionalisation, Matrix Organisations, Networks, Virtual organisations and Strategic Alliances. 
Bureaucracy refers to standardisation of methods within organisations. Weber (1964) identified 3 principles: Specialisation, Hierarchy, Interpersonal rationality. Bureaucracy (tall structure, ‘M form’ structure) within organisations, such as HEIW, provide employees with predictable and secure career paths. Where bureaucracy exists, employees are guaranteed protections and fair treatment e.g. anti-discrimination legislation, in contrast to a flat structure.  
Matrix structure (non-hieratical) project teams motivate employees, increase personal development and job satisfaction. Functional specialised employees work in small project teams. Organisational communication is improved, and effective decisions are made. However, managers feel that they have less impact due to structure as each employee is accountable to two bosses’ and may produce feelings of insecurity. Decision making and the allocation of resources can cause a power struggle between functional and project managers. The delegation of activities is undertaken via negotiation between functional and project managers and sometimes people teams.   
Network organisations are fewer formal versions of a matrix organisation. The aim is to dissolve tasks that are functionally split and organised into ridged departments and build up networks between different organisations. Ensuring faster circulation of ideas throughout the organisation (Kew and Stredwick,2016). 
Virtual organisations replace physical business by computers and apply within the public sector. They’re boundaryless but inclusive and have lack of physical structure, a large reliance on communication technology. 
Strategic Alliances refer to joint working between medium to long term co-operative firms. Contractor and Lorange (1988) identify six main objectives; reduction of risk, technology exchange, achievements of economies of scale, countering competition, overcoming government trade or investment barriers. Alliances fail due to culture clashes, wandering strategic direction, communication problems and failure to protect strategic knowledge.  
The business context is different across public and private sectors, therefore it’s a necessity for different HR approaches. HR contributes to formulating organisational strategies at different levels and communicate with senior, middle managers and staff. 

Taylor and Wilkinson (2016) propose that the following alternative organisational approaches to formulating a strategy; Rational / Classic, Emergent / logical incremental, symbolical / radical. 

The radical / classical approach entrusts senior managers to produce strategies. They may undertake frequent appraisals of both internal and external environments by undertaking a SWOT analysis or PESTLE, such as HEIW. 

In contrast the emergent approach is not planned and emerges over time as organisations respond to its environment. Senior managers set goals, but ultimately the strategy is formulated by organisational members, responding to situations as they arise. Mintzberg (1972) defines ‘emergent strategy’ as a set of actions, or behaviour, consistent over time, “a realized pattern [that] was not expressly intended” in the original planning of strategy”. 

The symbolic approach debates that strategy formulation is a symbolic action that aims to give an organisation credibility and significance. Mintzberg (1994) suggests variables are the complexity of organisations environment and rate of change. He suggests that factors can be different for organisations at different times, therefore strategy making approaches will also vary over time. 

A rational strategy can be implemented by a small team of managers if the environment is stable and fully understood thus there is little uncertainty and low risk (appendix 6). Public sector organisations may be faced with moderate uncertainty which originates from environmental factors, that may have an impact. Within this situation an emergent strategy that involves all levels of the organisation’s hierarchy is appropriate. HEIW intend adapting additional work within financial constraints once further details are known, through the development of their business case. 

HR professionals work at different levels; Board member, facilitators and advisors, dependent on their environment. HR activities have devolved to line managers over the years, which have implications for HR professionals. Line managers may have skill gaps in people management and delivering information. HR mangers ensure that:
· HR departments and line managers work together to implement policies effectively
· Policies and procedures are communicated to line managers. 
· They are trained regularly on the implementation 
· HR advice is available when faced with complex issues. 

CIPD advocates a four stage ADIE framework for OD:

Access: HR gather facts and data along with stakeholder demands. HR contribute to the formulation of strategy by providing insights and analysis and interpreting business data e.g. benchmarking against other organisations and labour markets, analysing data such as financial performance metrics, and producing analysis tools such as a SWOT / PESTLE  to identify obstacles and risks and assist with the determination of objectives, strategy formulation and policies that assist with implementation. 

Design: Confirms the goals and objectives i.e. which models will be used and the communication plan. Once an OD model has been chosen, the information collected will determine the choice of organisational structure.  Effective tools include KPIs and performance measures aligned to structure and strategy. 

Implementation: HR would be involved within the transition stage i.e. change management (Kurt Lewin’s, 1951), communication plans and ongoing monitoring of progress.

Evaluate and embed – OD is assessed


Translating organisational strategy into HR strategy and policy 

HR strategy is an organisational plan of where an organisation would like to go. It is likely to be made up of strategic plans and activities.  HR policies provide written guidance for employees and managers on how to handle a range of employment issues. They’ve an important role in practically and effectively implementing an organisation’s HR strategy. They provide consistency and transparency for employees and managers, helping to enhance the psychological contract and create a positive organisational culture” (CIPD, 2019). 
SHRM is strategy focused and has a planning perspective central role within an organisations corporate plan. Farnham (2010) suggests that within the people management perspective HRM views people as “social capital capable of being developed and committed to work”. Dewit & Meyer (2004, p50) defines strategy as a course of action for achieving an organisational purpose thus a strategy could be controlled from a bottom up approach thus stakeholders / shareholders can be involved with strategic decisions. Wang & Shyu (2008) recommend strategic fit between HR strategy, HR practice and organisational strategy is paramount. 

Vertical integration ensures links between business strategy and external context and HR Policies and Practices. Horizontal fit ensures alignment of HR activities such as recruitment and selection, and performance management. Huselid (1995), Wood (1995) agree that a greater degree of horizontal and vertical integration within an organisation, the more efficient the HR strategy is likely to be. Boxall & Purcell (2011) support this and suggest that the greater degree of vertical and horizontal integration within an organisation between their business strategy, HR strategy and internal consistency, the more effective its HR strategy is likely to be

Vertical fit ensures alignment of HR activities to strategy to achieve organisational goals. In addition to external fit there’s an argument that internal fit is important between different aspects of HR strategy. Horizontal integration ensures HR strategy is compatible and does not create policy conflicts to promote consistent messages from management to employees. Fomburn et al (1984), Guest (1987). Schuler & Jackson (1987), Pferrer (1998), Wang & Shyu (2008) agree that HR strategies need to have an external fit with business strategies and be vertically integrated with them to support the end goal, this applies to all sectors if they are to be effective. 

The best fit or contingency model of HR Strategy argues that there is no one model of HR Strategy which suits all circumstances. Instead different strategies are appropriate in different environmental and organisational settings (Boxall and Purcell 2008). The contingency approach (appendix 7) to OD emphasises the significance of external, situational factors in determining the best structure for an organisation. Conner et al (2012) suggests that structures must be aligned with business strategy and objectives, goals and operating principles, especially elements relating to structural changes i.e. outsourcing. The best practice model argues that there are two approaches to HR strategy; the high performance workplace model, which is suitable in nearly all organisational and environmental settings; and the resource-based model, which argues the resources, particularly human capital and core competencies’, as much more important for HR strategy than the environment. 
Resource based thinking represents a model shift in SHRM by HR professionals to focus on building existent internal resources of the organisation, rather than analysing performance in terms of external context to meet the needs of the external environment  (Taylor & Wilkinson, 2016) HR professionals aim to protect, enhance and reinforce organisational culture and a positive organisational reputation with a collectively held body of knowledge. 



Activity 2 

Pestle
Pestle is a useful analysis tool that examines the external drivers of change and describes a framework of micro-environmental factors (political, economic, social & technology) which is used in environmental scanning of strategic management. It provides HR professionals insight into external factors impacting on organisations (CIPD, 2018). It facilitates an understanding of the wider business environment (CIPD, 2018). It enables an organisation to anticipate future business threats and take action to avoid or minimize their impact (CIPD, 2018). Information balance is needed (CIPD, 2018).
A pestle provides organisations with a useful external environmental tool for identifying and analysing factors that shape the external business environment. Combined with a SWOT the organisations are provided with valuable information for strategic decision making. 
SWOT Analysis 
A SWOT analysis is a mapping tool used by organisations to encourage managers to think systematically regarding their organisation’s strengths, weaknesses, opportunities and threats Traditionally the S & W relate to internal issues and the O & T to developments in external business environments. SWOT analysis evaluates what an organisation can or cannot do in terms of both internal as well as external factors. This analysis uses environmental data and forms an evaluation on the position of a company. Conducting a SWOT analysis determines the factors that will assist the firm in achieving its objectives. SWOT also identifies the factors that must be minimised or overcome to attain the desired result. It encourages development of strategic thinking (CIPD). They require a mixture of quantitative and qualitative data. Data from a range of sources improves business planning, policy making, enhances decision-making, improves communication and helps co-ordinate operations. However, to significantly influence company performance, business decisions need to be based on reliable comparable data. They can be ineffective if they are not undertaken on a regular basis and the speed of organisational change can make it difficult to anticipate developments that may affect an organisation in the future (CIPD).
I currently work within NHS Wales (public sector) for Health Education and Improvement Wales (HEIW). It is the eleventh health authority that is responsible for the education and training of doctors and dentists in Wales. I have recently carried out a PESTLE & SWOT analysis within HEIW (Appendix 8 & 9) considering:

Political – Government policies beneficial/detrimental to HEIWs success and whether the political environment is stable or likely to change i.e. Brexit. 
Economic – Current economic performance affecting HEIW along with impact on revenue/costs – retirement and baby boom. 
Social – Human behaviour or cultural trends have a role in HEIW. There has been a change in attitudes towards work and careers with the need to find a work life balance becoming an increasingly important requirement for HEIW employees. 
Technological – Innovation and technological advancements by recognising the need to make progress on the digital and technologies agenda going forward. 
Legal - HEIW undertake EIAs for all new policies and procedures.  

Environmental – Environment (Wales) Act 2016 – HEIW are prepared for future environmental targets. 
The HEIW HR function is responsible for understanding and communicating the political, legal and financial Welsh Government requirements to the workforce and preparing them for the future to achieve strategic aims and objectives. Both the PESTLE and SWOT conclude a link to the CIPD professional Map behaviours along with a link to HEIWs organisational aims & objectives, value and behaviours (Appendix 10 & 11). They reflect the importance of the HR function and how HEIW will carry out our work and support the delivery of health and social care to the people of Wales. They link to HEIWs strategy which has a primary focus on the wellbeing of our workforce, mirroring the commitments made in the Quadruple aim. They also align with the Workforce Strategy for Health and Social Care along with the IMTP which sets some important priorities for the system and for HEIW, raising the importance of workforce to the strategic agenda, and reinforcing its key role in a sustainable health and care service.  
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Ulrich 3 – Legged stool model 
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Appendix 3
A typical static organisation design model (Connor et al 2012) 
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Appendix 5
An outline dynamic model of OD (Connor et al 2012)
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Appendix 6
Change and Complexity.
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Appendix 7
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The contingency approach (sometimes called the situational approach) is based on the premise that methods or behaviors which work effectively in One situation fail in another.
For example; Organization Development (OD) programs, way work brilliantly in one situation but fail miserably in another situation.
Results differ because situations differ, the manager’s task, therefore, is to identify which method will, in a particular situation, under particular circumstances, and at a particular time, best contribute to the attainment of organization’s goals.
The strength of the contingency approach lies in the fact it encourages analysis of each situation prior to action while at the same time discourages the habitual practice of universal assumptions about methods and people.
The contingency approach is also more interdisciplinary, more system – oriented and more research-oriented titan any other approach.
https://iedunote.com/approaches-to-organizational-behavior-studies 
Appendix 8				HEIW SWOT Analysis 
	Strengths
	Weaknesses


	HEIW has a clear set of values that are linked to its business plan - “Together as a team, Respect for all & ideas that improve”
The organisational values form part of all HEIW’s policies and our People & OD plan is built on this foundation.

	Budget constraints due to welsh government funding
Scrutiny is required when progressing recruitment, ensuring advertisement of posts is appropriate for service need. 

	Excellent resources / facilities
Encourage staff through the values to treat our building and resources with respect.
	Technology for remote workers
Responsibility lies outside of HR function and sits with line managers and IT department. 

	NHS Terms and Conditions – Pension / Holidays
HR need to be fully aware of the legality of NHS terms and conditions and ensure they are implemented effectively and appropriately.
	Engagement with remote workers
Ensure communication on People matters are communicated to remote workers via routes other than the intranet.

	Flexible Working / Work Life Balance
Ensure policies are in place to support employees, which are fair and consistent and available to all staff.  
	Conflicting Terms and Conditions (TUPE) influences staff morale
Knowledge of legacy organisation T&Cs and how they integrate with NHS T&Cs.  HR can support staff with the transition period and ensure they are not treated less favourably when looking to progress and change to an NHS contract.

	Inclusive culture e.g. EIA 
Embedded into organisation via People & OD strategy and development of internal groups that support inclusivity (Culture Group, Equality & Diversity Group). 
	

	Employee Engagement – Staff Survey /HNA
Development of questionnaires to collect employee views of various elements of the business – manager behaviour, work life balance, development opportunities.  

Collection of data and analysis to inform future decision making.

Development of action plans.
	

	Values and behaviours-based recruitment & policies & procedures
Development of policies to support

	

	Development opportunities
Gain understanding of skill mix/gaps and identify options to support staff to fill the gaps and also their potential.  




	



	Opportunities
	Threats


	Talent planning 
Awareness of skill mix in the organisation and how this can be developed to ensure we have the right skills, in the right place at the right time.  
`
	

	Expertise
Knowledge and expertise of shared services – procurement, elements of recruitment, payroll – this ensures consistency across NHS Wales.  
	Loosing skilled knowledgeable employees (TUPE staff).
Negotiating on pay scales to ensure recruitment and retention of existing staff to new internal posts.

Communicating the benefits of being an employee of NHS Wales.


	Collaborative working with NHS organisations
Opportunity to share best practice, network and work collaboratively to reach shared aims. 
	Brexit trainee places
Awareness of developing landscape in this area and sufficient knowledge to support employees who may be affected.  

	Partnership working with Social Care Wales 
Opportunity to identify similarities between organisations and work together to develop a workforce strategy for Health & Social Care.  
	WG Legislation
Awareness of current and new policy and legislation and how this fits with HEIW’s objectives.

	Working with Leadership Consultants
An opportunity to gain knowledge, guidance and expertise and access to credible research to support a compassionate leadership culture across the organisation.
	Reduction in WG funding across NHS Wales
This could lead to redundancies, unfinished projects and a stop on recruitment.  HR may need to support employees and managers with employee relations.
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	Appendix 9
HEIW PESTLE
	External factors to consider
	Factors affected within my industry
	Importance to organisation

	Impact on HR function 

	Political 

	Welsh Government Policy and Legislation. 
	How money is spent.
Public sector objectives link in to WG policy and targets. 
Aligns with the future ambitions for HEIW.
We are accountable to WG.
	High 
High

High

High
	Development of good 2-way relationships/networks with WG to ensure awareness of new policy/legislation and future visions.

Scrutiny of job vacancies, ensuring they are justified, and graded appropriately. 

The Wellbeing of Future Generations (Wales) Act
HR function to development more sustainable workforce solutions, which rely less on short term, expensive solutions (agency staff). 


	
	Brexit 
	Effect non-British national trainees.

	Low
	The HR team need to be aware of any staff who may be affected and be able to offer support and guidance where necessary.

	Economic 
	Baby boom 
	High proportion of the workforce that are due to retire in 10 years’ time – workforce planning is essential. 
	High
	Workforce planning is a priority and HR should look to identify ‘hot spots’ and identify solutions to ensure effective succession planning, ensuring knowledge and skills or current workforce is shared and not lost.

	
	Aging population 
	People are living longer and there is more demand for NHS services. Need to ensure people are trained to meet this demand. 
	High
	HR need to ensure there is robust, effective training provision provided to all trainees to ensure they can meet future demand.

	Social 
	Work-life Balance 
	Heavy workload, balancing personal responsibilities and careers, managing health – need to develop flexible measures to support employee work-life balance. 
	High
	HR to develop policies that reflect the business’ commitment to improved employee wellbeing (Flexible working, work life balance).  Provide guidance to managers on supporting employees and making reasonable adjustments.  Engage with staff via questionnaires, focus groups to understand the wellbeing needs of employees in the organisation.  

	
	Hard to recruit areas in Wales
	Recruitment and retention are harder in urban and rural areas of Wales. 
	High
	Identify ways to encourage trainees to train in Wales and then stay.  Employee engagement and exit interviews could help identify specific reasons for trainees leaving Wales.  Incentives could be identified 

	Technological 
	Remote Workers 
	Access to internal IT systems is challenging for remote workers across Wales. 
	Medium 
	HR need to contribute to engagement with remote workers to ensure they receive communications in other ways – emails, face to face group meetings across Wales rather than relying on the intranet.

	
	The need to create a digitally ready future workforce
	Data intelligence is more widely used therefore a skilled workforce is essential. 
Medical advances will require us to change the education we provide to our workforce. 
	Medium 


Medium 
	Identify talent in this area and provide the skills and training to support this developing field.  HR could support a “grow your own” model and look to train current staff in this field, rather than looking to add to the establishment.  

	Legal
	Employment Law
	Employee terms and conditions, Accountability to regulatory body standards - GMC, NMC, GDC etc. 
	High 
	HR need to be fully aware of up to date employment law to be able to effectively advise managers on various elements of employee relations.  Also need to be aware of the various standards required from regulatory bodies to ensure clinicians are functioning in their scope of practice.  

	
	Equality Act
	We need undertake EIAs for all new policies and procedures etc. 
	High 
	It is the responsibility of the Inclusion lead to support the completion of these assessments by managers.  It is essential that knowledge is up to date and shared with managers when new guidance is issued.  

	Environmental 
	The Environment (Wales) Act 2016
	HEIW has a duty to decrease its emissions and impact on climate change.
	Medium
	Implementation of car purchase schemes, including tax deductions for staff choosing to use an electronic car.

	
	Legislation on reduction of environmental impact  
	As an NHS Wales organisation, we have a responsibility to reduce our use of utilities, including gas, electric, travel and be more efficient with our resources etc. 
	Medium
	Develop electronic processes that replace the need for paperwork.
Development of car sharing schemes for use by employees


















Appendix 10						HEIW IMTP - CORE VALUES 
	Respect for all - in every contact we have we have with others.
	Together as a team - we will work with colleagues, across NHS Wales and with partner organisations.
	Ideas that improve – harnessing creativity and continuously innovating, evaluating and improving.

	We Will
	We Will 
	We Will

	· Actively listen – make time to listen, to hear, and respond to everyone’s views;
· Seek to understand alternative viewpoints and see things from others’ perspectives;
· Challenge constructively and objectively and deal with disagreement quickly and respectfully maintaining peoples’ dignity;
· Respect other people’s expertise and trust people to do their jobs;
· Take personal responsibility for our actions and have the confidence to admit mistakes and apologise;
· Treat people fairly and equitably according to their needs;
· Value all differences not just professional backgrounds, experience and skills.
	· Seek out, recognise and value the knowledge skills and experience of others from within HEIW and across our stakeholders;
· Openly receive contributions from colleagues and partners;
· Work hard for each other, contribute our best whether we are leading or supporting work;
· Work collaboratively; 
· Be open and transparent and work towards shared objectives;
· Have fun.
	· Be creative, curious and future thinking;
· Challenge the status quo and suggest constructive solutions; 
· Take a positive approach to challenges and problems;
· Drive informed innovation and improvement for patients, staff and learners;
· Empower staff, teams and partners with skills to improve;
· Seek out and respond to feedback from patients, learners, staff and partners;
· Talk up and celebrate success; 
· Embrace and learn from mistakes;
· Focus on the ‘whys’ - the purpose and the outcome;
· Create and protect time and space for reflection and evaluation.

	We will not
	We will not
	We will not

	· Allow challenges or differences of opinion to become personal; 
· Behave in a way which could be perceived as bullying;
· Exclude others;
· Behave in a way which could be perceived as prejudicial;
· Give preferential treatment;
· Dominate discussions or approaches.
	· Withhold important relevant information;
· Forget to communicate with each other; 
· Lack loyalty towards each other and HEIW;
· Work rigidly to defined boundaries.
	· Behave in a negative or “can’t do” way;
· Be defensive when challenging existing ways of working;
· Think we know best;
· Allow obstacles to stop improvement;
· Blame others for mistakes.

















Appendix 11 - HEIW IMTP Executive Summary
This IMTP is centred around 6 Strategic aims, 4 of which are externally facing and 2 are predominantly internally facing and about how we work with others.  Together they present HEIW with the opportunity to make a real difference to patients, quality of care, trainee and student experience and the wellbeing of the NHS workforce culture.  These are:
· To lead the planning, development and wellbeing of a competent, sustainable and flexible workforce to support the delivery of ‘A Healthier Wales’
· To improve the quality and accessibility of education and training for all healthcare staff ensuring that it meets future needs
· To work with partners to improve collective leadership capacity in the NHS
· To develop the workforce to support the delivery of safety and quality
· To be an exemplar employer and a great place to work
· To be recognised as an excellent partner, influencer and leader.
[image: ]
Our vision is “Transforming the workforce for a healthier Wales” which was developed through engagement with staff, stakeholders and partners. We deliver this vision using our PEOPLE principles:
	P
	Planning ahead to predict and embrace changes and build a sustainable health and social care system

	E
	Educating, training and developing staff to meet the needs of patients and citizens in line with prudent healthcare principles

	O
	Offering opportunities for development to new and existing staff from all professional and occupational groups throughout career pathways

	P
	Partnership working to increase value for our citizens, patients, learners and staff

	L
	Leading the way, through continuous learning, improvement and innovation

	E
	Exciting, Enthusing, Engaging, Enabling and Empowering staff across all professional and occupational groups
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