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Driving Performance
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At HDUHB (2024a) we are committed in ensuring line managers are provided with the right skills to support employees and teams. It has been found that line managers are crucial in employee engagement, performance and building effective teams. Leadership, when done the right way can have an impact on employee wellbeing and in turn patient outcomes which is a key driver for the NHS.
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Leadership is the ability of an individual to influence and guide people within an organisation or team. Leadership  is often linked to a person's job role, seniority or position in a hierarchy. However, anyone can become a leader, it is a skill that can be developed over time (Barney, 2023).
From an organisational perspective, leadership is a set of behaviours that should be used to align people to the organisational strategy, objectives and goals (Mckinsey  & Company, 2022).
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Line managers oversee a group of people and are usually assessed on the performance of these individuals (CIPD, 2024a).
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The line manager role is essential on delivering key health board objectives alongside managing people. The role is vital in implemental organisational policies and developing employees (HDUHB, 2024b).
The Future for NHS HR and OD report (2021) outlined the vision on how leaders will develop. A priority was to create a clear view on the expectations of line managers in relation to people management. 
The line manager role is vital in how employees feel at work and has a direct impact on patient care and employee performance (HDUHB, 2023a).
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Hutchinson and Purcell (2003) outline that line managers are fundamental in the provision of HR services, with managers serving as a crucial conduit between HR policy and their impact on employee performance.
By putting people management policies and strategies into practice, managers have a significant impact on employee behaviour and can have a direct influence on employee performance (Purcell et al, 2003).
Although this view has been subject to debate, Renwick (2003) suggested if HR practitioners are seeking a more strategic role, the additional line manager responsibility jeopardise employee wellbeing as managers will not have sufficient time to focus on this.
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Although Perry and Kulick found the devolution of HR practices to line manager has increased, it has been argued that line managers are the best people to deal with people management issues. This is because they are the closest to the employees and this can increase the effectiveness and timeliness of HR processes (Rimi et al, 2017).
Hunter and Renwick (2009) argue line managers do not view people management as a priority and often feel their priorities and time should lay elsewhere, meaning that HR processes take a back step.
Teague and Roche (2012) suggest  line managers lack the ability and skills to manage employee related issues.
However, despite the differences in opinion regarding the devolution of HR responsibilities to line managers, the NHS has a clear view on the expectations of line managers when it comes to HR responsibilities (HDUHB, 2024a).
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Organisational structures that encourage effective people management have been seen to have enhanced employee wellbeing, engagement and performance (Guest, 2021).
Line managers have been seen to sometimes avoid HR based tasks when implementation has not been carried out properly. This can be due to lack of skill, training or interest (Hewett et al, 2024).
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Bath University found that if employees have a positive relationship with their manager, they have increased job satisfaction and engagement which leads to higher performance (CIPD, 2024a).
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Managers tend to lead high performing teams if they have a positive working relationship with their manager, can envisage career development and are in a culture that provides them with an employee voice (Burkuss, 2023).

[image: ]


The Psychological contract is an unwritten agreement between the employee and employer and is essentially a mutual set of obligations and expectations (Rousseau, 1989).
Research has shown that employee commitment, motivation and loyalty to the organisation are key when facing the challenges in the public sector (Brunetto et al, 2020).
It sets out the mechanics of the human relationship between employer and employee and distinguishes from the formal contract of employment which sets out the formal roles and responsibilities (CIPD, 2024b).
Positive results and high performance are likely when employees believe their contribution to the organisation and what they get back are reasonable and consistent (Bera, 2021).
A breach of the psychological contract could have a negative impact on the organisation and cause issues such as recruitment costs, employee turnover and decrease in employee satisfaction (Zhao et al, 2017).
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It is critical for an organisation to succeed that employees are performing well and continues to be an aim of people professionals and line managers.
Employees need to understand what is required of them in their roles and line managers must ensure they are motivated  and have the required skills and resources to perform .
The goal of performance management is to enhance the value that workers provide. The aim is to maintain and improve employee performance in line with the organisation’s objectives (CIPD, 2024c).
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Performance Management can identify training requirements and ensure the manager and employee have the same understanding regarding organisational objectives. 
It enables a clear stream of communication between line manager and employee and provides the employee with set time to discuss any concerns, training requirements, clarify objectives and career plans (DeNisi and Murphy, 2017).
Issues with performance management?
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Armstrong and Taylor (2017) argued that there are several issues with performance management. One issue is that managers do not have the right skills.
Research has found that certain performance management processes include links to reward which can impact the quality of performance management. Whilst these are beneficial to discuss it can hinder the process when the focus should be feedback and objective setting (St Jean , 2023).
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Employee Retention
The ability to keep employees in an organisation is known as Employee Retention. Long term success of an organisation depends on the retention of employees. 
Patient satisfaction, performance and employee engagement is dependent on retaining employees. 
To improve retention and staff turnover, organisations can review the reasons people leave the organisations and develop initiatives (Das and Baruah, 2013).

Why do Employees leave?
Christeen (2014) found that there were eight factors that effected retention: management, conducive environment, social support and development opportunities, autonomy, compensation, crafted workload, and work-life balance.
Employees may leave an organisation for different reasons depending on what - motivates them and what factors they value in an organisation therefore, it is essential that effective data is utilised when implanting strategies to retain employees (Sellers et al, 2020).
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Case study  
NHS Improvement launched a national retention programme which focused on ensuring recruitment into the NHS was done right and  focused on supporting the employee from the day they joined and throughout their first two years of employment.
The programme included flexible working as a key element that was heavily supported to ensure staff had a work life balance and a preceptorship programme was put in place to ensure employees were encouraged in their career progression.
An engagement tool was also put in place to allow individuals to feedback on their experience at work and establish what is needed to improve on staff experience to retain individuals.
Retaining staff, their experience and their expertise is critical in enabling the NHS to support patients (NHS Improvement, 2019).
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It is well known that there is a shortage of nurses (Both‐Nwabuwe et al, 2018).  This has been exacerbated by the Covid 19 Pandemic (Crail, 2023).
Factors affecting the ability to retain nurses include the aging demographic and the limited number of students going into Nursing. Culture, stress and leadership has also been seen to effect retention in the NHS. The reason for the shortage is likely to vary in different health boards therefore it is important that the workforce are encouraged to remain in the organisation (Flinkman & Salanterä, 2015; Lavoie-Tremblay et al, 2016).
Skilled employers are key to driving the performance of any organisation therefore it is crucial to understand why they leave and why they stay. Exit interviews are often the missed opportunity to improve retention (Harris, 2006). 
Benefits of Exit Interviews
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Exit interviews can have many benefits including:
-  Insight into the drivers of employee turnover, this can allow organisations to gather data and explore initiatives to improve employee retention.
-  Establish areas of improvement which can assist the organisation in reviewing culture and policies to improve retention and increase performance.
-  Improve employee engagement and morale of existing employees.
-  Enhance employer branding and minimise negative feedback spreading (Hermann, 2023).
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Push and Pull Factors
Push and Pull factors are the reasons why employees leave an organisation and the factors that attract them to another organisation, presenting the idea that organisations have more control over retention than it may seem (Orr ,2021).
Identifying pull and push factors and implementing adjustments based on these, such as improving recruitment techniques or reviewing learning and development initiatives are examples of retention strategies. Whilst the responsibility of push and pull factors sit with the organisation, line managers must also take accountability (Bevan, 2023).
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The research found line managers play an influential role in retaining staff. In times where additional support is required their role and presence was vital. Having a management team that is approachable and promotes a learning culture was a clear pull factor in the organisation. The management team were able to assist employees by minimising stress, workload and escalating the need for additional resource. Line Management support, learning and development opportunities and flexible working were identified as key themes employees valued (Thomas, 2019). 
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Reviewing Data analytics can be a successful tool in improving employee retention.  Analysing Health Board KPIs and metrics can provide an understanding of what areas in the hospital require improvement and support when it comes to retaining staff. The NHS has collaborated with NHS Shared business to use workforce data to predict what and when employees are likely to leave. This has enabled us to put strategies in place based on employee retention (NHS Shared business, no date).
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If a line manager believes that an employee is not fulfilling the roles and responsibilities of their role it is important they try to understand why and take steps to improve the employee’s performance (ACAS, 2022).
You can dismiss an employee if they are unable to carry out their job or prevented to by a long-term illness (Ni Direct, No date).
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Hywel Dda recognises that our employees are our greatest asset and therefore are keen to support individuals with their health and wellbeing.  
Managers are expected to demonstrate the health board values when managing and supporting sickness absence. 
The primary responsibility for the attendance of employees sits with the line manager. The rationale for this approach is that the Health Board trust the managers in ‘knowing’ their employees and should be familiar around the issues surrounding their absence and health and wellbeing.
Managers are responsible for ensuring the employee is supported through the sickness absence process and adjustments are put in place to ensure they return as soon as possible (HDUHB, 2024b).
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With CIPD (2023b) finding that a lack of management skills is a key challenge for employee wellbeing it is imperative that this is addressed.
Kings fund conducted research on how managers can support employee wellbeing, they found compassionate management was critical. The feedback received was that due to the workload in the NHS, managers tend to focus on resolving the problem before understanding or empathising with employees (Newitt,2022).
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Michael West (2017) worked with the NHS for decades researching NHS teamwork and effective relationships. His research focused on compassionate leadership and how this impacted employee wellbeing and patient outcomes.
Prof. West has identified four components of compassionate leadership that relate directly to effective management of workplace attendance.  
The All-Wales Manager matters tool has been designed to provide guidance to managers to support their own wellbeing and the wellbeing of others (HDUHB, 2018).
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Research carried out by the CIPD (2023d) found that 86% of respondents had witnessed presenteeism where they worked.
Presenteeism  in the NHS has increased following the Pandemic and the  introduction of virtual teams. Marciniak-Nuqui et al (2024) found that absenteeism and presenteeism levels are high in the NHS. It was identified that NHS staff seem to hold the NHS values and goals at the forefront causing a motivation to continue working.
However, the BMA (2023) argue the culture of ‘presenteemism ‘ is toxic and found that doctors often feel guilty about gaps in the rota forcing them to go into work when they are not fit to do so.
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An effective team is a crucial factor in ensuring an organisation performs. There are three types of effectiveness:
· Task performance: effectiveness in the core responsibilities of the team
· Contextual performance supporting the organisation’s goals in ways that go above what is expected.
· Adaptive performance i.e., Learning or developing along with changing demands. 

CIPD (2023a).
In order to perform well employees must have the right skills and attributes, the need to excel and the correct resources (Brown at all, 2019).
[image: ]
Whilst organisational design can enhance performance, Boyle (2023) argues that poor structure in an organisation can impact performance, cause low employee morale and delays in business decisions.
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Job design can influence how motivated employees are when carrying out their role, impact development opportunities and how well organised the work is (Knight and Parker, 2019; Tims et al, 2019).
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The structure has been criticised as being outdated, particularly with the rise of technology. Gleeson (2019) found that flat structures are looked upon more favourably with authority being given at each level of the organisation.
Whilst there can be disadvantages associated with a bureaucratic structure, the decision was made in 2009 to keep this structure in NHS Wales. The decision was based on the objective of providing a simpler decision-making process that will benefit both patients and employees (Doheny, 2015). 
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When a team is performing it is normally because every role is being performed well and each member has been assigned a clear responsibility. Belbin famously identified that the most effective teams were made of a ‘diverse mix of behaviours.’ He found people in teams tend to have different roles and defined a team role as ‘a tendency to behave, contribute and interrelate with others in a particular way’ (Monsalves et al, 2023).
Belbin believes that teams can become unproductive and unbalanced if they hold similar behaviours whereas a mix  of behaviours can increase efficiency and productivity (López-Alcarria et al, 2019).
The Belbin (2010) Methodology uses self-assessment questionnaires (Appendix 1) to categorise -behavioural profiles of those in a team or group. The tool categorises the user based on nine roles and identifies the user’s strengths and weaknesses to maximise team performance (Watkins & Gibson-Sweet, 1997).
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.
Tuckman’s (1965) team development model outlines the stages teams go through to be effective. Each of the four stages are used to describe  the journey the team follow to become high performing. However, Sibbet and Drexler (1993)  believe ‘Team Performance Model’ outlines team development as seven stages.
A good leader recognises the dynamics and different behaviours within a team and can move to the performing stage by actively engaging with and supporting team members (Kumar et al, 2014).
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There are several benefits to having multicultural teams however, it is essential that leadership promotes inclusive environments. Hofstefe (2011) culture dimension is used to understand the differences in cultures in a team. It is used to understand the differences in behaviours and how to use communication to build an effective team.
CIPD (2021) found that for multicultural teams to be effective:
· Patience and transparency are key.
· Communication is essential.
· Remote working can resolve issues but also heighten others.
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Research shows that virtual teams find it more difficult to be effective than face to face teams (Ortiz de Guinea, 2012). It has been argued that this could be due to the lack of communication and time spent together. Communication is a key component in building effective teams and employees of virtual teams can often find it difficult communicating or interpreting team members (Baltes et al, 2002).
Recent technology has made it easier for teams to be effective by providing a face-to-face video call rather than an audio option only (Kahai et al, 2012).
HDUHB (2021) utilises Microsoft teams for all virtual teams to encourage the effectiveness of virtual teams. 
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Gallo (2023) found psychological safety is:
· The ability to be able to speak up and admit mistakes without the fear of being reprimanded.
· Key to moulding learning behaviour and performance. 
· Not an individual trait, but an ‘emergent trait of a group’ and therefore individuals that work well together share similar levels of psychological safety. 
Google Case Study
Google spent two years carrying out Project Aristotle, a study into team performance and psychological safety. The study found members of the team have little relevance and the way team members communicate had more of an impact (Evans, 2022).
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Coaching focuses on specific skills and goals, aiming to improve performance or an improvement at work (Whitmore, 2002). It can also have an impact on an employee’s attributes such as resilience. 
Mentoring is more long term than coaching and is normally carried out by another colleague. The aim of mentoring is for an experienced colleague to support another in their development and performance (Lancer et al, 2016).
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Facilitation is a powerful tool in improving team working and performance. It focuses on creating a space for all individuals to share thoughts freely, encouraging active listening and employee engagement. A facilitator has the goal of improving team performance or supporting them in working together (Mcfee, 2023).
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Workshops are normally set up to deliver on a set goal and are a useful  way to  enhance performance. It is expected a team of people will work together to work towards the objective and build skills along the way (HDUHB, 2022).
Reverse Mentoring has also become a popular tool for organisations when looking at increasing performance. This is when younger workers support older workers with new processes or procedures. This way of mentoring can be useful with new and emerging digital technology as an example (Jordan & Sorell, 2019).
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Whitmore’s Grow Model (2009) Is a famous framework used in coaching and mentoring to set and achieve goals. Many organisations use the model when looking to adopt a culture of growth. The framework goes beyond mentoring and looks at supporting managers in asking the right questions, setting the correct goals and developing action plans to enhance performance.
There are 4 stages:
· Goals should be smart, and managers should work in collaboration with the employee to develop them to increase engagement and investment.
· Reality – Being realistic enables the team to create timelines and deadlines.
· Obstacles/ opinions – it is imperative that team brainstorm potential pitfalls to increase their ability to achieve the objective.
· Way forward – The action and what is next?  (Threadgould, 2023).
Ibarra and Scholar (2019) found that companies are moving away from previous coaching traditions and adapting a new way of working where managers support and guide employees which in turn encourages commitment and innovation. 
HDUHB (2022) has a coaching network and uses the GROW model to support staff in reaching their own personal goals and objectives.
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The Oskar Coaching model is also a widely used coaching model (Forbes, 2022).

[image: ]
Mcleod (2003) framed the STEPPA coaching model  to realign emotions that come from  specific issues or situations and turn them into a way of creating an objective. 
[image: ]
I will be utilising Kirkpatrick (1959) model of evaluation to evaluate the learning session today. 
















Appendix
Appendix 1
Belbin’s Questionnaire

What sort of team member are you?  Are you the one who likes to come up with new ideas, or are you the sort of person who likes to make sure the I’s are dotted and the T’s crossed?  

Work carried out by the occupational psychologist Dr Meredith Belbin, suggests that everyone who is a member of a team tends to adopt one or more styles of behaviour within that team, that is, they tend to fill certain roles.

This questionnaire is designed to help you discover your preferred role in your team at work.  Please complete the questionnaire as instructed and then fill in the score sheet at the end.

Don’t think too long about the questions – your instinctive response is probably the most appropriate.  There are no ‘right’ or ‘wrong’ answers.  

Unfortunately, whatever role you play and however well you play it, we won’t be awarding Oscars however there will be a prize for the winning team!
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Belbin’s Team Roles - a Self-perception Questionnaire


Instructions

Below are 7 sections each with 9 statements. 
Circle the 2 or 3 statements from each section which are most relevant and appropriate to you/your personality. 
Your task is to allocate a total of 10 points to the statement(s) you have chosen. The most relevant statement will receive a higher weighting out of 10. You are able to give the full 10 points to 1 statement.


 
Section 1

“What I believe I can contribute to a team...”	

I can quickly see and take advantage of new opportunities

I can work well with a very wide range of people

Producing ideas is one of my natural assets

I can draw people out whenever I detect they have something of value to contribute to group objectives

I can be relied on to finish any task I undertake

My technical knowledge and experience is usually my major asset

I am always ready to be blunt and outspoken in the cause of making the right things happen

I can usually tell whether a plan or idea will fit a particular situation

I can offer a reasoned case for alternative courses of action while maintaining freedom from personal bias 




Section 2

“Possible shortcomings I may have in teamwork..”

I am not at ease unless meetings are well structured and controlled and generally well conducted

I am inclined to be too generous towards others who have a valid viewpoint that has not been given a proper airing

I am reluctant to contribute unless the subject deals with a field I know well

I have a tendency to talk a lot once the group gets on to a new topic

My objective outlook makes it difficult for me to join in readily and enthusiastically with my colleagues

I am sometimes seen as forceful and authoritarian when dealing with important issues

I find it difficult to lead from the front, perhaps because I am over-responsive to group atmosphere

I am apt to get too caught up in ideas that occur to me and lose track of what is happening

I am inclined to become preoccupied when I realise that loose ends have not been tied up



Section 3

“When involved in a project with other people..”

I have an aptitude for influencing people without pressurising them

I can help prevent careless mistakes or omissions from spoiling the success of an operation

I like to press for action to make sure that the meeting does not waste time or lose sight of the main objective

I can be counted on to contribute something original

I am always ready to back a good suggestion in the common interest

I am quick to see the possibilities in new ideas and developments

I try to maintain my sense of professionalism

I believe my capacity for judgement can help to bring about the right decision

I can be relied upon to see that all essential work is organised



Section 4
		
“My characteristic approach to team work is that...”

I have a quiet interest in getting to know colleagues better

I contribute where I know what I am talking about

I am not reluctant to challenge the views of others or to hold a minority view myself

I can usually find a line of argument to refute unsound propositions

I think I have a talent for making things work once a plan has to be put into operation

I prefer to avoid the obvious and to open up lines that have not been explored

I bring a touch of perfectionism to any job I undertake

I like to be the one to make contacts outside the group

While I am interested in all views I have no hesitation in making up my mind once a decision has to be made



Section 5

“I gain satisfaction in a job because..”

I enjoy analysing situations and weighing up all the possible choices

I am interested in finding practical solutions to problems

I like to feel I am fostering good working relations

I can have a strong influence on decisions

I have a chance of meeting new people with different ideas

I can get people to agree on priorities

I feel in my element where I can give a task my full attention

I like to find a field that stretches my imagination

I feel I am using my special qualifications and training to advantage



Section 6

“When I am suddenly given a task with limited time and unfamiliar people..”

I like to read up as much as I conveniently can on the subject

I would feel like devising a solution on my own and then trying to sell it to the group

I would be ready to work with the person who showed the most positive approach 

I would find some way of reducing the size of the task by establishing how different individuals might best contribute

My natural sense of urgency would ensure that we did not fall behind schedule

I believe I would keep cool and maintain my capacity to think straight

In spite of conflicting pressures, I would press ahead with whatever needed to be done

I would tend to assert myself if I felt the group was making no progress

I would open discussion with a view to stimulating new thoughts and getting something moving



Section 7

“When I am part of a team which is working on a problem..”

I am apt to over-react when people hold up progress

I sometimes find my sense of objectivity has a demotivating effect on theirs

My desire to check that we get the details right is not always welcome

I tend to show boredom unless I am actively engaged with stimulating people

I find it difficult to get started unless the goals are clear

I am sometimes poor at putting across complex points that occur to me

I am conscious of demanding from others the things I cannot do myself

I am inclined to feel I am wasting time and would do better on my own

I hesitate to express my personal views when difficult or powerful people are around me








A Self-perception Questionnaire Analysis sheet

Using the answers to your questionnaire, fill in the table below. 
For each of the Sections, look for the statement(s) you have chosen (a– i) and write in the points you awarded, then add up the totals for each column.

	
Section
	IM
	Co
	SH
	PL
	RI
	ME
	TW
	CF
	
SP

	1
	h
	d
	g
	c
	a
	i
	b
	e
	f

	
	
	
	
	
	
	
	
	
	

	2
	a
	b
	f
	h
	d
	e
	g
	i
	c

	
	
	
	
	
	
	
	
	
	

	3
	i
	a
	c
	d
	f
	h
	e
	b
	g

	
	
	
	
	
	
	
	
	
	

	4
	e
	i
	c
	f
	h
	d
	a
	g
	b

	
	
	
	
	
	
	
	
	
	

	5
	b
	f
	d
	h
	e
	a
	c
	g
	i

	
	
	
	
	
	
	
	
	
	

	6
	g
	d
	h
	b
	i
	f
	c
	e
	a

	
	
	
	
	
	
	
	
	
	

	7
	e
	g
	a
	f
	d
	b
	i
	c
	h

	
	
	
	
	
	
	
	
	
	

	
Total
	
	
	
	
	
	
	
	
	





Whichever role has the highest weighting (points), is your preferred team role and is an indication of how effectively you work as part of a team. 
The next highest weighting is your backup or secondary team role.
The lowest score role will indicate an area that you may want to improve/develop.
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Over recent years the devolution of
HR responsibilities from HR to line
managers has grown significantly
(Perry and Kulik, 2008).
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In order to influence high performing
teams, Managers require support
themselves from their own manager. They

require:
. Work Life Balance
*  Good relationships with their own
manager

*  Career progression/ Development
* Involvementin decisions/ employee
voice (Burkuss, 2023)
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Maintain and improve employee performance
Enhances value that employees provide

Ensures employees are aware of their objectives.

Critical for an organisation to succeed
Regular and open feedback
Motivates and drives employees
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Exit interviews are studies
organisations carry out to understand
they reason employees decide to leave
the organisation. The aim is to gain

feedback on policies, culture,
management style, job responsibilities
and training and is a good opportunity

to improve retention (Aquarius

Technology, 2023)
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Increase in staff morale
Improve culture
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(Hermann, 2023)
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Employees can be pushed out of an organisation for a
variety of reasons including poor line management,
bad conditions and workload. Pay and benefits or
flexibility can be reasons that pull employees to other
organisations.

Reviewing push and pull factors can be a way to
enhance retention and implement strategies to
decrease turnover (Taylor, 2014)
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low turnover. The Research utilised the Four S
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(Thomas, 2019)
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Recruitment and retention remains a significant problem in the NHS. A
collaboration with NHS Shared Business Services (NHS SBS) has been
initiated to use workforce data analytics to improve staff retention by
predicting and informing the NHS which employees are at increased risk
of leaving the organisation.

This solution has provided us with an unprecedented level of
%) intelligence enabling us to put strategies in place that will save time,
money and support employee wellbeing ( NHS shared business, No
date).
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Capability is an employee’s ability to do their job to a sufficient standard.
Capability is one of the fair reasons for dismissals
Implementing ACAS code of practice into your policies is key

(ACAS, 2022)
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The Managing Attendance at Work Policy Is used to manage sickness
absence In the health board.
The policy has been reframed to put focus on attendance rather than
absence In a bid to be more proactive when It comes to absence
management (HDUHB, 2023)

mpassionate manageme
We all matter

Managing attendance at work
Returning to work
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The 2021 NHS survey found that 47% of
respondents advised they had suffered with
work related stress in the last 12 months
(Newitt, 2022).
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Presenteeism and
Leavism

Presenteesim is when employees come
into work when they are not fit to do so
and this figure has increased
significantly over recent years, again
impacting wellbeing.

Leavism Refers to when employees
take leave when they are unfit to come
to work or complete their work ( Bloom

et al, 2022)
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What is an
Effective Team

An effective team can have a substantial impact
on organisational performance. To ensure a team
is effective it is critical to understand what
influences it ( CIPD, 2023a)
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Organisational design focuses on
implementing a structure that aligns with
the organisational strategy. An
organisational structure describes the
hierarchy in the workplace, the roles and
responsibilities and chains of command
(Parker, 2021).
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Job Design

The purpose of job design is to create roles
that maximises performance, creates value
and elevates work processes (CIPD, 2023c)
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Bureaucracy

HDUHB follows a Bureaucratic
Organisational Structure.

Bureaucratic organisational
structures are top-down hierarchies,
in which information regarding
objectives flows down from the
leader (LaMarco, 2019)
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Belbin - The Nine team fRoles

Belbin famously identified that the most
effective teams were made of a ‘diverse mix of
behaviours.” He claimed we need to represent

each of the nine Belbin Team Role behaviours at
the appropriate times in order to become a high
performing team.

The Nine Belbin team roles are Resource
Investigator, Teamworker and Co-ordinator (the
Social roles); Plant, Monitor Evaluator and
Specialist (the Thinking roles), and Shaper,
Implementer and Completer Finisher (the Action
or Task roles) (Belbin, 2010)
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Tuckman model of team
Development

Tuckman’s (1965) team development model outlines the stages
that teams go through in order to become effective.

Tuckerman suggests teams will not work to their full potential
from the offset and collaborative working will take time.

Forming,Storming Norming and Performing are the stages used
to describe the journey the team follows to high performance.
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Managing Multicultural Teams

[] The Hofstede (2011) culture dimensions is a framework used to
understand the differences in cultures.

He identified 6 dimensions that could determine once culture from
another. The framework is used widely to understand behaviours anc
facilitate communication across cultures.

SHORT TERM
ORIENTATION,
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Virtual Teams

Since the Covid 19 Pandemic, Hywel Dda has seen the unexpected

introduction of virtual teams. Virtual teams are two or more people

working together to achieve a common goal and based in different
locations (CIPD, 2020)

In Hywel Dda many of our roles have changed to hybrid or remote
working, seeing an increase in virtual teams.
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Team Effectiveness and Fsychological
Jafety

Benefits
- Leads to team members feeling more engaged and
motivated
- Individuals feel their work and contributions are
valued and therefore feel they are able to speak up.
- Leads to better decision making
- Leads to more diverse range of opinions and views
- Can fosture continuous learning and improvement
culture
Negatives
- Poor wellbeing
- Higher turnover
- Poor performance.

(Edmunson, 2018)
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Coaching and
Hentoring

Coaching and mentoring can be effective

ways of developing and improving the

skills and performance of individuals or
teams (Lancer et al, 2016)




image42.png
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Facilitation is often used as a tool
to enhance a team’s performance

Facilitation can support
Collaborative working
Building better team relationships
Improving decision making
Enhance skills and performance

Mcfee, 2023
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Workshops

Workshops are often used in
the NHS to drive team
performance with the aim to
deliver on a goal or objective.

HDUHB, 2022
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Grow Model

The Grow model Is a famous framework
used in coaching and mentoring to set and
achieve goals

There are 4 stages
Goal
Reality
Options
Wwill

Threadgould, 2023
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Oskar Coacking
Hodel

The Oskar Coaching models has become one
of the most used coaching models across
the world.

It Focuses on 5 stages.

(Forbes, 2022)
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ITEFPA Coaching
Model

The STEPPA Model is a 6 step coaching
model.

The model can be used in 1:1 or team
settings.

(Forbes, 2022)
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U Objectives

following this session you will be able to understand: %
How to influence your teams performance
How to lead an effective team
How to increase retention
The different approaches to managing capability
* How coaching and mentoring influences performance
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