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On the job training (7 hours):
1. CIPD Professional Map
Having carefully looked at the levels on the CIPD Professional Map, I feel that I fall in between Fundamental Level and Associate Level (CIPD, 2019).  While I meet all of the criteria on the Fundamental level, I only meet some of the criteria on the Associate Level.  The weakness I feel I have on the Associate level is regarding ‘conducting skills/capability audit and gap analyses’.  My line manager informed me that I have carried out these before, providing me with examples.  One example was when I facilitated a team meeting, successfully drawing out the roles and skills needed for the work in the department, identifying the weaker areas that needed to be develop, later reporting it back to my line manager. Even though she was able to provide me with examples, I still don’t feel confident in my skills/abilities in this area.  This is something that I can develop within my current role, as it is something we (as a team) will be looking at in the future with other departments.

2. SWOT on restructure of department
There is to be a complete restructure on the learning and development pillar of the Workforce and OD directorate.  It is the prime time to carry out a SWOT analysis.
	Strengths
Expertise – There is a tremendous amount of specialist knowledge and expertise within the pillar, this can definitely work to our advantage.
Staff – the individuals that work within the L&D pillar have the reputation for being hard working and dedicated employees in their area.






	Weaknesses
Timescale – the talk of an ‘imminent’ restructure has been taking place for nearly a year, and there is a chance that it will be implemented in a very short timescale because of how long it has dragged on for. 
Facilities – the facilities that the learning and development is delivered in Carmarthen is run down and not adequate for the image and professionalism we want to deliver.
Capacity – it is well known within the department that everybody is working above and beyond the capacity that they have.  This can lead on to various other problems.

	Opportunities
New roles/role redesign – looking at every role that is needed to be carried out within the department can provide the opportunity for looking at things differently and taking the initiative to work differently.
New jobs – it has been widely acknowledged throughout the pillar about the lack of administrative assistance available, therefore there could be an opportunity now to solve this and enable staff to work to the tops of their bands.
Employee voice – there is an opportunity to speak to the individuals within the pillar to listen to their opinions, feelings, aspirations, frustrations, and consider when designing the new structure (CIPD, 2017).



	Threats
Lack of resources – it is well documented that the NHS as a whole has financial problems, therefore the amount of money that may be required for the proposed restructure, may not actually be available.
Disengaged employees – if the restructure is not done correctly then it could lead to the employees within the pillar becoming disengaged, and worse still, leaving (CIPD, 2017).



Having discussed the subject of the restructure with my line manager on numerous occasions, there are a number of implications that need to be considered in this change process: 
The Workforce Planning team may need to be considered as the change may impact on their work.
The Organisation Development department may need to become involved to assist with the engagement and change process.  They could provide practical assistance in helping the employees during the change (Armstrong, 2009).
HR may also need to become involved if there are new job descriptions created, changes in contract required, and potential conflicts that may arise from the change (Rees & Hall, 2016).
The Resourcing department may need to become involved if new jobs are created and need to be filled.
Finance will need to be consulted to gauge current standing and implications of the change.
Consultation with the employees will need to take place to speak to, answer questions, listen to, reassure, throughout the process.  As well as involving the Trade Unions (CIPD, 2016; Oulis, n.d.).

Communications Strategy
	Department Profile
	The Learning and Development (L&D) department is where all training needs are identified and met, whether through the provision of internal training and qualifications or the organisation of external training and qualifications.  

	Issue
	The L&D department is not fulfilling the Health Board’s vision of being a ‘centre of excellence’ for our employees.  The department is being redesigned with new and different roles, and employees are asked to help in the identification of these roles, carry out the necessary training to undertake the roles and fill the roles once in place.  No redundancies will be made, and all effort will be taken to ensure that staff are happy in the new restructure.

	Research
	The department underwent a restructure only a few years ago in 2016, opportunities to voice questions, concerns, and opinions on roles were declared then.  These staff are still in place and will be involved in the upcoming restructure.  There is a concern over capacity, the correct professional supervision (clinical) and the facilities where training is provided. 

	Comms objectives
	Raise awareness of the issue, the reason for the restructure.
Gauge current questions, opinions and concerns
Address concerns
Inform of new restructure and impact

	Audiences
	Employees are in varying job roles from Bands 2 – 8a, including:
Senior Managers
Managers
Advisors,
Officers,
Co-ordinators,
Assistants

Employees are located across all three counties and are sites Withybush Hospital, Bronglais Hospital, Glangwili Hospital, and Hafan Derwen

The vast majority of the staff involved have more than 10 years’ service within the Health Board.

	Key messages
	The department has excellent staff members in place, dedicated and specialists in their own right.
[bookmark: _GoBack]The Health Board is changing, the workforce will need to change to meet this change, and the L&D department needs to change to meet the new needs of the workforce.

	Tactics/Channels
	Face to face meeting with Senior Managers and Managers to discuss need for change, the process and two possible solutions.
Emails to all Senior Managers, asking for comments, questions, and concerns to be voiced and submitted by xxxxxxxx
Meetings with relevant motivational employees that can act as champions of the change.
Meetings with all people impacted by potential changes in job role.
Document produced to show answers to all comments, questions and concerns, aiding transparency. 
Regular communication through emails to department throughout the process.

	Risks
	Employees do not voice comments, concerns or questions as no mechanism for anonymity.
Further delays in the change will could move staff to becoming actively disengaged.
Staff may be reluctant to change due to various reasons.
Financial resources not allowing for the new facilities or additional jobs.

	Measurements
	Obtain staff feedback – internal to department
Obtain staff feedback – from other departments that access the L&D department on services.

	Reviews
	Reviews will need to take place after initial discussion with Senior Managers and Managers, after submission of staff comments/concerns/questions, after financial review, after Board discussion, after release of proposed restructure.
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