Change – on the Job number 1

It is important that I am able to reflect on my knowledge and skills within each area of development. Using the CIPD profession Map (2013) as a basis for my discussion with my manager, I was able to identify that my ‘people practice’ skills as part of this process had improved as I was able to identify and consider relevant policies and procedures in relation to the change, as well as considering the well being of individuals which the implementation of the change would effect. I was also able to understand how people react differently to change, and demonstrated that I can support them through this with constant communication and availability to individuals should they need to access my support (CIPD 2020). 
My involvement in large scale organisational changes have been limited up until this point, and although the change implemented are still being reviewed, I am able to recognise that I require more exposure to higher level, more strategic situations to improve my core knowledge when implementing change. It is clear, that I need to be able to:
· Understand tools and techniques for effective change
· Require training on creating busines cases, methodologies and levers of change
· Understand how to mitigate risks related to the change 
(CIPD 2020)
As a result, myself and my manager have identified training needs to further develop my skills and knowledge in managing change. As a result, we have put in to place a shadowing period with one of the senior HR managers to try and focus on these areas for development purposes, as well as other areas we have identified throughout my CIPD course including managing performance which will be vital to my role moving forward. 
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Change on the Job Submission – number 2

SWOT Analysis on an impending change in Hywel Dda University Health Board
The Health Board is in the process of implementing new rota changes due to the Covid19 pandemic. The change is imminent and necessary, but as it is unchartered territory and required to be in place immediately to react to service needs, it isn’t possible to follow the usual processes and procedures when considering implementing such an important change on such a large scale organisation wide.

	Strengths
	Weaknesses

	Maintain patient care: Delivering rota changes quickly and effectively, will ensure that the HB is able to meet service demands once Covid19 patients are admitted in (predicted) large scale numbers. 
Knowledge: there are a number of employees within the HB with strong rota knowledge, who are able to produce rotas to a high level of compliance for a majority 
Quick response: the HB have been able to respond quickly to the change in requirements and devise rotas due to strong management and existing knowledge in rota building and compliance already within the skill set of the workforce.
	Non-compliance – some of the rotas don’t follow the usual compliance percentage and therefore opening the organisation up to possible scrutiny 
Lack of communication – due to the imminent requirement for rotas to be input, it’s impossible to notify all individuals involved and only inform representatives of those groups of staff. This will result in communication not being as effective as normal if usual time scales and procedures for rota changes were adhered to.
Lack of procedure – again, due to the imminent requirement the normal process has not been followed. This can result in lack of ‘buy in’ from some parties as the necessary educational establishments haven’t signed off and been involved as they usually would 

	Opportunities
	Threats

	New ways of working – this can open up a whole new way of working, with doctors being exposed to new shift patterns, different working days which some may prefer to the usual rota pattern
Increased training opportunities – particularly for junior doctors, the new rotas will include different shift times over a 24-7 time period which an expose trainee doctors to new medical cases which they otherwise wouldn’t have been involved in 
	Financial detriment – with some of the rotas being non complaint – this results in a heavier financial burden as doctors are entitled to additional payment for the anti-social nature of the rotas. 
Quicker burnout – working anti-social hours, over a sustained period of time can lead to exhaustion and therefore detrimental effects on the individual’s health and well being


Summary
Upon meeting with my manager, it was important to consider the HR implications in implementing rota changes. Firstly, we need to ensure that employees’ rights surrounding shift changes are paramount and ensure that relevant procedure and legislation are adhered to. This will include consultation with employee, and making sure consent to change rota patterns is in place, as well as employee representatives, whilst still taking in to account the imminent requirement for the change (CIPD 2020). Consideration needs to be given to various factors, as well as individuals circumstances including:
· Flexible working – ensuring there is some level of flexibility for individuals who have current flexible working practices agreed via the relevant approval process (CIPD 2020). 
· European Working Time Directives – Ensuring relevant rest periods are incorporated in to the rota, as well as access to annual leave breaks for employees (CIPD 2020).  
· Discrimination – consideration needs to be given where indirect discrimination could occur when changing shift patterns. Discrimination laws still apply despite the Covid19 pandemic and so the HB needs to ensure that working patterns they are adopt, are approached in a non-discriminative way and simply to meet the aim of the change (CIPD 2020). 
It is clear from the above SWOT analysis carried out, that the change is required imminently, and due to lack of time, an increased demand in services and social distancing measures in place which makes meeting with employee’s and representatives more challenging, logistically it is more difficult to achieve a smooth, well-communicated change on this occasion. Reflection and review period will be important further down the line, with the organisation hopeful that their approach is justifiable due to the urgency for the change. 
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Change on the job Submission – number 3

Using the ACAS ‘How to manage change’ guidance handbook, I was able to quickly develop a communication strategy for the discussed change based on the previous SWOT analysis carried out. The factors I needed to consider included:
· Why we’re implementing the change – what is the issue?
· Involvement – of key individuals/groups of staff – who do I need to talk to?
· How will we communicate this change?
· What methods will I use?
· Our HB values
· Resources available
· Time restraints
· Measuring success – how will I gain feedback?
(ACAS)
A communication strategy was developed considering all of the above with it becoming evident that employee representatives in the shape of a change champion is key during this change. Ensuring individuals are in place who understand the requirements of the organisation, but are also able to consider employee’s thoughts and feelings is an important aspect of successfully managing change (ACAS). Upon meeting with my manager to discuss the communication strategy, we discussed the requirement for the individual to have recent experience in training roles as well as experience at management level and so a senior registrar was identified as the appropriate person to assist with the change. We were able to recognise through our discussion that early communication is key, and although we are very limited in time scale, we decided that upon decisions to change rotas being finalised, employees need to be informed at the very earliest opportunity (Porter, J 2015). My manager felt that the communication strategy was clear, well informed and contained high levels of information and suggested it be provided to the service management team as a guide for best practice when communicating change, and explain it was based around ACAS ‘How to Manage Change’ guidance. We discussed that the strategy may need to be flexible in its implementation as situations change often and so this would need to be considered when following the strategy. We also identified that by being clear and honest with employees from the beginning of exactly what was going to happen and why, it allows employees to understand the expectations from the start and allowing two-way communication can assist workforce and managers on how to manage those expectations appropriately. This can help to reduce confusion and encourage employees to be more accepting of the change (Schooley, S 2020). 
Overall, my manager was confident that the communication strategy covered a majority of sections necessary and achieved what is required. 
On reflection, this is the first time I have produced anything of this sort and ideally, I would have liked more time to research communication strategies, benefits and negatives of particular approaches in order to provide clear knowledge-based suggestions. However, given the imminent requirement of the change, this wasn’t entirely achievable. 
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	Issue/Message
	Who do we need to involve?
	Aim
	How will we communicate the change – what methods?
	Considerations 
	Measuring success – how will we gain feedback?

	Discuss why we are implementing the change
	Senior management & hospital director
	Achieve successful implementation of new rotas/shift patterns
	Be clear and honest – recognise that these are unprecedented times and that support will always be readily available to individuals
	Time restraints – discuss the imminent necessity to implement the change 
	Daily telephone meetings with change champion who is in contact with junior employees and able to feedback experiences

	Discuss Covid19 – increase in service demands
	HR/Medical workforce department
	Communicate effectively with staff groups
	Using the HB values which are centred around patient care as a basis for discussion - Key individuals to meet with junior employees to discuss the change – gain consent & buy in
	Resources available – people. Understand the skill set of individuals who can commence on the rota immediately
	Daily emails from medical workforce to service management to feedback following discussions with change champion

	
	Change champion – senior registrar 
	Identify any individuals who are unable to take part – eg. Flexible working/health conditions
	Email information to be provided from Medical workforce
	Training requirements – involve medical education department
	Produce and issue a questionnaire around 4-8 weeks in to the change to gain direct feedback from individuals working the rota 

	
	Consultants, Junior doctors
	Provide high levels of patient care
	Daily telephone/Microsoft team catchups between HR, service management and change champion
	
	Weekly emails to junior doctors – providing an opportunity to discuss concerns

	
	Trade Unions
	Provide a 24-hour service provision across unscheduled care in Prince Philip Hospital
	Ensure a two-way form of communication – provide contact details of individuals who employees can contact hen required
	
	Daily ward meetings between departments with consultants leading discussions 

	
	Finance 
	
	
	
	

	
	Medical education department – for trainee doctors 
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