Words: 1066
Charlotte Lawrence (1700654)

Manager’s Toolkit: Shaping the appreciation culture
Are you a manager? Do you want to play your role in making sure staff have a good day at work and support the Health Board to retain staff? This poster will guide you through your role in improving appreciation and recognition of colleagues across the Health Board.

1. The power of praise 
Why?
Giving positive feedback to your team about something specific that they have done will help build repour within the team and will enable more effective leadership (Zenger and Folkman, 2017). Recognition from supervisors has also been shown to reduce burnout within the team (Sandrin, et al, 2022). The staff psychological wellbeing team within the Health Board have highlighted recognition as a key preventative action to support the team to cope better with the pressures they are facing (HDdUHB, 2022). This is important as the Health Board is aware that staff sickness is on the rise (HDdUHB, 2023b) and burnout is a factor involved in this rate (HDdUHB, 2022). Recognition has also been shown to retain and engage staff and increase the likelihood of them recommending the organisation as a place to work (GALLUP, 2022) which will support the Health Board to attract and retain staff (HDdUHB, 2020). 
How?
Meaningful recognition can support an individual to be aware of the impact they have had and reconnect them with the sense of purpose and pride in their work (American Nurse, 2014). However, meaningful recognition requires more than a simple thank you as although appreciation phrases have been shown to have a positive impact, meaningful recognition results in longer lasting outcomes (American Nurse, 2014). 
“The GIST” of meaningful recognition:-
· Genuine – heartfelt praise
· Impact – highlight what impact this had on the team or patient care
· Specific – focus on what they did that is worthy of recognition
· Timely – brought to their attention as soon as possible
(Slater, 2017). 

2. Peer-to-peer recognition
Why?
NHS Employers are encouraging Health Boards to ensure that peer-to-peer opportunities are available for colleagues to give each other recognition (Webster & Norbury, 2022). Peer-to-peer recognition is related to job satisfaction (Mamiseishvili & Lee, 2018). Chevalier et al (2022) highlight that this consequently supports staff wellbeing at work.  Ensuring that staff receive various forms of recognition such as individual or team, from patients, supervisors and colleagues, formally or informally has been shown to be important (Chevalier et al, 2022). 
How?
The Health Board has a range of formal recognition incentives which staff can nominate each other for such as Hywel’s Applause, the Chair’s Commendation Awards and long service awards (HDdUHB, 2023a). You could promote these within your team and ensure the team are aware of them and know how to submit a nomination (HDdUHB, 2023a). HDdUHB (2023a) also encourages teams and departments to have an initiative in place for staff to provide peer-to-peer recognition to each other (HDdUHB, 2023a). As a manager you could seek to ensure that a local recognition initiative is in place for your team such as the examples highlighted on the SharePoint page (HDdUHB, 2023a). As a line manager it is important that you role model effective recognition (GALLUP, 2022). 

Case study
West London NHS Trust put a platform in place for peer-to-peer recognition and benefited from:-
· Cost-effective, environmentally-friendly and values based recognition 
· Engagement from staff across shift-patterns and locations
· Celebrating events from all cultures, such as Vaisakhi, Ramadan and Easter, enabled the Trust to promote diversity and inclusion
(Webster & Norbury, 2022). 
The Health Board is currently sourcing a platform similar to this example. Please look out for further communications about this development and share them with your team.
Explore the appreciation and recognition package available to staff by scanning the QR code or visiting the Appreciated and Valued SharePoint page (Hywel Dda University Health Board, 2023a).


3. Lead with compassion
Why?
Compassionate leadership is important to the Health Board because one of the key strategic objectives is to “put people at the heart of what we do” and this is inclusive of patients and staff (HDdUHB, 2023d). Staff voice from a range of sources has highlighted that the number of staff that would recommend the Health Board as an employer has dropped over recent months (HDdUHB, 2023b), with staff feedback highlighting issues surrounding job pressures and wellbeing (HDdUHB, 2023c). Benchmarking across NHS Wales shows that staff engagement within the Health Board could be improved (HDdUHB, 2023b). By embodying compassionate leadership, you will enable the Health Board to meet the objective of attracting and retaining staff (HDdUHB, 2020) by supporting staff to reduce stress, increase engagement and increase job satisfaction which is related to improved patient care (Bailey & West, 2022). Compassionate leadership has also been demonstrated to reduce sickness-absence (Poorkavoos, 2016). 
How?
Compassionate leadership involves leaders attending, understanding, empathising and helping with the needs of others (Bailey & West, 2022). Building relationships across the team increases familiarity and enables psychological safety (Reese, Simmons, and Barnard, 2016).
All staff can demonstrate compassionate leadership (Baliey & West, 2022) but managers have an important role in ensuring that staff wellbeing is championed (CIPD, 2017). Managers are key influencers in how their team perceive the organisation as they are able to protect and strengthen the team from stressors (CIPD, no date b).
[image: The four behaviours of compassionate leadership: attending, understanding, empathising, helping]Attending – notice suffering and ask people about the difficulties and challenges they are facing (Bailey & West, 2022) as each individual has a different experience (CIPD, no date b).
Understanding – Be aware of the interdependent environment and make a conscious effort to withhold blame and reframe to focus on what learning can be found from the negative situation (CIPD, no date b).
Empathising –Leaders should ensure that they are acting with empathy and supporting their team (Peters, 2020). Listen to feelings of concern and be aware of the environment and working conditions (Baliey & West, 2022).
Helping – Try to alleviate the suffering of others and enable coping by ensuring people have flexibility to meet their needs (Bailey & West, 2022). Managers can support employee wellbeing by signposting to relevant resources when needed (Quilliam, 2022). 
Managers can also role-model compassion towards others and for their own self-care (Peters, 2020). 
For information on how to identify barriers that may be interfering with your ability to support your team please scan the QR code or visit this site (CIPD, no date a).
For more details about the culture of the Health Board please see the full briefing paper.

References
	American Nurse. (2014). Beyond thank you: the powerful reach of meaningful recognition. American Nurse. Available at: https://www.myamericannurse.com/beyond-thank-you-the-powerful-reach-of-meaningful-recognition/ (Accessed: 8th February 2023). 
Bailey, S. and West, M. (2022). What is compassionate leadership? The King’s Fund. Available at: https://www.kingsfund.org.uk/publications/what-is-compassionate-leadership  (Accessed: 7th February 2023). 
Chevalier, S. Colombat, P. Lejeune, J. Guglielmin, B. Bouquet, M. Aubouin- Bonnaventure, J. Coillot, H. and Fouquerea, E. (2022). ‘Recognition of radiographers in the workplace: Why it matters’, Radiography, 28(3), pp. 648–653. Available at: https://doi.org/10.1016/j.radi.2022.05.001.
CIPD. (no date a). Overcoming barriers. CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/line-manager/overcoming-barriers-quiz  (Accessed: 18th February 2023). 
CIPD. (no date b). Introduction for line managers. CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/line-manager/introduction-to-support-materials (Accessed: 18th February 2023). 
CIPD. (2017). Line managers play crucial role in supporting employee well-being and engagement. CIPD. Available at: https://www.cipd.co.uk/news-views/news-articles/line-managers-support-wellbeing-engagement  (Accessed: 18th February 2023). 
GALLUP (2022). Unleashing the human elements at work: transforming workplaces through recognition. GALLUP: Washington.
Hywel Dda University Health Board. (2020). Workforce, organisational development and education strategy 2020-2030. Internal document. Hywel Dda University Health Board. Unpublished.  
Hywel Dda University Health Board. (2022). A guide to preventing burnout for Internal document. Hywel Dda University Health Board. Unpublished.
Hywel Dda University Health Board. (2023a). Appreciated and Valued. Internal document. Hywel Dda University Health Board. Unpublished.
Hywel Dda University Health Board. (2023b). Our Performance. Internal document. Hywel Dda University Health Board. Unpublished. 
Hywel Dda University Health Board. (2023c). Exit Interview responses. Internal document. Hywel Dda University Health Board. Unpublished.
Hywel Dda University Health Board. (2023d). Performance assurance report as at November 2022.  Hywel Dda University Health Board. Unpublished. 
Mamiseishvili, K. and Lee, D. (2018). ‘International Faculty Perceptions of Departmental Climate and Workplace Satisfaction’, Innovative higher education, 43(5), pp. 323–338. DOI: https://doi.org/10.1007/s10755-018-9432-4.
Peters, R. (2020). The role of compassion in the workplace. CIPD. Available at: https://www.cipd.co.uk/news-views/changing-work-views/future-work/thought-pieces/compassion-workplace  (Accessed: 8th February 2023). 
Poorkavoos, M. (2016). Compassionate leadership: what is it and why do organisations need more of it? Roffey Park. Available at: https://www.roffeypark.ac.uk/wp-content/uploads/2020/07/Compassionate-Leadership-Booklet.pdf (Accessed: 8th February 2023). 
Quilliam, G.G. (2022). Line managers’ role in supporting the people profession. CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/hr/line-managers-factsheet  (Accessed: 18th February 2023). 
Reese J, Simmons R, and Barnard J. (2016). Assertion Practices and Beliefs Among Nurses and Physicians on an Inpatient Pediatric Medical Unit. Hosp Pediatr. May;6(5):275-81. DOI: 10.1542/hpeds.2015-0123. PMID: 27126798.
Sandrin, E. Morin, A. J. S. Fernet, C. and Gillet, N. (2022) ‘Complementary variable- and person-centered approaches to the dimensionality of burnout among fire station workers’, Anxiety, stress, and coping, 35(4), pp. 440–457. DOI: https://doi.org/10.1080/10615806.2021.1959917.
Slater, J. (2017). Praise needs to be detailed to be effective. Linked In. Available at: https://www.linkedin.com/pulse/praise-needs-detailed-effective-jan-slater  (Accessed: 7th February 2023). 
Webster, A, and Norbury, M. (2022). We are recognised and rewarded through praise. NHS Employers. Available at: https://www.nhsemployers.org/case-studies/we-are-recognised-and-rewarded-through-praise#c-table-of-contents__list-results-and-benefits-2 (Accessed: 30th January 2023).
Zenger, J, and Folkman, J. (2017). Why do so many managers avoid giving praise? Harvard Business Review. Available at: https://hbr.org/2017/05/why-do-so-many-managers-avoid-giving-praise#:~:text=Some%20may%20believe%20it%20a%20sign%20of%20weakness,note%20of%20praise%20for%20a%20job%20well%20done.  (Accessed: 30th January 2023). 
 

image1.png




