On the job training - 1201313 
In the new CIPD Profession Map, Change is one of the core knowledge areas.  Evaluate your knowledge, skills and ability in relation to this area, using the definitions from the Profession Map and discuss any development needs with your manager. Record your discussion (300 words approximately).  
 
I discussed the brief of my assignment with my Line Manager.  We discussed the new CIPD Profession Map (2021) that relates to change management.  Having completed a self-assessment against this, I am currently working at Foundation Level with elements of Associate Level evident. 
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I have a good understanding of how to use data to create a case for change.  I am beginning to use a wider range of evidence to support more complex business cases but I still need to undertake research in this area.  I understand the importance of planning and managing change.  I am confident in using a variety of change management approaches.  I am gaining confidence in evaluating various approaches and am exploring this from a people management viewpoint.  I am beginning to align change management approaches with the objectives and desired culture of my organisation. 

I know that continuous improvement is important as factors and objectives are changeable themselves.  I am growing in confidence when using continuous improvement tools but I don’t have much knowledge of the innovation methods listed in the profession map.  In my current role, I am in a position where I get to listen to (and engage with) a variety of stakeholders.  I am working at Chartered Member level of this area.  

I am using the skills I have learned through my apprenticeship to plan and deliver projects.  Within my role, I am gaining significant experience in managing large scale projects across my organisation.  Whilst these are mainly within my role, I have had the opportunity to work collaboratively with other services to effect change.

Through discussion with my line manager, and after self-assessing myself, I have determined the following development needs:
· Begin to use a wider evidence base to develop costed business cases
· Develop a greater understanding of the impact that changes have from a governance and policy viewpoint
· Research best practice in cultivating a change-ready culture and align this to my organisation
· Further manage interdependencies to deliver outcomes
 






2. Complete a SWOT analysis of an impending change in your organisation. Clearly list the strengths, weaknesses, opportunities and threats represented by the change. Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT. 
Change the Performance Management culture so that employees drive their own performance through frequent, meaningful conversations rather than annual appraisals



	Strengths
	Weaknesses

	Anticipated improvement on general organisational performance

Increased well-being and productivity levels for all staff

Potential for higher levels of job satisfaction

Potential for better patient outcomes, patient care and decreased mortality rates

Development of better relationships between employees and line managers

Increased levels of psychological safety
	Staff may perceive culture change as added workload and may disengage

Time-pressures and workload may prevent performance conversations taking place

Colleagues may be misinformed of expectations through hearsay 

	Opportunities
	Threats

	Increased sense of empowerment for all staff

Opportunities for enhancement of collective leadership, in line with NHS Wales Objectives

Opportunity to recruit better candidates due to robust and supportive performance culture

Greater embedding of organisational values
	COVID or other issues may increase service pressures and therefore workshops and training may be stood down

Government/HB strategies may change meaning objectives may need to be re-aligned

Culture is difficult to measure and requires long time scales for change to be evident
















Hywel Dda University Health Board is entering a ‘recovery phase’ following the Coronavirus pandemic.  As a result of this, there has been significant investment into the Organisational Development function within the organisation.  As we are on a continual journey of self-improvement, there is an increased focus on the role of performance management.  Currently, there is an annual appraisal review meeting (the PADR) between employee and Line Manager.  There is huge disparity across the organisation in the consistency and quality of performance management.  Our primary goal is to reset the perception of performance management and educate colleagues about the need for frequent performance conversations.  We are hoping that this will shift the perception of PADRs and foster an empowering, engaging environment for all staff.

After I created the SWOT analysis, I discussed the HR implications of this change with my Line Manager.  Firstly we discussed the strengths of the upcoming project.  We were led by the report of the Mid-Staffordshire NHS Foundation Trust Report (Francis, 2013) which made links to good performance management and lower mortality rates.  We also discussed the positive impacts that good performance management has on employee wellbeing and productivity levels (Thornton, 2020).  Verbal feedback from our workshops has led to the understanding that regular, honest discussions can improve relationships between line managers and employees.  This thought process is one we are keen to explore and enhance across the organisation.

We also discussed the positive implications for the organisation.  Being able to shift the culture of performance would aid in the alignment of the organisation’s strategy to that of NHS Wales, our parent organisation.  Also, we are continually exploring ways to embed our organisation’s values into the day-to-day behaviour of the organisation. We are optimistic that a change in performance culture will allow this.

We also discussed the weaknesses of this change.  There is a serious issue within the organisation in which annual appraisals are viewed as cumbersome, time-consuming and often an afterthought.  As such, PADRS now have negative connotations and are in danger of becoming ineffective.  There is a worry that any change to this process could be viewed as a increase in workload.  It will be vital to educate colleagues that the performance conversations happen organically anyway, it is just a case of raising awareness.
There is also a real possibility that impacts from the coronavirus may require all non-mandatory training to be paused for significant periods of time.  This would mean that training workshops could not take place and therefore colleagues would be uninformed of the potential culture change.

Stakeholder Mapping Worksheet
Stakeholder Influence/Interest Matrix
For each key stakeholder, characterize them using the following stakeholder influence grid.

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest



Stakeholder Grouping
Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help determine stakeholder’s grouping for change communications. 

	Stakeholder Name
	Influence Level
	Level of Interest
	Stakeholder Grouping

	All employees
	High
	High
	Key Players

	Trade Unions
	Low
	High
	Keep Informed

	Line Managers
	High
	High
	Key Players

	Workforce and OD Leads
	High
	High
	Key Players

	ESR Team
	Low
	Low
	Minimal effort

	Service Heads
	High
	High
	Key Players
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Change standards

Each standard progresses through four levels of impact. Which levl do you most embody in your day to-day work?
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