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  Key Influences


The PESTLE analysis tool looks at different key external factors which influence organisations and help us to make important, informed decisions about how we react, in order to achieve the best outcomes. (Waite et al, 2021) Using this tool, it is possible to identify a number of key external influences that are likely to impact Hywel Dda as an organisation. Factors to consider include; political, such as the effects of Brexit after the UK left the EU; economic factors such as the financial difficulties that the NHS has faced for a long time; sociocultural factors such as an ageing population; technological factors such as improvements in medical equipment; legal factors such as lawsuits brought on by families unhappy with the quality of care received by a loved one or environmental factors such as air pollution and climate change which may affect health. (Bush, no date)















One of the biggest social aspects that we need to consider is that of an ageing population in our rural health board. Hywel Dda University Health Board (HDUHB) provides care over three counties to a population of approximately 385,600. “The average age of people in Hywel Dda is increasing steadily. The current number of over 65-year-olds is predicted to increase from 88,000 (2013) to 127,700 in 2033. Currently, 3.2% are aged 85+ (second highest in Wales).” (hduhb, no date)
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Key Influences
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Description automatically generated]HDUHB covers a vast area. This map shows the percentage of the population aged 65+ in the UK and clearly shows that the area covered by HDUHB has a much older demographic than much of the UK. (BBC Bitesize, 2017)

There is added pressure on our already stretched NHS services due to the fact that people are living much longer and also many are moving to West Wales in their retirement years. People in their older years tend to have more chronic health conditions such as respiratory illness, cancer, type 2 diabetes, heart disease, arthritis and Alzheimer’s disease. These can be costly to manage, will incur further costs due to extra staff needed and there will be a knock-on effect for other services such as home care and meals on wheels.  
In order to continue providing effective and efficient care for a growing population with complex conditions, we must look at adapting our services. (Vernon, 2016)

























Organisational Goals

As the biggest employer in the UK, the NHS has developed its organisational mission, vision, values and purpose. Our goals include delivering excellent health care and patient experience and building a service we can be proud of. ​
​
Our long-term goals involve transforming health and well-being services to help prevent long -term illnesses and deaths in our patients today and well into the future. This involves exploring what happens outside of our hospitals. The Future Generations Act 2015 sets out our vision to deliver health and care services by collaborating with other services within our communities. (Public Health Wales, no date)
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Description automatically generated]It is our goal to deliver care closer to, or in patients own homes, providing it is medically safe to do so. In order to rise to this challenge there will need to be big changes and its success will depend on building strong working relationships and partnerships with everyone in the community. This social model of health care has been accelerated by the Covid-19 pandemic recently and considers a wide range of factors which have an impact on health and well-being such as the reality of people with chronic health conditions living longer. (NHS Wales, 2016)





	






Organisational Goals
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It is vitally important for all organisations to plan and develop goals and objectives to motivate and provide direction for staff. Successful goals follow the SMART structure meaning they are specific, measurable, achievable, relevant and time bound. It also helps to make goals relevant and current and is good practice to evaluate and review objectives ensuring that the cycle continues. 
​
Our employees need to understand the objectives set in order to achieve them. They should be motivating but also challenging and employees should have everything they need to successfully achieve them. However, things do not always go to plan, so it is also important to be flexible and have alternative plans in place in case anything unexpected does happen. ​(Waite et al, 2021)


Products, Services and Customers



The National Health Service began on 5th July 1948 at Park Hospital, near Manchester and was founded by Aneuran Bevan who was then the Minster of Health. The concept was to provide health care to everybody, not just those who were better off financially. Before the NHS, patients were expected to pay for treatments themselves. The idea to fund the NHS from general taxation was formed and meant that everybody including visitors to the country was entitled to free health care. Aneuran Bevan recognised that the services needed to benefit everyone, be cost free and provision based on need rather than profiteering. (Brain, 2021)
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Hywel Dda provides and delivers health care services in Carmarthenshire, Pembrokeshire and Ceredigion to members of the public in a range of settings from GP surgeries, dentists, pharmacies and opticians to hospitals, community hospitals and Mental Health and Learning Disabilities services. We are also responsible for: 

· “improving physical and mental health outcomes 
· promoting wellbeing 
· reducing health inequalities across their population 
· commissioning services from other organisations to meet the needs of their residents”     
(Welsh Government, 2021)

The NHS is completely funded by public money and is usually the first port of call for anyone with health issues. There is a lack of choice for customers seeking health care and an increasing demand for us to meet patient needs and expectations which is proving difficult after the pandemic. (Sage, 1991) The only other alternative is private health care which historically has been accessed mostly by older patients and those who are able to afford it. However, since Covid there has been an increase in UK residents paying for private medical treatment due to difficulties in accessing NHS care. (NHS, 2018)


Technology


The range of technology available to all of us today has improved exponentially over the years. Wi-Fi first became available in 1997 and developed significantly between 2000 and 2005 (Eero, 2016) opening up new possibilities such as accessing the world wide web on personal devices from anywhere we could get a signal. In 2020, 96% of UK households were reported to have internet access (Prescott, 2020) and many businesses now offer free Wi-Fi to their customers meaning a plethora of information literally at our fingertips.  




Technology has never been more important that during the recent Covid-19 pandemic when it enabled many of us to work from home using video conferencing software such as Zoom or Teams to communicate with colleagues. These interactive platforms allow us to share documents, add comments or ask questions in the chat, respond with emoticons and record meetings. These developments have helped to create new ways of hybrid working for many and have been advantageous to both employees and employers alike. We are able to communicate and collaborate with people and other organisations across the globe through email, video calls, messaging and social media. It has improved ways in which we work and learn, from automated email systems to VR education. (Waite et al, 2021)


Technology


Mobile phones have developed to integrate features such as voicemail, email, cameras and web access and their improved memory capacity means they are now just as powerful as computers. These smartphones and social media apps such as Facebook, WhatsApp, You Tube and Tik Tok have enabled us to share photos, videos and events with friends and family instantly. Social and interactive media plays an important role in HR and L&D, being used for recruitment purposes as well as giving employees a means of communication and providing organisations with insights into how they are seen by their customers. (Hayden, 2021)


Organisational Culture


Organisational culture focusses on the values, beliefs, traditions, habits, and purpose of a workforce and directly influences employee behaviour. It is expected that employees should share these ideals and that they are reflected in the way that we work. According to Fincham and Rhodes (2005) organisational culture is “The set of beliefs, values, and norms that represent the unique character of an organisation and provide the context for its actions.”

Organisational culture is governed by the structure, value, leadership and people practice within our organisation and helps people to understand how to connect with each other. We must actively demonstrate our core values in order to create a positive workplace culture. It is imperative to always be inclusive so that employees understand and feel that their opinions matter and that they have a sense of belonging. (Waite et al, 2021)

Strong leaders are an important aspect within an organisation as they help to drive a positive organisational climate with a shared vision and aspiring goals that motivate employees. Leaders should act as role models, demonstrating honesty and openness, working efficiently as part of a team and offering learning and development opportunities as well as a fair reward system. (Young, 2022)

Positive organisational culture is so important because it helps employees to feel that they matter, creates a civilised workplace and helps with job retention. Without a positive culture, our organisation will struggle to satisfy customer needs and as a result will fail to meet business objectives. Evaluating organisational culture regularly to understand and maintain the commitment, engagement and retention of staff is essential to maximise performance. (Waite et al, 2021)


Organisations as Whole Systems


Robert Waterman, Tom Peters and Julian Phillips developed the McKinsey 7-S framework model in 2008 which identifies seven components which are all connected in the web style diagram. These are structure, systems, style, staff, skills, strategy and shared values. Each of these components relies on the others to deliver products and services successfully within our organisation and any effective change stems from the relationship between all seven. 

In order to thrive, our organisation must be open to change. An effective organisation is reactive, adaptable and diverse and this was very much put to the test during the recent pandemic. Making changes in one area is almost impossible without making changes in another. Proposals for any changes which deviate from the McKinsey framework are not recommended.  (Waite et al, 2021)



Organisations as Whole Systems



 
Hywel Dda consists of an array of different departments each with their own unique function which together help to provide a healthcare service to the public. We cannot function successfully if any part is missing or not working well. We must all work together as a team in order to meet the organisational needs and goals. The responsibilities of each department are thoughtfully planned in order to achieve positive results. Each department is dependent on the others and any action in one area has an impact on another. (Waite et al, 2021)
 
For example, patients being referred to us from GP surgeries will directly impact the demands within our hospitals and a lack of beds for elderly patients within the community will impact the length of time patients waiting in A&E are admitted to wards. 

“A system is a collection of parts and processes organised around a purpose and each system is embedded in other systems.”

(Pawar, no date)


Change Management


There are many factors that influence organisational change including opportunities for expansion, financial depression, changes in objectives, new technology, a competitive market and supply and demand pressures to name a few.  Change is not an option; it is a necessity. We must embrace and implement change in order to fulfil business objectives and it is important to think about the best way to manage change.

Right from the very concept of change, we must consider and communicate with our employees in order to continue meeting objectives, remain attentive and keep ticking along. It is imperative that any change is managed thoughtfully and that those implementing changes are supported. There is evidence to suggest that delivering changes can be challenging with “failure rates frequently cited as 70%.” (George, 2021) 

One example of such failure is Blockbuster video rentals who
failed to appreciate the customer’s desire for convenience and                                                                                                        keep up with competitors such as Netflix. (McKinnen, 2022)



Change Management


There are a number of models available to assist organisations in making changes including Kotter’s 8 step model, Lewin’s model and the Kubler Ross model. Kotter’s model has three phases which look at introducing changes, attracting attention and then executing and maintaining changes. Lewin’s model is simple but gives fewer options for regressing and the Kubler Ross model which looks at the different stages that people go through when change is introduced.

When change is managed well it improves employee motivation and productivity, but any lack of communication means that change will be managed poorly, employees will not understand the importance for change and this in turn creates conflict and the inability to achieve goals. (Waite et al, 2021)



The People Professional Role


Our role as people professionals is to “support the vision and goals of the organisation” and “empower an organisation’s people to thrive - both individually and collectively.” (CIPD, no date) People professionals are vital to the management of change in an organisation and are key to the success or failure of any changes. We play a hand in building and developing change using a variety of techniques. We must instigate the change process and make decisions about the best approach to embed the changes, taking into consideration the challenges that arise from those who resist change. We recognise and understand the workforce culture which enables us to communicate information and visions between managers and employees but also bring messages back to organisational leaders. (Taylor and Woodhams, 2002)

“People are arguably the most important asset to any business” (Peters, 2020) and the best decisions are made by a group of people rather than an individual. Previously, people professionals used to work hard in the background, but are now becoming more widely acknowledged as we develop ways to build, understand and communicate change. We have to be sensitive in the way we relate changes to employees in order to engage enthusiasm for the change. It is important to make employees feel that they can contribute, thus reducing the likelihood of conflict. Our role as people professionals is often to try and change mindsets so that employees welcome changes that are being implemented rather than resist them. As experts in our field, we aim to ensure the commitment of employees by developing a holistic approach to change management. (Bulogan, 2015)






























The Impact of Change

The Kubler Ross change management model depicts a curve of reactions that people naturally follow when experiencing change. These reactions are particularly prevalent if a change is unexpected. The natural progression of reactions is shock and denial in the first instance, followed by anger, bargaining, depression and finally acceptance. 

















The manner in which each person responds to change is very personal to them and aspects such as upbringing, outlook on life and personality traits will affect these reactions. Some people may find it harder adapting to change but the fact is, it happens all of the time. Some of us will embrace a change easily whilst others are trepidatious. Every reaction is unique to both the individual and the situation and can depend on the timing of the change or the longevity of it. Some changes we make ourselves and some are imposed on us. We will have positive reactions to some and negative reactions to others. (Noori, 2015)







The Impact of Change


Whilst we recognise that everybody reacts differently to change, it is important to consider the negative impact that some changes can have on people. In some cases, changes can cause people increased stress or anxiety especially if there are financial implications such as with redundancy. Kubler Ross’s model does not appreciate the complexity of people’s emotions and the fact that everybody’s journey will follow a different path and at a different speed. Some people will progress quickly through each stage whilst others may linger at certain points or miss a step completely. 

Understanding how people react can be very advantageous as it enables us to support staff who may take longer to accept changes. Being able to recognise these responses to change enables managers and staff alike to manage change effectively. (Petaurum HR, 2020)
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