Qualification: CIPD Diploma in Applied Human Resources

Module Name:  Management of Change

Module Name: Off the Job Training 

Student Name:  Amanda Glanville

Student Number:   1810229

CIPD Membership Number:  53072713

By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.
[image: ]
Signed:            

Date: 		30 June 2020

On the job training 

1.  Evaluation of knowledge, skills and ability in relation to Change Management
Having worked as an area manager and also had over 25 years’ experience of management, I’ve submitted many business cases in order to make changes to working practices or policies and processes.   I have used both SWOT and PESTLE analysis to support change management. Within my role of workforce development and I have carried out skills audits and gap analysis within departments as well as stakeholder analysis to streamline change processes. 

In addition, teaching management courses has allowed me to demonstrate my knowledge of how change affects people and the different models. Having designed all the materials myself, including resources on the change curve amongst other models, this is not only demonstrated my knowledge of change management, but the ability to transfer knowledge to others.

Having discussed my competence towards change management with my manager, she is happy with the level of planning, with a focus on resources needed, risks, working within a budget and the people management side of the change.   When considering the above against the profession map (CIPD, 2018), it is evident that I have the knowledge and competence, achieving the Foundation and Associate level.   When considering the Chartered Member level, the skills gap include using greater external insight including benchmarking within business cases and demonstrating evidence of evaluation of change processes as a strategic level and how these link with key organisational drivers. 





























 
2. Complete a SWOT analysis of an impending change in your organisation.
	Strengths
	Weakness

	· Partnership Working 
· University Health Board Status
· Innovative Ideas
· Special Expertise
· Grow Your Own pathways
· EAGLE 
· Extended Roles
· Innovation through transforming services
· Apprentice Academy
· Links with Colleges/Universities
· HCSW Funding Budget
· Part time course options
· Study leave process
· Agenda for Change pay structures
· Change ready culture been adopted through Covid-19

	· Employee study leave allocation
· IT Infrastructure
· Expenditure
· Lack of Staff Development
· Data
· Geographical Location
· Ratio of places available to number of HCSW
· Ability to do face to face selection (COVID-19)
· Apprentice Academy Team Staffing (limited resource)



	Opportunities
	Threats

	· Funding for Initiatives – for training and new initiatives
· HEIW – Greater collaboration to overcome skills shortages
· NWISS – Staff training and support with carbon footprint reduction
· Partnership Board – Greater use of sharing ideas and pooling resources to prevent duplication
· Transforming Clinical and Mental Health Services – providing the opportunity to shape healthcare for the population (HDUHB, 2019)
· Possibility of engaging internal staff
· New apprentice Academy Team (Gosling, 2020)
· Internal talent pipeline 
· Staff have the ability to try new placements 
· Ability to pilot a new selection process, recognising need for digital solution
· Chance to create a new scope of practice, designing new roles
· Promotion of how the HB invests in their workforce
· Having HCSW’s working across Health, Social Care, Community and Primary Care has the potential to build relationships 

	· Covid-19
· Funding cuts/ reduced apprentice funding
· Lack of offer to school leavers
· Reputation
· Workforce competition with NHS Wales (Gostling, 2019)
· Cannot overtake current apprentice programme
· Staff not happy to change bases for new placements, due to travel time, cost
· Risk – discrimination as those with Health Conditions and Shielding may not be in a position to apply, or those places in low risk areas due to health conditions may not be able to rotate, impacting their experience.
· Parity between terms and conditions of new and existing apprentices 




Following successful introduction of Healthcare Apprentices into the Health Board in 2019 we were looking to recruit a further 40 apprentices in 2020.   We did not anticipate COVID-19 impacting on the Health Service in the way it has when we made our public announcement earlier this year.  We have spent the past 2 months considering how we would run an apprenticeship programme with the uncertainty which is currently surrounding us in terms of access to education, clinical placements and the potential for further peaks depending on virus containment.  After much deliberation it was with deep regret that we had to advise the public our decision to cease recruitment for this year.  In order to continue producing 40 nurses a year to deal with current attrition rates (Office for National Statistics, 2019), I suggested to my line manager that we use the commissioned places for nurse training in 2024 to develop 40 existing HCSW, creating a bespoke role, which gives exposure to a variety of areas.   
Employees usually have a positive attitude towards change when it relates to development or job design (Taylor & Woodhams, Studying Human Resource Management, 2016).  Implementing this new role provides opportunities, however the downside of this change is with over 1000 HCSW within the Health Board, and only 40 places. There is a need to consider the motivation of those not selected.  It is vital organisations assess their strengths and weaknesses (Morrison, 2015), which can be achieved using a SWOT analysis. There were many HR implications of the change, which I discussed with my line manager using the SWOT analysis above, including:
· Recruitment to the programme: How can we ensure a fair recruitment and selection programme?  How will this be promoted to staff? What will be the criteria?
· Employee engagement: How do we maintain the motivation for those unsuccessful?
· Changes in terms and conditions: Will this be a new role? If so, this will need a job description, with the idea that they are exposed to different areas of health (community, primary care, acute care, scheduled care), this could result in change of base or whether their current pay banding would need to change.

Having written up this SWOT, with very little input from others, it lacks the depth usually obtained thought talking through changes, requiring team approach.  “A SWOT can’t be done effectively by just one person” (CIPD, 2019).


3. Communications strategy for internal delivery

	Communication Strategy 


	Company profile 
	Hywel Dda University Health Board (HDUHB) is a part of NHS Wales, ‘covering three counties of South/West Wales.  They employ 10,500 staff including clinical and non-clinical roles. As a University Health Board, a key focus is given to workforce development opportunities and providing the opportunities for research and development. With the shortage of Nurses and living in a rural area, the Health Board have a need to consider alternative ways to attract the skills needed to provide quality healthcare.  

	Issue 
	The Health Board have secured funding for 40 Nurse places each year to attend university, starting with the 2019 apprentice programme.  Due to Covid-19, this model is not possible and this year will focus on the development and internal progression of staff. This training initiative will mean the apprentice pipeline will continue, increasing the apprentices to around 100 by October 2020.  The Health Board will be seeking to retain all existing internal progression. However this will involve looking at service backfill options, rotational roles and new opportunities to demonstrate significant changes to existing talent pipeline.  In addition, this needs to ensure all staff see these as internal opportunities, providing reassurance that the Health Board are committed to developing the workforce as a whole.  

	Research

	Currently on average 160 staff apply for the 20 funded places onto the Level 4 Nursing Programme (Gostling, 2019).  The NHS Wales Survey identifies that only 43% of staff feel that they are given the learning opportunities to progress.  Apprentice Academy has carried out scoping, identifying development opportunities and partnership working identifies the possible development opportunities and new courses in relation to Health & Social Care. 

	Communications 
objectives
	Staff will want to know how their role will change, assessment criteria, what their jobs may look like in future and how will success be measured.  Objectives are as follows:
· To raise awareness of the opportunity
· Positive communication to prevent current apprentices from feeling they will be overtaken by the 2020 internal cohort, including timeline graphs
· Providing information sessions in the current climate to overcome anxieties and answer questions
· Provide ongoing communication, communicating stages, clearly with milestones

	Audiences
	Executive Team
Senior Managers
Placement mentors/line managers
Current 2019 Apprentices
Volunteers/ Work Experience
Nursing Managers
Practice Educator Leads
Learning & Development
All staff - demonstrating ‘we are keep to discuss your development, with other opportunities available if interested’ 

	Key Messages
	The new opportunity will provide individuals to become an agile workforce with skills across various roles.
Opportunities available in addition to current development opportunities.
Already 128 staff have accessed similar ‘Grow your Own’ programmes.
We appreciate places are limited, however we are keen to develop all staff.
This will allow us to pilot new opportunities in the future. 


	Tactics
	Internal ‘Global Messaging’
Video clips of Director of Workforce/CEO 
Information Sessions (Microsoft Teams)
Feedback sessions (Microsoft Teams)
Launch: July 2020, Application: August 2020, Selection: September 2020, Start Cohort: Late November
Communications stages:
· Announcement: Big release - Video by Director of Workforce and OD, Internal Facebook page and Global Email
· Transitional arrangements: Virtual Drop in sessions, Information sessions, phone line for Q&A support and regular briefing notes issued to senior managers. Intranet updates on virtual noticeboards and global emails. 
· Implementation: Updates through emails, Facebook ongoing.  Use of all channels previously mentioned. 

	Risks
	· Morale of staff not chosen or from other roles
· Concern from apprentices that these staff will be fast tracked
· How will managers react to losing their current staff to other departments?
· Staff will have concerns about the quality of training, location of training, commitment expected. 
· What if funding changes? How can this be sustained once a commitment is made? 

	Measurement 
	· Feedback sessions through focus groups
· Questionnaires
· Facebook Polls - Internal Facebook Group
· KPI - Expressions of interest, applications, selection candidates, retention

	Review
	Regular reviews with the following parties:
· Programme delivery group review - At each stage, making changes following feedback if appropriate.
· Programme Review Task & Finish Group
· Celebration of Milestones
· Apprentices of 2020 - monthly
· Placement Managers - monthly
· College Tutors and Managers - quarterly

	
	


The greater the communication, the especially the benefits to all parties, the less resistance (Taylor & Woodhams, Studying Human Resource Management, 2016).  Having discussed the above communication strategy with my line manager, she agreed with most parts in principle, but discussed that the template in the Health Board would usually consider communication with both internal and external stakeholders, avoiding the need for another document. Another reflection was due to the size of the organisation, communication strategy does not identify who is accountable for what action, providing the accountability and clarity.  In addition, having reflected on the communication strategy, it does not consider the frequency of the communication needed. 
This communication strategy focusses predominantly on the use of digital media to inform and communicate.  Consideration also needs to be given as to how we inform our non-digital workforce of the opportunities.    Need to promote visually, possible posters in areas HCSW’s visit, but consider the HCSW that work in the community to ensure access to all.   As a public sector organisation, consideration needs to be given to internal quality assurance groups and public board, ensuring the breadth of audience covers all internal interested parties. 
Having discussed this change in great detail, further research is needed to ensure that it meets the needs of the Healthier Wales Vision, being a pilot to create the workforce of the future.  Greater focus is also needed on the review and measurement section of the internal communication strategy, however greater discussion needs to be had prior to this in order to ascertain a full understanding of what the overall change will look like.  
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