Mudiad Meithrin: 
The context is which we operate, planning to reach our goals and considering external influences.


Key External Influences (AC 1.1) 
As a third sector organisation with various funding sources Mudiad Meithrin have several key external influences which impact on the organisation. 
Welsh Government has recently introduced their new Curriculum for Wales, with non-maintained nursery settings playing a key part in the 3 to 16 learning continuum. This new curriculum includes four purposes within six areas of learning and experience, with an aim to ensure five developmental pathways. A major strength of Mudiad Meithrin is that the current Welsh Government share their main principle:
“Mudiad Meithrin believes that each child has the right to quality early care and education, and that they have a practical right to Welsh-medium provision” (Meithrin Miliwn Manifesto, 2021).
Due to this being the case Mudiad Meithrin’s largest public funding source is Welsh Government’s Welsh in Education Unit which provided the organisation with an annual grant of £2.7m in 2020-2021. However, were there to be a change in the makeup of Welsh Government in the future this could prove a threat to Mudiad Meithrin’s work if that Government didn’t share the organisation’s principles.
There have been several significant events in recent years such as Brexit, the Covid-19 pandemic, the Russia-Ukraine War, and the current cost-of-living crisis which have all lead to a downturn in the UK’s economy. The Covid-19 pandemic forced a swift change on business in which People Professionals played a significant part, making sure that employees were aware of their rights and advising leaders of what action was possible and withing contractual law. Brexit impacted on Wales more than some parts of the UK due to its reliance on the EU for the exporting of goods and services.
When the 2011 Census language statistics were released, it showed the only age group to see an increase in Welsh speakers in Wales being in the 3-4 age group. This data proved crucial and put us in a strong position when applying for funding over the next period. Now that this data is over a decade old, we eagerly anticipate the release of the 2021 Census Language statistics as reliable data is an essential part of driving change within the organisation and can become an important part of the narrative when communicating a change to stakeholders.
Due in part to the rising cost of fuel, we have been reducing the amount we visit our member nurseries in person and have changed to using more and more telephone, e-mail, internet, and intranet for our means of communication. This change has been enabled by greater internet connectivity and was accelerated by the Covid-19 pandemic. This change in our use of technology has enabled more staff to work from home and reduce travel times and fuel costs. The reduction in travel times and more flexible working locations has played a positive part in giving staff greater work life balance and has improved health and wellbeing for many organisations.
All public bodies have a duty to stakeholders to be more environmental due to the climate crisis and the public rightly expect that it’s part of our vision. We collaborated with Coleg Cymraeg on an environmental review for both organisations with a view to reducing our respective carbon footprints.

Business Goals and Plan (AC 1.2)
Mudiad Meithrin’s aim is to give every pre-school child in Wales the opportunity to benefit from early years experiences through the medium of Welsh. To ensure that an organisation meets its aims it should set specific goals with defined objectives setting out the actions to be taken. To be effective, goals need to be (i) Specific (ii) Measurable (iii) Achievable (iv) Relevant (v) Time-bound. These should be evaluated and reviewed regularly by leaders. Mudiad Meithrin set out our goals in the document Dewiniaith: A Vision for Mudiad Meithrin 2015-2025 which gave a breakdown if the organisation’s aims, goals, and objectives. To be effective, a document such as this needs to be cascaded to staff and communicated clearly and regularly. From time-to-time plans can change due to external influences (as discussed in AC 1.1) and that is fine, but for a plan to be amended, the original plan must have been understood and believed in, in the first instance. Often a fundamental failure of business plans is a failure to communicate it to staff. This leads to missing goals and objectives and leaves an organisation and staff without direction or motivation.
Managers can use the plan to set employee targets within their departments. However, research has shown that managers should be aware of the risks of offering incentives to employees as it can lead to “goal-fixation” which can have unintended negative consequences, which can include employees acting unethically to gain personal rewards.

Products, Services and Customers (AC 1.3)
Our customers for most of our activities are our member childcare settings and not the families of the children who attend the settings as commonly thought. Our role as an umbrella body is to provide services to support the settings and give them advice and guidance on a variety of issues such as appointing and training staff, preparing for Estyn and Care Inspectorate Wales inspections, promoting good practice, and ensuring high levels of Welsh language support.
However, we do have some projects that work directly with the families of young children. The first of these is Cymraeg i Blant / Welsh for Kids, which works with midwives to reach families of new-born babies. We offer sessions such as baby massage, baby yoga and singing which gives families a first taste of the Welsh language in many cases. We also run a project called Clwb Cwtsh alongside the National Centre for Learning Welsh in which we deliver an 8-week beginner Welsh course tailored for parents who don’t speak Welsh. Our subsidiary Cam wrth Gam is our National Training Programme offering qualifications for people who want to work in play and care settings. This is an extremely important part of Mudiad Meithrin’s work as without qualified staff there wouldn’t be enough practitioners in the sector to deliver the services our members provide to the children in their care. There is currently a shortage of staff in the sector which is a threat to our ability to hit our target of expanding the number of places available in Wales. Cam wrth Gam aim to tackle that shortage by offering the qualifications to adults and to students in schools across Wales through our school scheme.

Available Technologies (AC 1.4)
Every member of our workforce uses technology to assist their work to some extent. The use of e-mail, telephone and internet being the most widely used across the organisation. Software to assist learning and training has become easily accessible and our staff now have a much wider choice of course subjects available to them since the wider delivery of courses online since the pandemic. These subjects include menopause awareness, health and wellbeing and stress management. This method of delivery also gives us greater flexibility and reduces travel costs.
We are now using iTrent for our HR administration and record keeping. This has benefitted us greatly due to it speeding up our work. During its development we have collaborated with other similar organisations to help us learn from each other on using the software. This collaboration has led to useful connections being made. We have also been able to work more closely with our internal finance team to improve the way we work together by using the software. Other similar software is available for People Professionals which assists the way we operate and speeds our work.
This reliance on technology has raised some issues along the way. Firstly, some staff being more hesitant about using technology. These were more likely to be older members of staff. In 2019 the stats for people who had never used the internet showed that 94% of these people were aged 55 and over. We have provided more training to assist staff who were less confident using technology and their preparedness to use tech has greatly increased during the Covid-19 pandemic. Secondly, Wales’ geography sometimes makes internet connections unreliable in some areas, particularly for staff in rural areas, although over time we see that this picture is improving as providers and Welsh Government try to tackle ‘not-spots’, where there is a weaker internet connection. Finally, technology has allowed more staff to work from home, but recent research shows that many are finding it lonely being away from a busy office, which has a negative effect on their health and mental wellbeing. However, the benefit is that we are able to offer jobs on a more flexible location basis rather than depending on applicants from a particular geographic location i.e., near an office. This has widened our pool of potential applicants which will hopefully lead to a higher quality.

Organisation Culture (AC 2.1) 
An organisation’s culture derives from shared characteristics of individuals within the organisation. These characteristics include values, beliefs, norms, and perspectives. Values can refer to what we expect people’s attitude to be, and how we think people should behave within the organisation. Shared beliefs about the way we operate can make people think it’s worthwhile collaborating as others have a similar end goal to theirs. Whereas conflicting beliefs could create frustration and tension. 
A healthy culture can be beneficial to an organisation in many ways. Firstly, staff turnover is likely to be lower where there is a healthy culture, and it can attract high-quality applicants for positions as a company’s reputation builds. As staff’s work satisfaction is higher this can lead to better individual performance and ultimately growth for the company. Customers will also benefit from higher satisfaction levels which also builds a positive reputation. All of which shows why it is worthwhile for us to invest time in creating a healthy culture within Mudiad Meithrin.
Leaders can foster a healthy culture by leading from example, engaging with staff, and actively listening to feedback. Trust must be encouraged to grow between staff and leaders, but to protect this trust, leaders must not be seen to break the rules that they set or going against the expected behaviour themselves.

Our Impact Within the Organisation (AC 2.2) 
Organisations need to work as a cohesive system, and although there are different departments with their respective roles, the organisation are ultimately working together to achieve mutual goals. As discussed in AC 2.1, a healthy culture can impact on the effectiveness of this cohesiveness by encouraging collaboration, but the HR department can influence the way the organisation operates as a whole and support this cross-company interaction.
One way People Professionals can impact all workers is by ensuring that they receive adequate support from line managers. A recent study by Inpulse showed that staff are far more productive when they feel supported and trusted by their line managers. HR can play a part in ensuring that this is the case across the company by monitoring the support delivered by line managers, identifying when training is required, giving staff opportunities to give feedback, and noticing performance trends. A key element is to provide thorough induction to new line managers to ensure they are sufficiently skilled and informed to provide support to their departments. This also helps ensure that the support is uniform across departments.
A recent survey of business leaders showed that 62% of them saw HR’s role as mainly administrative. This is a problem for People Professionals, who also want to play a role in the strategic direction of the company. This highlights the need for the HR department to show that our work impacts on every part of the organisation and play a key role in fostering a healthy work culture. A key part of this is effective communication by making use if the technologies available to us (AC 1.4).

Planning and Managing Change (AC 3.1) 
When identifying whether organisational change is necessary, leaders should weigh up the forces working for and against the change, and how much influence each of these carries. They need to consider what is stopping the organisation from reaching its aims currently. What is the vision for the future? Will a change enable the organisation to better fulfil its aims? It takes time to plan change and sufficient time should be allowed to consider all the possible consequences and implications. Change will impact people and there will likely be resistance. The first step of Kotter’s 8-Step Change Model is to establish a sense of urgency. This will show that the company really wants the change and why it is needed. It also sets out why not changing would be a bad move. People could be made to realise what are the current threats of the current situation and what opportunities are opened by the change.
Managing change is necessary to know when to move on to the next step of a process. If sufficient opportunities have not be made possible for staff to have their say on any step, it will hamper the success of the step and make moving on to the next step less effective. An important thing to plan is engagement with stakeholders and ensuring sufficient dialog has been used. Consideration to the messaging is also part if the planning as this will need to be prepared and delivered in a consistent way. The messaging should refer to the aims and goals of the organisation as this is something shared by all stakeholders.

Our Part in Organisational Change (AC 3.2) 
People professionals can play roles at different parts of the change process. One role is to oversee the process, ensuring that the company is acting legally and following protocols and processes correctly. This allows HR to ensure that staff are given all the details they need and are given sufficient opportunities to have their say. HR could be responsible for arranging these opportunities. We could advise leaders on the way to proceed as experts in the field, while also being there for staff to contact for advice on ways to respond to change. We could suggest the need to appoint change leaders to drive change and who will deliver the planned messaging clearly and consistently. People Professionals ultimately need to be there to protect the company from acting wrongly and damaging the reputation of the company.
The role of record keeper is to document what is said and what done at different time during this busy process. This can be used to settle any disputes and ensures the company’s compliance with correct procedure.
As the desired result of change is improvement this must be monitored following the change to ensure that success is maintained, and that new practices are continued to be followed. HR can monitor to measure whether this is the case and whether performance has indeed improved because of the implemented change. If not monitored staff could slip back into doing things the familiar ways, thereby undoing the work of the change process.

Response to Organisational Change (AC 3.3) 
Change can lead to many changes to a member of staff’s personal situation. This could be a change of position, duties or even status. Another change can be to their financial position if their salary, work hours or cost allowances have altered. They may find that their situation is the same, or it has improved, or they are worse off.
People respond to change in a variety of ways and at different stages. This has been shown in Kubler-Ross’ Change Curve which shows that people experience shock and denial, anger, bargaining, depression and finally acceptance. A person who finds their self in a better or similar situation will naturally be more prepared to accept the change, where as a person might find themselves much worse off. How someone responds is heavily dependant on their personality and background. Recognising that some staff will inevitably need more support that others will allow an organisation to plan suitable support for the individual dependant on their needs. It is also necessary to be aware of the person’s personality to be able to offer them the correct support mechanism. The MBTI model identifies 16 personality types which will assist if adequate attention is paid to observe the person.
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