1. 

Using the new CIPD profession map, my manager and myself assessed my development needs against the core knowledge area ‘change’. Due to the Covid-19 outbreak this year I have been able to gain a lot of experience in managing change. Even though CDA Care is a domiciliary care provider and has had to carry on as normal as possible during the pandemic, we have had to adapt policies and procedures to allow office staff to be able to work from home. I have also been involved in adapting the induction and on boarding process due to social distancing rules. 

During the discussion it was agreed that I have a good level of understanding in the following areas:

· How to carry out a SWOT and PESTLE analysis and be able to use data to create a case for change 
· Good knowledge of different change management approaches and the advantages and disadvantages of the different styles
· How to explain why change is happening. Since completing the assignment for ‘understanding the management of change’ I now also have a good understanding of basic models for how people experience change
· The levers that can be used to enable change within an organisation

However, I have not had much experience in the following two areas, therefore these are 

· How to conduct skills or capability audits and gap analyses in your area of work
· How to plan and deliver a project, including goals, milestones, resources, risks, costs and interdependencies 

Capability audits and gap analyses is something that is quite new to me. I have previously taken part in planning for change but these plans did not involve any aspect of cost or interdependency. 














2. 

In order to improve the induction and on boarding process at CDA Care, myself and the management team have made the decision to implement a ‘buddy system’. Currently, new support workers joining the organisation attend a four-day induction training programme before commencing work in the community. Whilst obtaining feedback from employees about their on boarding experience it came to light that many felt unprepared and weren’t confident enough to carry out certain tasks on their own.  The new buddy system will add in an additional stage to the induction process, where new employees will work with experienced staff members in the community, after completing in-class training and before lone working. Although there are many benefits to this new approach, it also comes with a few implications. I have discussed the following implications with my line manager:

Extra cost to the business – each appointed ‘buddy’ will earn an incentive on top of their normal hourly rate, although it is currently undecided how much this will be.

Planning – thorough planning will need to take place, this is time consuming but is essential. 

We need to sell the idea to existing employees  - for this plan to be successful it is essential that existing staff members are on-board with this idea. This approach provides lots of new opportunities for staff eager to develop in their career, as well as gaining the extra incentive. 

Communicating the plan – the plan needs to be communicated clearly along with details such as: the criteria for appointing buddy’s, pay incentive, whether it is permanent or on a trial basis to begin with, how often they will be expected to train new staff members, what the expectations are, and when the system will commence. 

Inconsistency in training – appointed buddy’s will need to attend additional training before commencing their new role to ensure their skills and knowledge are up to date.  This will avoid incorrect information being passed on and will hopefully avoid inconsistency in training aspects in the community. To help with this, a checklist/plan will be created for each buddy to follow to ensure they have covered all essential aspects. 

The need to measure and assess the impact – once the system is in place it will require a lot of time from management to assess the outcome and decide whether the system is having a positive or negative impact. We will need to gather feedback from employees (existing and new), and assess attrition rates. We could also gain feedback from service users to find out whether they feel their level of care has improved since introducing the buddy system.

Restrictions due to Covid-19 – due to social distancing rules it may not be possible to implement this system yet, it’s likely that we will have to wait until the Covid-19 vaccines have been made available to our staff members and service users

Deciding how much ‘buddying’ a new staff member requires – depending on the previous experience of new employees joining the business, some may require one shift with a buddy whilst others may require five. This would probably need to be decided on each individual basis during the recruitment process which makes it harder to plan in advance. 





			Strengths
	Weaknesses

	· New staff members will be able to gain first hand experience as part of their induction training
· New recruits will be able to meet the majority of their service users before having to work by themselves 
· Less risk of accidents / incidents in the future 
· Any skills or knowledge gaps will be identified at an early stage 
· Competitive advantage 
· Increase job satisfaction 
	· Different ‘buddy’s’ may train differently causing inconsistency 
· Different employees will require different amounts of ‘buddying’ shifts
· Currently restricted due to Covid-19 social distancing rules



	Opportunities
	Threats

	· Will attract new employees when advertising for staff 
· Offers development opportunities for existing staff 
· CDA Care will be one of the first care providers in Wales to adopt this approach 
	· Extra cost to the business (due to paying ‘buddy’s an incentive to train new staff)

















3. 

[bookmark: _GoBack]I developed a communications strategy for the change mentioned above, the ‘buddy system’ and discussed this with my line manager. We agreed that the audience of the communication are all employees of CDA Care Limited, all service users, and stakeholders. It’s important that service users are made aware of the change as this will have an impact on them, it may mean that they see additional support workers who are being trained on the job. Therefore, we need to gain their feedback to ensure that they are comfortable with this. We need to make it clear to staff and service users that it’s unlikely this change will be taking place in the near future due to Covid-19 restrictions. 

We recognise the importance of clearly communicating this plan to employees, and will ensure that employees are aware of the development opportunities this presents for them. It may be beneficial to produce a power point, which includes all relevant details to be presented to employees within a team meeting. At the end of the team meeting all employees will be given the opportunity to ask questions, discuss any concerns they may have, and even put forward new ideas to improve the system. Once the plans are finalised, we will be able to include the buddy system within our job advertisements on Indeed and social media platforms. 

Feedback will also be gained by issuing surveys to employees and service users. Adaptations can be made required, and will again be communicated so that everyone is kept up to date with any further changes.  






Communications strategy 

	Company profile
	CDA Care Limited is a domiciliary care provider and employs approximately 150 staff members. The 150 staff members are made up of support workers, senior support workers, support coordinators, team leaders, registered managers, and administration staff (including HR and payroll).

	Issue
	CDA Care has made the decision to implement a ‘buddy system’ as an extra training requirement for new staff members joining the business. 

	Research
	Feedback from existing employees has identified the fact that many staff did not feel ready to lone work after completing an in-class five-day induction training programme. Due to the nature of the work it is difficult to make new employees aware of what their role is going to be like, which is why on the job training in the community seems like the best way to offer first-hand experience. 

	Communications objectives
	· Ensure staff are aware of the opportunities this presents for them 
· How ‘buddy’s’ will be appointed 
· The reasons why this will benefit the organisation 
· Pay incentive 
· What the expectations are 
· When the change will take place 

	Audiences 
	· All employees
· Service users
· Stakeholders such as local authorities, care inspectorate wales, social care wales 

	Tactics / channels 
	· Employees will be made aware during team meetings 
· Service users will be informed via letter 
· Stakeholders will be informed via email or letter
· Job advertisements – once plans are finalised this will be advertised on Indeed and social media platforms 

	Risks
	Although there are many benefits for staff with this approach, some may resist to the change. 

Until the Covid-19 vaccine has been made available service users may be reluctant to allow additional staff members to enter their homes. 

	Measurement 
	During the employee team meetings all employees will be given the opportunity to put forward their thoughts about this new process. 

Service users will be able to express any concerns they may have to the registered manager 

Surveys will be conducted. 


	Review
	Adaptions can be made where necessary, depending on employee, service user, and stakeholder feedback. 
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