external influences  the organisations activites Ac 1.1  

According to research from Waite et al (2021) ‘Regularly scanning the business environment affords organizations the chance to stay ahead of changes that may impact their business and to plan for these’ (Pg7, PP to ref). To examine our external environment, we can use the PESTLE or SWOT analysis, by doing so we can understand the external factors that impact the NHS, allowing us to adapt quickly and respond sufficiently. PESTLE analyses the key factors at the Macro Level, being Political, Economic, Socio-Cultural, Technological, Legal, and Environmental. A major economic factor we are currently facing is the cost-of-living crisis which is causing nurses to strike nationwide following the NHS agenda for change pay announcement, where it was found nurses are 20% worse off compared to the last decade. According to Pat Cullen, Chief Executive of RCN ‘This is a defining moment in our history, and our fight will continue through strike action and beyond for as long as it takes to win justice for the nursing profession and our patients’ (RCN, 2022). As the NHS is publicly funded and we work in budgets we cannot be match competitive salaries that private health care companies offer so this outlines a huge risk for nurses leaving the NHS for better paid roles in private sector. This can also be seen as an Economic factor not only for the salaries not being increased in line with inflation but for the services we provide, as the UK face a financial crisis, NHS budgets are also being affected which then leads to waiting time for patients to be seen.  A Socio-Cultural factor for the NHS, is our ageing population, as our healthcare is improving the average age of the population is also increasing which is costly and is leading to higher demands for services adding more strain to the NHS. These are a few examples of how external influences can impact on Hywel Dda’s services, it is our responsibility to understand the External factors affecting our health board to inform strategy and sustain the organisations goals.
ORGANISATIONAL GOALS AND WHY IT IS IMPORTANT TO PLAN 
Without goals Hwyel Dda would lack direction and staff would not be motivated. The NHS outline our goals through our vision and values. Our vision being ‘We promote high quality health and care for all, and support NHS organisations to work in partnership to deliver better outcomes for our patients and communities, at the best possible value for taxpayers and to continuously improve the NHS. We are working to make the NHS an employer of excellence and to enable NHS patients to benefit from world-leading research, innovation and technology’ (England, no date) and our values are as follows:
· Working together for patients
· Respect and dignity
· Commitment to quality of care
· Compassion
· Improving lives
· Everyone counts
(The NHS values, 2022)
These goals are clear and provide NHS staff a sense of purpose and are motivating for our employees. It is important to plan to achieve these goals as there is a risk of not progressing or achieving goals or potentially progressing in the wrong direction Waite et al (2021). Planning gives the organisation and staff direction and drive. For these goals to be effective they need to be SMART, specific, measurable, achievable, relevant and time-bound an objective outlined by Waite et al (2021). Planning is vital as it will help identify potential problems allowing solutions to be made and make any adjustments on the way. Staff need to be aware of what is expected of them to achieve these goals and People Practice Policies should be provided containing clear guidance on standards for employees. Effective planning is essential for success and required regular check ins to ensure alignment with NHS goals. 
A discussion of the organisations products and/or services and main customer   

We do not have ‘main customers’ and we don’t have a target group, our service is available to everybody, therefore it is better suited to be named as service users. Services are available to everybody, so the demographic is huge. As highlighted in the NHS values ‘The NHS provides comprehensive service, available to all. Access to NHS services is based on clinical need, not an individual's ability to pay, the NHS aspires to the Highest standards of excellence and professionalism’ (The NHS values, 2022b). We are a complex organisation and are made up of many different systems, specialities and roles.  Each of these individual organisations provide the general public a wide range of services and support depending on their individual need. These services vary from urgent and immediate care to dental care and Mental Health. Our service is fully dependent on the need for the patient, and these are developed and adapted to each case and the main feature and or benefit of our service is for us to deliver the best possible outcome to patients. Although our clinical staff see our service users as customers there are many staff groups within the NHS such as Workforce and Education that do not work directly with patients and their ‘customer’ would be other employees.
What is meant by the organisational culture and why is it important to foster an appropriate and effective workplace Culture ac2.1

Waite et al (2021)  describes Organisational Culture as ‘Organisational culture is at the heart of an organisation. It reflects the traditions, purpose, beliefs and values that influence how it’s people behave. Culture is not just one-dimensional, but it is multifaced and dynamic, much like our personalities, and it impacted by the structure, values, leadership and people practice approaches in the organisation’. It is important to have good culture as it not only attracts new employees but retains existing staff and increases employee engagement which in hand increases productivity. A positive workplace culture begins from the organisation's values, our values shown in AC1.2. Waite et al (2021) found Charles Handy described organisational culture has a mix of 4 subcultural elements being power, team, person and role. A negative culture will have huge effects on how the employees feel both in and out of work and this can have detrimental effects on the organisation such as employees leaving for other jobs, low morale and reduced productivity, increased absences, which all leads to a greater risk of human error and the quality of patient care reducing. Although our values are a key point in fostering good culture, they are not the sole aspect. Cultural diversity is a necessity in people practice and it is important to focus on people's uniqueness and how everybody can help within the organisation, by listening to staff's views and using their knowledge and strengths to achieve organisational goals it will give people confidence and their contribution to the organisation will be greater. The role of people professionals in fostering a positive culture is to develop fairer policies, listen to employees, promoting NHS values and maintaining ethical practices and this can be managed at all stages of employment from recruitment to performance reviews.






A SHORT REVIEW OF DIFFERENT TECHNOLOGIES AVAILABLE TO PEOPLE PROFESSIONALS AND HOW THESE CAN BE, OR ARE, USED TO IMPROVE WORKING PRACTICES AND COLLABORATION
Klaus states ‘We stand on the brink of a technological revolution that will fundamentally alter the way we live, work, and relate to one another. In its scale, scope, and complexity, the transformation will be unlike anything humankind has experienced before’ (The Fourth Industrial Revolution: what it means and how to respond, 2020). Technology has a huge role in the people profession and how we work, from the recruitment process to learning management systems. Example we use in the Health board is the TRAC recruitment software which helps us list jobs, track applicants and Liase with candidates regarding the interviewing process. Another major technology we use is ESR, our internal Learning Management System that allows staff to undertake training suitable for their role. We also utilise video conferencing tools such as Teams and Zoom, these tools have also helped staff facilitate collaboration with other organisations and trusts to share knowledge. It has been hugely beneficial as it helped our workforce deliver services through the global pandemic and has also given us an extensive range of courses to offer staff. It also allows us to be more attractive as an employer and recruit wider as people can work remotely. Artificial intelligence is rapidly being used and is said to improve service and enhance productivity ‘Government agencies are utilizing AI-based SST at an accelerating rate, given its potential for improving work efficiency and user experience, reducing service costs, and relieving human workloads (Buell, Campbell, & Frei, 2010). Cloud automation is also being used throughout the health board to replace manual processing which improves practices and speeds up processing times, particularly in our administrative roles such as patient record keeping, allowing staff to concentrate on other tasks. Cooke (2016) outlines that automation free employees from mundane and repetitive tasks in their daily roles allowing them to focus and add value to other areas. Providing staff with up-to-date technology has allowed us to work more efficiently and deliver services effectively in our practices. 
HOW ORGANISATIONS ARE WHOLE SYSTEMS, IN WHICH DIFFERENT AREAS AN ASPECTS SUCH AS SRUCTURE, SYSTEMS AND CULTURE, ARE ALL INTER-RELATED, AND HOW PEOPLE PROFESSIONALS WORK AND ACTIONS COULD IMPACT ELSEWHERE IN THE ORGANISATION AC 2.2

Organisations are whole systems and are made up from many departments, functions, teams and cultures, these are all interrelated and don’t act independently. Organisational structure expounds how each role works within the organisation and what is expected from each aspect. Jackson (2022) explains the systems represent structures on which the company is configured and define how the business is made up, the hierarchy of reporting staff and how communication flows within the organisation. Waite et al (2021) refer to The McKinsey 7-S is a well-known model which looks at 7 elements in an organisation, these 7 elements are all relative and dependant on one another to allow organisations to be successful (McKinsey,2008). The 7 Elements are Structure, Systems, Style, Staff, Skills, Strategy and Shared values. The 7-S tool has been used in many organisations to help understand the success and how goals have been achieved.  People Professionals have a huge role to play in organisations and how they can help shape culture and the organisations climate. For example, the role of Human Resources can have on NHS recruitment and maintaining excellent relationships with our employees. Our learning and development department is another great example as they are responsible for people development. Waite et al (2021) highlights the importance of the organisation's ethos and approach to their people is down to the L&D strategy as this influences staff to continually develop in the profession which then has hug benefits to our service.

WHY IS IT IMPORTANT THAT ORGANISATIONAL CHANGE IS PLANNED AND EFFECTIVLY MANAGED AC 3.1   

We constantly need to be changing in the NHS as the field we work in is constantly changing and out procedures need to be kept up to date. We plan for what changes are needed using the PESTLE or SWOT analysis tools. It is important for us to plan for change as it helps both our staff and line managers engage in implementing new initiatives to improve our service and reach or organisation goals as discussed in 1.2. As people professionals we are the gatekeepers to our goals, and it is vital that we fully understand the purpose for planning to ensure change is effective, we are responsible to lead and support change by engaging staff through changes in our leadership and communication, ensuring they are fully understood by employees. It is also important that we are helping employees to accept and implement change. Change can be triggered in many ways such as technology advancement or new processes being implemented. Waite et all (2021) refers to Kindler (1957) who defines change in two formats Incremental and Transformational. Incremental being smaller steps building on previous organisational changes creating continual change and transformational where you complete break away from past procedure and policy, creating a ‘new paradigm’. Change needs to be managed and well planned to be successfully implemented in the organisation and it will help us achieve our organisational goals. If change is not managed well, it can have negative impact on the organisation culture such as low morale and stress levels increasing. Waite et al (2021) highlights the more organisations are aware of changes and their implications the more likely we are to manage them efficiently. We also need to consider who and what will be impacted.
 
THE NATURE AND IMPORTANCE OF DIFFERENT ROLES THAT CAN BE PLAYED BY PEOPLE PRACICE PROFFESSIONALS, IN RELATION TO CHANGE AGENDAS. YOU MIGHT CONSIDER ROLES SUCH AS: GATEKEEPER, CHAMPION, FACILITATOR, CRITICAL FRIEND OR RECORD KEEPER AC 3.2
There are many roles within people profession that play a key role in facilitating change in Hywel Dda and it is important to note that although a particular person is responsible for change it is key that we work together to implement said change and for us to working in a productive environment. For example, within the recruitment team HR would be the gatekeepers working on the front line and should be working to create an equitable work environment for employees ensuring there is inclusion, fairness and ensuring Hywel Dda is acting legally as an organisation. We then have record keeping which would sit under our administration roles who are responsible for the safe keeping of patient records and key organisational documents, all are vital for Hywel Dda to operate efficiently. Examples of the facilitator would be our line managers who play an important role of guiding their team and provide clear instruction and direction on their duties. 




HOW ORGANISATIONAL CHANGE CAN IMPACT PEOPLE IN DIFFERENT WAYS, SUCH AS CHANGING THEIR ROLE OR STATUS OR FINANICAL SITUATION, AND THE DIFFERENT WAYS PEOPLE MAY RESPOND TO CHANGE AC 3.3   

Change impacts people in different ways, we are all individuals and will respond to change in different ways. Some employees will be able to adapt to new procedures and changes quicker than others, and generally be more open to organisational changes. While others will be more resistant to change and need more time, so it will be more of a challenge for them to adapt to new situations and this will hinge on the individual's personality and previous experiences. Owen (2022) Highlights the way people deal with change will strengthen or weaken the team, directly affecting the efficiency of the team. Kubler-Ross's theory on the impact of change is popular, called the ‘Curve Change’. The Curve shows the series of responses people go through when change occurs, firstly with shock and denial, this can occur especially when change is not predicted. Then anger, bargaining and depression set in and finally accepting of the change. Owen (2022) explains that an individual's anger towards change will be intimidating to other employees causing them to also have anxiety and stress, also the anger can often lead to the employee purposely disrupting the change from being implemented. George (2021) highlights that people will resist change as they are shocked and see change as inconvenient or losing control. It is clear change can negatively impact employees and can create fear in losing jobs, causing mental and physical health problems. However, some employees thrive off change and their productivity and motivation will increase in their role to be recognized for future promotions (Change Management | Factsheets, no date). 
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