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Personal Statement 1
Contributing to the delivery of performance management activities within the organisation.

1.1		Performance Management Policy
The Performance Appraisal and Personal Development Plan (PADR) Policy (Hywel Dda, 2021a) outlines the process for ensuring that staff have clear performance objectives with agreed development plans.

The PADR policy covers the process, documentation and meeting requirements ‘to ensure a competent workforce who are developed and supported to realise their full potential.’

Underpinning the policy are five principles:
· A commitment to lifelong learning through, continuous personal and professional development; 
· Learning, training and development is responsive to organisational need; 
· Development needs are identified and agreed in partnership between the member of staff and their manager;
· Equal opportunity and access to learning and development opportunities, and;
· A consistent and fair approach to funding learning and development.

The policy is explicit in defining the role and responsibilities of each party involved in the process, from the management of the policy, ensuring deployment across Directorates, dissemination to managers, delivery and participation.

1.2		Links to other information sources and legislation
Alongside the PADR Policy, there are several other additional policies that need to be considered as part of the performance management process including:
· Equality and Diversity
· All Wales Capability
· All Wales Grievance
· Learning and Development
· All Wales Pay Progression
· Data Protection Act

In developing the Policy, the Health Board conducted an Equality Impact Assessment (Hywel Dda, 2019) to assure itself that the policy would have no adverse impact on any groups or individuals with protected characteristics (Equality Act 2010, c4).

The policy also references the Health Board’s responsibilities in terms of the Data Protection Act 2018 and ensuring that all documents relating to identifiable individuals are treated as confidential.

1.3		Performance Management activities
The PADR Policy sets out the activities that are required to be undertaken as part of the performance process. Managers are supported to deliver these activities via a suite of guidance documents and forms (Evidence 1.1)

The performance management process is based on an ongoing cycle of learning (Armstrong, 2006):
· Reviewing how individuals are performing against the requirements of their role and identifying any development needs;
· Agreeing a Personal Development Plan, detailing the learning and development to take place within an agreed timeframe, and the date of the next review;
· Undertaking the learning and development identified, and;
· Evaluating the learning and development and reflecting on how it has been applied to work. 

The policy sets out the requirement for staff to have at least one annual performance appraisal development review.

1.4		Documentation
There are two separate PADR forms in use within the Health Board; one for those with no staff management responsibilities (‘Core’ PADR form) and one for those in a staff management role (‘Leadership and Management’ PADR form). Both forms can be found in the PADR Policy.

The ‘PADR Appraiser Guidance’ (Evidence 1.2) sets out the additional evidence required for those in a staff management role. These focus on staff management objectives such as regular team 1:1s and the active promotion of health and well-being amongst staff.

The Health Board has provided guidance and checklist for both appraisees and appraisers aimed to support them through the process by providing guidance on how to complete the documentation as well as how to prepare and what to expect from the conversation (Evidence 1.2, 1.3, 1.4 and 1.5)

Guidance is also available to staff to help them prepare for their appraisal with their manager. 

1.5		Objective setting
Stage one of the PADR process involves the setting of objectives at three levels:
· Service – how the staff member will contribute to the organisation’s objectives;
· Team – how the staff member will contribute to team objectives, and;
· Personal – what the staff member is expected to do in the next year.

Every member of staff has 2 core objectives. These are to: 
· Complete all mandatory training, and;
· Engage with and complete an annual PADR.

Staff are encouraged to set no more than eight SMART objectives (Mindtools, 2021) that also align to the organisational values (Evidence 1.2). In line with one of the five principles outlined above, objectives should be agreed in partnership between the staff member and their line manager.

1.6		Personal Development Plan
Stage two of the PADR process involves the agreement of a Personal Development Plan with the staff member which details the learning and development requirements and an agreed timeframe in which to complete these. 

Managers have access to a Personal Development Plan template to complete with the member of staff to capture the value of any learning and development undertaken in terms of expected impact on effective delivery the role and the expected outcome (Evidence 1.6).

The Health Board requires all staff to complete Mandatory Training before they can undertake any further training or development opportunities.

1.7		Dealing with under-performance 
The policy sets out the responsibilities of managers to ensure that the Health Board process is followed when dealing with performance issues; this process is set out in the Health Board’s Capability Policy and Procedure (Hywel Dda, 2021b, pp8-10).

This procedure provides guidance to managers on the approach to dealing with capability issues:
· Informal stage - discussion to take place between the employee and line manager as part of day-to-day management to help to clarify the expected performance standards, identify any areas of concern, establish the causes of poor performance, identify any training needs and set targets and timescales for improvement. This approach aligns with ACAS guidance (n.d.)  to investigate the reasons for under-performance before deciding on the next step to take.
· Formal stage - if the informal discussion does not result in a satisfactory improvement an assessment will be undertaken to decide if there are grounds for taking action through a formal capability hearing.
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Evidence for Personal Statement 1

Evidence 1.1	PADR Forms and Supporting Information
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Evidence 1.2	PADR Guidance for Appraisers
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Evidence 1.3	Checklist for Appraisers
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Evidence 1.4	Guidance for Appraisees
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Evidence 1.5	Checklist for Appraisees
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Evidence 1.6	Personal Development Plan template
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Personal Statement 2
Supporting line managers to deliver performance management activities within the organisation

2.1	Analysis of support required for managers in my organisation
Within the organisation, performance management sits within the Organisational Development pillar and is managed by a ‘Culture and Workforce Experience’ team, with leads at strategic, management and operational levels. It is this team that managers are signposted to for advice and support on performance management activities.

Line managers have responsibility for the day to day performance management of their team (Taylor, 2016, p211) including;
· setting individual and team objectives;
· measuring performance;
· providing feedback;
· recognising and acting on training and development needs, and;
· managing under-performance. 
Hutchinson (2013, p123) 

To support managers with the process, the organisation offers PADR training to managers (Evidence 2.1). Due to COVID restrictions training is currently being delivered virtually. As well as being available as stand-alone sessions, PADR training is offered as part of a range of other internal management courses. PADR training includes
· Definition of performance management and it’s benefits
· When the PADR should take place
· The managers role in performance management. 
· Setting SMART (CIPD, 2020) objectives
· Personal Development Plan

Whilst the Health Board policy, guidance documents and training go a long way to support to line managers with performance management activities, managers would benefit from further guidance on some aspects contained in the policy.

a. The PADR Policy (Hywel Dda, 2021, p6) sets out the requirement for managers to collate Personal Development Plans into a departmental training plan and to submit to the Learning and Development Department via the Training Needs Analysis process. This will ensure that the Learning and Development Department can develop an Organisational Training Plan to support a fair and robust response to training requests. However, there is no link to this process in the policy, and despite searching the intranet, I have been unable to find any evidence of the Training Needs Analysis process.
b. The policy (p6) also refers to the availability of a guidance booklet for managers and staff explaining the process and providing a clear explanation of the process and associated documentation. Again, I have been unable to find any evidence of the guidance document on the intranet. On enquiry, I understand that the policy is currently under review, pending approval (Evidence 2.2).

2.2	Experience of performance management activities as a line manager
I was fortunate to undertake PADR training face to face as part of the Manager’s Passport course attended during the period December 2019 to February 2020 (Evidence 2.3). This training enabled me to effectively undertake PADRs with members of my own team (Evidence 2.4 / 2.5). Evidence 2.5 demonstrates the application of learning as a result of the PADR training undertaken - objectives are Specific, Measurable, Achievable, Relevant, and Time-bound – or ‘SMART’ (CIPD, 2020). 

Armstrong (2006, p17) describes performance management as a process of ‘plan, act, monitor and review’. IAs a result of the pandemic, the team were informally deployed to support Workforce in the mass recruitment of staff. As a result, objectives quickly became outdated. I felt that it was important to update objectives to reflect progress to date and to include the additional tasks that the team had achieved and therefore undertook a review of objectives with each individual in May 2020 (Evidence 2.6).

I have achieved 100% compliance with the PADR process and mandatory training within my team. (Evidence 2.7)

2.3	Providing advice to other line managers
Whilst not directly responsible for Performance Management advice to managers, I am often approached for various advice on HR matters from former colleagues outside of the Directorate. For example, an ex-colleague who has recently moved to a new job with line management responsibilities sought my advice on the PADR process. I was able to provide relevant advice which led him to set up PADRs with the new team. (Evidence 2.8)

2.4	Supporting a new approach to performance management in the organisation
During the period September 2020 to June 2021, I project managed the development of a new strategic approach to performance management across the organisation, known as ‘Improving Together’. (Evidence 2.9) The aim of Improving Together was to implement a wide-ranging strategic improvement approach, including quality and performance, which is clear on expectations and accountability arrangements from Board level to all teams.

Improving Together is based on Kaizen principles (Kaizen Institute, n.d.) of continuous improvement involving everyone in the organisation. The first step of Improving Together is to set the vision and measures for success at a strategic level. Team and individual objectives are then aligned to the strategic goal creating a ‘golden thread’ (BusinessBalls, 2020) through the organisation.

To understand managers thoughts and feelings about the current performance management system, I considered the most recent staff survey results and presented these to the Steering Group as part of a desktop baseline assessment (Evidence 2.10).  This informed the development of the Improving Together framework. Whilst I am not longer involved in this project due to a change in role, progress has continued and ‘Improving Together’ will be formally launched later in the Autumn.
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Evidence for Personal Statement 2

Evidence 2.1 - Email offering Performance Management / PADR training for managers
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Evidence 2.2 – Email confirmation that the PADR policy is under review
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Evidence 2.3 – Email confirmation of attendance at Managers Passport course at which PADR / Performance training was delivered
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Evidence 2.4 – Email to team members signposting to PADR supporting documents prior to PADR
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Evidence 2.5 – extracts of completed PADR
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Evidence 2.6 – Review of objectives during pandemic
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Evidence 2.7 – current team PADR and training compliance
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Evidence 2.8 – Email from a line manager seeking advice on PADR process
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Evidence 2.9 – Evidence of preparation of documents for the ‘Improving Together’ programme
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Evidence 2.10 – email and presentation slide on baseline assessment of current position 
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Personal Statement 3
Assessing the impact of performance management activities on organisational performance and recommendations for enhancement.

3.1	An assessment of the organisation’s approach to High Performance Working
High Performance Working (HPW) is a collection of human resource policies and practices that, when complementary, support an organisation to achieve improved performance, often referred to as a ‘bundle’ (Taylor, 2016, p199). Marchington et al (2016, pp56 - 70) summarise the key elements of the bundle as:

· Job security and development opportunities;
· Robust recruitment and selection processes;
· Investment in professional and personal training and development activities;
· Effective communication and employee engagement;
· Teamworking;
· A fair and equal pay system that rewards performance; 
· A performance management system that aligns individual performance to organisational performance;
· Standardised terms and conditions, and;
· A better work-life balance for all employees.

Other factors suggested by Taylor (2016, p199) include internal promotion, a just grievance process without fear of reprisal and flexible working opportunities.

Hywel Dda University Health Board support HPW through a suite of employee policies and written control documents; some are local to the Health Board, others are All Wales policies (Hywel Dda, 2021a). Some examples of the policies in effect that support HPW include:

· Performance Appraisal and Personal Development Policy – supports staff to develop through the setting of clear performance objectives and an agreed development plan.
· The PADR process aligns closely with the All Wales Pay Progression Policy that aims to provide a framework for linking pay progression with performance rather than time served in a role. The NHS Terms and Conditions Handbook (NHS Employers, 2021) sets out that ‘pay progression is conditional upon individuals demonstrating that they have the requisite knowledge and skills/competencies for their role and that they have demonstrated the required level of performance and delivery during the review period’.
· Learning and Development Policy – aims to ensure an equitable and fair system to support access to personal and professional development to all staff to allow them to reach their full potential within their role. The Health Board have agreed a planning objective to support the delivery of equitable access to training (Evidence 3.1)
· Secondment Policy – offers opportunities for staff to develop and progression whilst helping the organisation to address a short-term need to cover a post. It also facilitates the transfer of learning from one department or organisation to another and is considered valuable for both employee and the organisation (CIPD, 2021a).
· Respect and Resolution Policy – aims to resolve employee requests fairly, constructively and without unreasonable delay. This policy recognises the importance of a positive working environment and the impact on performance and productivity (CIPD, 2020)
· Work/Life balance flexible working policy – the policy describes three types of flexible working: number of hours worked; times in which the work is undertaken and place of work. Flexible working has advantages for both employer (increased productivity, retention and recruitment) and for employee (well-being, financial savings and job satisfaction) (Croner, 2019)

3.2	Impact of HPW on performance in Hywel Dda University Health Board
My assessment of Hywel Dda’s performance management activities and complementary policies and approaches that span all aspects of employee management lead me to conclude that the organisation shows a commitment to High Performance Working. In terms of the impact on performance, COVID 19 has significantly impacted on the organisation’s ability to meet the Welsh Government’s performance targets (NHS Wales, 2020-21) for essential services (Hywel Dda, 2021b). However, during 2020/21, the Welsh Government reduced the Health Board’s escalated performance monitoring status from ‘targeted intervention’ to ‘enhanced monitoring’, in recognition of continued improved performance (Hywel Dda, 2021b, p89).

As discussed in section 2.4, the organisation has committed to a new approach to performance management to deliver two Strategic Objectives – ‘Working together to be the best we can be’ and ‘Striving to deliver and develop excellent services’. This new framework will align each member of staff towards a long-term vision; having a shared vision is one of the key principles of a high-preforming team (Alimo-Metcalfe and Alban-Metcalfe, 2018). 

3.3	Impact of the pandemic on performance activities
The current PADR policy does not reflect the impact of the pandemic and, following discussion with my line manager (Evidence 3.2), I have identified several key areas that the Health Board will need to consider as changes to working practices become more embedded into our working lives. These may include:
· Pre-pandemic, staff were used to working in traditional ways i.e. co-located in the workplace, working in well-established organisation systems and cultures. With the likely continuation of home working, McKendrick (2020) refers to research that suggests that ‘the process of innovation needs rethinking’. 
· The impact on working from home on productivity and efficiency. Can working from home put individuals more risk of making mistakes due to a loss of concentration as a result of exposure to more non work-related interruptions at home e.g. caring responsibilities, deliveries? Or, does working from home increase productivity as staff are experiencing less interruption than they might in the office (NI Business Info, n.d.).
· Whether working from home provides less opportunity for staff to have direct access to line managers, putting more junior staff at risk of making isolated decisions due to their reluctance in disturbing their line manager to seek advice. 
· With more flexible working, should consideration be given to what we are measuring progress against –i.e. a move away from measuring inputs and more a focus on outputs (Powell, 2021).
· How overall well-being impacts performance when people are not always on site. Health and well-being are critical to engagement and performance and help to ‘prevent stress and create positive working environments where individuals and organisations can thrive’ (CIPD, 2021b).

3.4	Recommendations
Based on my assessment of performance activities in Hywel Dda Health Board, my recommendations for further development are:
· Reflecting on 2.1 above, and given the recent restructuring of the Directorate, issue a communication to staff that inform them of the current review of the PADR Policy and a provide a contact for any queries.
· With the move to more home working, consider how objectives can reflect performance in terms of innovation to ensure the same standard of drive and innovation is maintained as that in pre-pandemic days. 
· Consider how objectives can reflect performance in terms of how teams are kept motivated, engaged and managed remotely.

3.5	Conclusion
I have shared my observations with the Health Board operational lead for Performance Management and have received a comprehensive response to these (Evidence 3.3).
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Evidence 3.1 – Learning and Development Plan on a Page
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Evidence 3.2 – Notes of discussion with line manager
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Evidence 3.3 – Email to Culture and Workforce Experience Manager with recommendations and response
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What are my PERSONAL objectives for the next year (Max 8 objectives)? Use
SMART Guidance (Appendix 3). How do they relate to the Organisational
Values? (click here Values and Behaviours Framework Staff Information Booklet for
further quidance)

Putting People at
the heart of
everything we do

Working together Striving to
to be the best we Develop & deliver

can be excellent services

Core & Leadership PADR
There are 2 core objectives for all staff:
1 Complete all mandatory training
2 Engage with & complete yearly PADR

In addition to your core objectives you should agree your personal objectives with
your appraiser, ie:

« What is the staff member required to do for the next year? Their objectives
should relate to the 3 Organisation Values and should be specific, measurable,
achievable, realistic, timed (SMART) (Appendix 3)

« How will they promote Health & well-being within their team or the wider
organisation? click here Health Promotion and Advice

« Think about their personal development objectives for the next year
and how you can support them to meet their objectives.

+ Have you explained the Turnaround Programme to your staff member. Are the
team able to offer any ideas for saving money and improve efficiency

Leadership/Management PADR only
There are 5 core objectives for all managers with staff responsibility, plus up to 10
individual objectives;
There are 5 core objectives for all staff managers;
1. Ensure your staff members complete mandatory training updates within the
year.
2. Undertake regular 1-2-1's and complete PADR with your team (see PADR
appendix 5).
5. Manage sickness absence in accordance with the All Wales Managing
Attendance at Work Policy
4. Undertaken regular Team Brief with your team.
5. Have you actively promoted staff health & well-being
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Preparation
Have you approached your staff member to arrange a fime and place thatis
convenient for both of you?

Have you given your team member an appraisal pack incuding;
+ Blank PADR form o complete

+ Guidance notes and checkis o help with their preparation.
+ Acopy of last year's review.
Have you reviewed last year's PADR and any agreed objectives

tmay be useful o be aware of te following documents: job descriptions,
study leave policy, pay progression guidance

Use the PADR Guidance for Appraisers fo prepare for an outiine of your
conversation

1fyou are a nurse manager have you had sight o the saff members nursing
portolio (1 week prior o the review)

The Conversation
‘Your main job i to listen and ask a few questons, so prepare yourselfto
aciively lisien! You may find i useful o use the OSCAR coaching method
Ensure that allobjectves follow the SMART principle (see PADR appendix 3)

Be honest and open with each other. Acknowledge and praise the saff
member for any achievementsisuccesses.

Discuss any areas for improvementdevelopment

B confident that both you and your team member understand what wil
happen next

‘Agree a review date —this s likely o be vithin & months. This wil help ensure:
progrss towards the objectives and provide any 2-vay feedback

‘Agree the date of the next PADR — tis should be 11-12 months from the date
ofthe PADR

Recording
The date of the PADR on ESR (See appendi 4)
Ensure that both of you have a copy of the completed PADR form

0 o0 @

(==

00 0 @B @B BEOO




image5.png
L0 GIG | bwrdd techys prifysgol

Fywel D

R NHS | Ui esinsoma

PERFORMANCE APPRAISAL DEVELOPMENT REVIEW
GUIDANCE FOR APPRAISEES

To be used by appraisees for Core and Leadership PADR's

My Details / My Appraiser’s Details

My Name: My Job Title:
Department: County:

Review Period Start Date: Review Period End Date
Appraiser Name: Appraiser Job Title

Date My Pay Number:

Personal Objectives Review — to be completed by the appraisee during the
discussion

2) What have been the successes for me this year?

Have you schieved the objectives agreed at your last review? What has gone well since
your last review? Be s specific a5 you can!
For example;
+ A learning or development opportunity that you have been able to apply to your
role.
+ A specific job or issue that went really well and that you learnt from.
+ Involvemént in a project or activity outside your normal role that has developed you
25 3 person, or provided skills that you can transfer to your role.
+ Achievements which have been highlighted in your ongoing 1-2-1? (see PADR
appendix 5)

5] Vihat have been the challenges for me this year?

Have you had difficulty achieving your agreed objectives from your last review? What have
you learnt during the last 12 months about yourself, others and your work?
For example.

+ Any new changes you are unsure about.

+ Equipment or procedures you'd like to feel more confident with.

+_any difficult situations that you would like to have dealt with differently.
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Vour manager willdscuss the eam objecsives and how they relate o you and your role

WiSTare my PERSONAL objactives or e next year (Fax 8 objectives]? Use
SMART Guidance (Appendix 3). How do they relate to the Organisational Values?

et pere ot arther uidance)
Working together strving to putting people a the
e e oot e beveos & et everyning e

Core & Leadership PADR
There are 2 core obiecives for il cof

T Cormpise sl mandacory waning

2 Engage with & complaa yearly PADR

i addion o your coe objectves you should agree your personal objct

L Wrat ae you reqied o do o your o forthe nes yes? Your bjecves shoud
refat tothe 3 Organisation Values and should be spetifc, messurable, schievable,

reaisic, smed (SNART) (Appendic 3)

Think about your personal development objactives for che next year

How are you going o achiee them?

When are you going o achieve them?

How will you know when you have achived them?

Fow uill you gromote heakh & well-being wichn your team or the wider

organisatin? ok hre Hesith Promtion s Aot

. Hae your mansger explined the Turmaround Programme to you? Are you able o

offer any ideas to save money and improve effciency

s wich your
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1
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PERFORMANCE APPRAISAL DEVELOPMENT REVIEW (PADR) |

CHECKLIST FOR APPRAISEES

a) Has your line manager approached you to arange a time and place that

b)

o

@

a

b)

o

a

Preparation

is convenient for both of you?

Have you received an appraisal pack including;

+ Blank PADR form to complete (you can choose whether you retum
this to your manager before the meeting or bring it with you)

+ Guidance notes and checklist to help with preparation.

+ Acopy of last years review.

To get the most from your conversation please take some time to

prepare and think about your development objectves. If there is

anything you are unsure of, please contact your line manager

If applicable have you fowarded your professional portfolio to your
appraiser (1 week before the review)

The Conversation

Itis your conversation about you — your past, present and future. To
make the most of i, engage fully in the process

Be prepared o do most of the talking. Your manager should be
predominantly asking you questions and listening

Be honest vith each other as this vil help the leaming. Acknowledge
wihat has gone well and vhat you've leamt. Help each other to get the
best from yourself at work

Enjoy it it's your dedicated time!
Recording
Make sure that one of you is recording the conversation 5o that you are

both clear about what you need to do folloving your PADR and for the
coming year.

0 @@ @

o

a

a
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PERSONAL DEVELOPMENT PLAN PROFORMA

Before any additional development is undertaken the member of staff MUST have attained their minimum mandatory training

PERSONAL
DEVELOPMENT NEED
IDENTIFIED

(PLEASE CROSS
REFERENCE WITH WORK
OBJECTIVE/ROLE)

IMPACT UPON
EFFECTIVE
DELIVERY OF ROLE

DEVELOPMENT/
TRAINING AGREED
INCLUDING
TIMESCALE

FUNDING OR STUDY
LEAVE AGREED

(PLEASE NOTE SOURCE OF
FUNDING AND TRAINING
INSTITUTION IF EXTERNAL)

EXPECTED OUTOME
FROM THE
INVESTMENT IN
DEVELOPMENT

EVALUATION FOLLOWING
ATTENDANCE/DEVELOPMENT

( PLEASE NOTE HOW YOU WILL
SPECIFICALLY EVALUATE THE RETURN
ON THE INVESTMENT IN DEVELOPMENT)





image9.png
Hywel Dda Heddiw Today - Medi 7 September 2021

e Global Emails (Hywel Dda UHB - Organisational wide e-mails)
To

NHS Wales 7 Year Retention Policy (7 years

07/09/2028

CYSYLLTWCH A:|
SUBJECT: IPerformance Management/PADR Training
PWNC:
MESSAGE: f you have MS Teams video access and would like to attend the workshop for Performance
NEGES: [Management/ PADR Training please complete the following form
[Performance Management/ PADR Training (Edit) Microsoft Forms (office.com!
‘ou will be added to the waiting list and invited to attend the next available session. The workshops
ill be delivered twice a month.
CONTACT:
CYSYLLTWCH A: [Culture and Workforce Team Experience Assistant
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RE: PADR lead

< v
_Cul(uve & Workforce Experience Manager) O Reply O ReplyAl | > Forward

To © Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) Thu 02/09/2021 10:5

Ret NHS Wales 7 Year Retention Polcy (7 years) e 02/09/2028
@ You replied o this message on 02/09/2021 1128,

Hiya Sharon,

The policy is currently under review & is with Kim Warlow for approval. The guidance referred to is no longer valid because it's been updated to the new forms & guidance. This is the link to all the current
forms & guidance. Let me know if you need anything else.

Cofion cynnes/Kind regards

Rheolwr Profiad Diwylliant a'r Gweithlu/Culture & Workforce Experience Manager
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MPP P9 Managing People Slides

«
Hywel Dda UHB - W&LOD staff experience) O Reply | © RepyAl
To Sharon Richards (Hywel Dda UHB - Principal Project Manager):
[Dda UHB- Midwife); +11 others
'NHS Woles 1 Year Retention Poiiy (/ years) Pies 20/01/2027

Employment Policies April 2019.pdf o MPP Change Management -participants copy.pdf MPP Managing People Day 3.pdf .
2M8 811K8 3MB

MPP PADR & Performance April 2019.pdf . MPP session JAN 2020 Person Centred Care.pdf . Values and Compassionate Leadership April 2019.pdlf
o e 0 g7 &M

fmD Confiict management handout docx
Dear Colleague,

Ihope you enjoyed the MPP Managing People module last week. Slides, docs & video link attached as promised.

Chris Turner - Incivility

> Foward || e

Mon 20/01

12020 09:41

Look forward to seeing you all at the next module. I'll send a separate email to you nearer the time with a reminder of date & venue. If you have any queries in the meantime please don't hesitate to contact

me.

Best wishes
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From: Sharon Richards (Hywel Dda UHB - Principal Project Manager)
4 January 2020 16:44

... |

Subject: PADR meetings

Hiall

I have sent you invites for your annual PADR. For new starters, these need to be undertaken within 6 months of starting a new role. | hope these times are convenient for you, please let me know if you need
to rearrange.
Please also find a link to the following:

« Blank PADR form — sections a and b will not be applicable as this is your first PADR. In terms of the rest of the form, we do not need to complete the ‘Leadership/Management PADR only’ sections.

«  Guidance notes and checklist for appraises to help prepare

We will agree your objectives together but if you could have a think prior to the meeting about what you think should be included that would be helpful (include any objectives that you have been or are
working on currently and any future ones that you are aware of.

Any questions, give me a shout.

Kind regards
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My Name:
Department:

Review Type:

Review Period
Start Date:

Appraiser Name::

Date:

Turnaround

Foundation Gateway ()

Review

Final Gateway

13* Feb 2020
Sharon Richards

13 Feb 2020

O
O

My Job Title:
County:

Passed through
Gateway
(if applicable):

Review Period End
Date:

Appraiser Job Title

My Pay Number:

Project Support Officer
Hywel Dda

Yes |:| No |:|

12t Feb 2020

Principal Project
Manager





image14.png
1.7o support the
implementation of the
Hywel Dda Way

Development of PID
document(s) in line with
agreed approach

Line Manager and TPO
colleagues leading on
the Hywel Dda Way

14 May 2020

2.To support the Develop workflow April Line Manager and 14 May 2020
implementation of the within the CAMMs 2020 CAMMs
Hywel Dda Way system that reflects

the requirements of

the PID
3.To support the Develop a user guide for June Line Manager 14% May 2020
implementation of the CAMMs 2020
Hywel Dda Way
4..To support the Provide user training on June Line Manager/TPO 14% May 2020
implementation of the CAMMs 2020 colleagues leading on
Hywel Dda Way Hywel Dda Way
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Progress review meeting - 14th May 2020

[Development of PID documents in fine with [on target. [lNas made amendments to the draft
|agreed approach. IPID in line with the comments provided by the Project
30/04/2020 | Manager/TPO [Review Panel and other feedback from colleagues. PID
colleagues |with TPO Project Manager to review and identify
|amendments to the dropdown lists on pages 1 & 2 of
the PID. This is now hold due to COVID.
[Develop workflow within the CAMMs system that [on target - I has established a new workflow in
To support the Ireflects the requirements of the PID. Line Manager and [Ine With the requirements of the Hywel Dda Way and
implementation of the 30/04/2020 [oe e |has demonstrated an excellent understanding of the
Hywel Dda Way system. Further amendments will be made in fine with
the PID amendments as detailed above.
[Develop a User Guide for CAMMS [Ongoing - intial draft has been produced and feedback
30/06/2020 |Line Manager sought from the team. [l s working through this
feedback at present.
[Provide User training on CAMMS e Manager/po_|THl contact made with ASSistant DoF to piot raining
30/06/2020 | 18 Tanes |with Finance Team but this has been on hold due to
|covp 10.
[Pre-employment checks [Ongoing from [Principal Project |Undertook PECs for new Staff presenting for training at
March 2020 |Manager |Hafan Derwen.
scupport Worklorce  [DBadges [Ongoing from[Principal Project [Updated ID badge spreadshest with new requests,
March 2020 |Manager Ireconciled data to new starter ist, added email
covip 19
|addresses and application number and categorised
|data ready for processing badges.
Vanagers name: Shoronaichai: Date 16/05/2020
ployees name: Date 16/05/2020
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Advice Needed for the PADR Process

« e
I ;<! Dda UHE - Senior Project Manager) O Reply | O ReplyAl | = Forvard
To @ Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) Thu 02/09/2021 07:51
Retention Policy NHS Wales 7 Year Retention Policy (7 years) Expires 02/09/2028

(© You reple tothis message on 02/09/2021 20713,

Hi Sharon

I have recently taken on responsibility for a medium sized team to support the delivery of the Mass Vaccination Programme for the Health Board. | wonder if you could advise me on the PADR process that |
need to follow to ensure that the team have a set of objectives to work towards during the coming year. Do we set objectives aligned to the financial year or on a rolling 12-month basis? Also, is there a

timescale in which the initial PADR should be undertaken? Also, do | need to complete any paperwork to record the objectives agreed?

Many thanks for your help.
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.—(vael Dda UHB - Senior Project Manager) <Conrad.Hancock@wales.nhs.uk>
Subject: RE: Advice Needed for the PADR Process

Hi -

Thanks for your email

1 hope the new role is going well.

The Health Board have a policy that sets out the requirement for staff to have a PADR at least once a year. Guidance is available on the intranet to support both managers and staff through the process Hywel
Dda University Health Board | Forms Library (wales.nhs.uk). Just to note, there are two versions of the PADR form — one for staff with no staff management responsibilities (core) and one for staff with
anagement responsibilities (leadership and management).

New employees should have their PADR within 3 months of starting their role. It's up to the manager to decide whether objectives cover the remainder of the financial year or for a full year in advance, being
mindful that personal objectives need to align to team and service objectives. So, i the service objectives cover a financial year, it would be prudent to set objectives aligned to this.

If you have any further queries or want to discuss the process in more detail, please don't hesitate to give me a call.
Kind regards

haron
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RE: Advice Needed for the PADR Process
€ Reply | € ReplyAl | —> Forward

I ;<! Dcla UHB - Senior Project Manager)
Fri 03/09/2021 (

To © Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support)
Exires 03/09/2028

Retention Policy NHS Wales 7 Year Retention Policy (7 years)
(D You eplied o thismessage on 03/08/2021 0956

ii Sharon

hank you for you prompt response, this is really useful to know, as I've only recently taken over the Team, this is fantastic, as a consequence, | have arranged appointments with my new team to ensure they
ave the opportunity to discuss their development and objectives in their new role.

)nce again, thank you for your advice and prompt response

ind Regards
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Improving Together update

€ Reply | ) Reply Al > Forward |+

Sharon Richards (Hywel Dda UHB - Principal Project Manager)
A g Wed 17/02/2021 1700

Retenton ol NHS Wales 7 Year Rtention Pliy (7 years) bpies 18/02/2028
® Youforarded this message on01/08/2021 1658

ToR Strategic Improvement Group v0.1.docx . Comms and Engagement - slide pack 250221.pptx o | @8 Imeroving Together DRAFT Programme stucture 09 pptx
81KB 137K8 B 1ve

4
thought it might be helpful to send you an update on what | have been working on for Improving Together:

o Engagement and Communication meeting - please find attached slide pack. Could we have a chat about what you're looking for in slides 4 and 8 please?
o Terms of Reference - | emailed you a draft ToR for the Strategic Improvement Group a couple of weeks ago — not sure if you've had chance to have a look at it? At the Framework Design meeting
yesterday, F ighlighted the need to ensure that fundamental principles are reflected in the ToR. i.e how the groups willlisten, check and measure. Let me know if you are happy with the format
of the ToR ana 1 will start topull them together for the other groups.
o Few actions for you and om the Framework Design Group
o Produce an introductory slide to set the context/outline the aims of the programme in the presentation pack
o Sense check the use of the language in the tree diagram with frontline staff
o Establish a communication mechanism between project groups. There was a suggestion that this could be achieved through a Project Chairs group.
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Clarifying our vision

‘Staffknow their goals and how
theyre improving

Problem solving and
discussing issues & tesiing
changes is a part of dail viork

Data driven decision making
aided by data visualisation

Strategic thinking

Prioriised sirategies & goals.

Cuture - the

Staff are empowered and
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&
°

Improvement directly aligns to
improvement measures and
vision

Framework to:

+ Aign team vision to strategy

+ Set key improvement measures aigned
to team vision

+ Data visuaisation drving decision
making

+ Coaching and mentoring to help develop
Solutions and embed continuous
improvement

+ Setting and adopting agreed standards

‘Coaching approach to problem
Soling

environment vinere people can grow
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RE: Baseline assessment
@ Sharon Richards (Hywel Dda UHB - Principal Project Manager)

) Baseine assessment v0Spptx Baselne assessment Oct 200sx
B 2V B xw

vi
JIlland ! have been working on the attached in readiness for the meeting on 4",
1 will see if we can get some time in with you on Monday to discuss.

Sharon

31/10/202

€ Reply

© Reply Al

= Forward

Fii 30/

0/2020
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Desktop review — key findings

‘What's in place? A Healthier Mid and West Wales underpinned by new Strategic Objectives
and Planning Objectives
What have we learnt? Pandemic facilitated a whole hospital approach to service delivery and
transformation. Pandemic highlighted need for partners to be included in planning process at an
early stage and the limited focus on long-term workforce planning

Staff survey: 31% of staffagreed that the Executive Team had a clear vision of where the
organisation s going; 54% were aware of the organisation’s long term goals. 79% respondents
agreed that the organisation has a clear set of values that they understand. 79% say that they
believe and share in these values,

Strategy

What's in place? PADR Policy and Industion Policy. PADR training provided Managers
Passport and virtual training to Managers being rolled-out
What have we learnt? Health Board needs to prioritise on one clear goal, have a single
‘common vision and clear roles and responsibilties. Personal objectives are not always SMART
or be relevant to team/departmental and organisational objectives.

Staffsurvey: 85% said that team members have a set of shared objectives. 72% of
respondents say that the care of patients/service users is the organisation’s top priority.

Cascading
ourstrategy
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Desktop review — key findings

What's in place? PPPAC, IPAR. Plans to develop a new Performance Management process,
s an altemative to pre-pandemic quarterly performance reviews.
What have we learnt? Pre-COVID-19, accountability arangements had become a process to
follow and had lost some of ts effectiveness. Desire to move away from ‘Parent-Child
relationship to a more collegial approach. More frequent Directorate accountability and
performance management s key to improving the performance oulture. Make better use of
PROMS and PREMs.

Staff survey: 77% of respondents say that their line manager makes clear what is expected of

them.

Performance
Management

What's in place? Command and Control Structure, HR Policies and Procedures
What have we learnt? Command structure enables effective and efficient decision making &
problem solving; autonomy and freedom to make decisions: emphasis on individual
accountability: Some disconnect dentified between Gold decisions and frontiine delivery, and
between Bronze group. Some risk of 'maverick behaviours with lighter touch governance
armangements
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4 Solutions thatwork fo us —standard gproach 1 rasem soliag ad creatg the nplmriss st
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5. Spread, scale & adopt — Establshing an efectve way of completng an actily and ensuring
adherence with minimum requrements and processes. Itwil Ik toeflctve cinca practce,
nnovaten and learring from elsenhere & applcation o evdence

Enabled by - leadership & ways of working — he whol framenork s supported by our

leadership which is uided by our vakes:
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Plan

g Objective 1F (4)

Equitable access to Learning & Development for our Current and Future workforce needs

4om-o®

movoow

This objective focusses on ensuring Hywel Dda University
Health Board provides access to inclusive, equitable
education and development opportunities for all our
current and future staff, regardless of age, gender, sexual
orientation, race, class, religion, disability or ability. To
create fully accessible learning opportunities
consideration will also be given to equipment, resources,
shift patterns and financial constraints.

Consideration will include:

e Being more creative and innovative in learning and
development opportunities, in a way that
promotes life-long learning

o Personalising learning for individuals, providing
opportunities that are tailored to the needs of our
workforce including 1-1, bite-size learning and
diverse resources

o Using workforce development as a driver of
organisational value as appose to a cost, removing
barriers associated with study requests and
nurturing a learning culture by the use of data
analytics

o Designing bilingual programmes using various
teaching and learning strategies, accessible to all

o Creating fair assessment processes to access to
learning and development opportunities

o Recognising work-based learning and experience,
where people learn as they work and work as they

*  Enabling our workforce to access appropriate education at the right time and in the | SOU
right place Tco
* Adiverse workforce bringing ambition, fresh perspectives and creative problem ME
solving to the workforce
*  Opportunities for existing workforce to embrace the new learning culture, accessing
innovative and inclusive programmes, which promote learning
¢ With equal opportunity to develop employees skills, managers will be able to
recognise employee levels of motivation and potential in under-represented groups,
which may otherwise have not been recognised
o Greater accessibility to training will empower individuals, supporting progression of
underrepresented groups
¢ Reduction in complaints, grievances relating to workplace equality
*  Attract local talent due to a good reputation of providing equitable development
opportunities for the workforce
o Increased retention, resulting in lower recruitment costs and damage to the
organisations employer brand
*  Demonstrate the commitment of the Health Board to offer bilingual training
opportunities, thus ensuring compliance with the Welsh Language Standards
* Greater understanding of organisations values and cultures as these will be
embedded throughout all learning opportunities.
KEY PHASE BY WHOM [ WHEN KEY
1. Recruitment and on-board of a Inclusion and Widening 01/08/21 | DAT
Access Officer, supporting the Workforce Education & Es
Development Function to ensure that all development &
activities support inclusivity | DEL
2. Explore Equality Act regulations and accessibility standards 20/09/21 | IVE
and develop a governance framework/group to RAB
agree/ensire compliance when developing new material LES
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Performance Management - CIPD Diploma assignment

<
Sharon Richards (Hywel Dda UHB - Senior Workforce Manager: Efficiency, Job Evaluation and Business Support) O Reply | © Reply Al | > Forward
To NN (Hywel Dda UHB - Culture & Workforce Experience Manager) Mon 13/09/2021 16:40

1 you know through our recent discussions, | have been looking at the Health Board's approach to Performance Management as part of my CIPD Level 5 Diploma and welcome the opportunity to share my observations with you.

Firstly, | wanted to share that, in my view, the organisation is clearly committed to improving performance through *High Performance Working, evidenced by the wide-ranging and complementary policies in place, such as PADR,
Learning and Development, Pay Progression, Respect and Resolution and Work/Life balance.

On review of the existing PADR policy and consideration of the impact of the pandemic, | welcome the opportunity to share my recommendations with you:
« Given the recent restructuring of the Directorate and the current outdated policy, a communication isissued to staff to inform them of the current review of the PADR Policy and timelines for reissue, and a provide a contact

for any queries on the current process.

 With the move to more home working, consider how objectives can reflect performance in terms of innovation to ensure the same standard of drive and innovation s maintained as that i pre-pandemic days. Pre-
pandemic, staff were used to working in traditional ways and with the liely continuation of home working, McKendrick (2020 Work from home fallout: productivity up, innovation down. Available at Work From Home

Fallout: Productivity Up, Innovation Down (forbes.com)) suggests that ‘the process of innovation needs rethinking'.

Consider how objectives can reflect performance in terms of how teams are kept motivated, engaged and managed remotely. With more flexible working, Powell (2021 ‘Line Managers focusing on output over hours since

COVID' in People Management. Available at Line managers focusing on output over hous since Covid, research finds (peoplemanagement.co.uk)) suggests we should consider what we are measuring progress against i

move away from measuring inputs and more a focus on outputs.

1 would really value your thoughts on the above.
Many thanks for your support with this work.

Sharon
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Hi Sharon,

Many thanks for your observations, we're currently reviewing the performance management process with a view to embedding a performance led culture. A culture where feedback is sought to improve and
develop both individual and team performance, moving the conversations into an adult-to-adult, employee led process. Once this has been achieved our staff will feel empowered & own their performance

development, which will naturally lead to innovation.

The Culture & Workforce Development team are also supporting services to highlight the importance of human connections to keep staff motivated as we move to working remotely.
Good luck with the rest of your diploma & please get in touch if | can be of any further support with your qualification

Cofion Cynnes/Kind regards
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