Q1 AC1.1
Many external factors can impact an organisation's activities. Pestle analysis examines political, economic, social, technological, legal and environmental elements and is a valuable tool for assessing these factors and tailoring them specifically to the organisation's needs. This enables it to prepare for any changes and adapt or respond quickly (Waite et al, 2019, p. 6). Sociological influences include examining population demographics such as population growth rates and age distribution (CIPD 2024a). Improvements in life expectancy have contributed to people living longer with statistics predicting an additional 8.6 million people over 65 in the next 50 years (ONS 2021). Whilst this is a positive thing it will put added strain on the National Health Service as there are many conditions such as dementia and various cancers which are more prominent in older people and can be costly to manage. In addition, there is an increased risk of falls with a greater potential to cause injury or serious harm (PESTLE analysis 2019). Integrating the NHS and social care services with joint strategies and shared care pathways is hoped to limit costs, reduce emergency admissions and failed discharges, and enable care within the community for as long as possible (Dambha-Miller et al 2021). Furthermore, they will also focus on accessible services, and further staff training to promote healthy ageing education to a growing elderly population (West Wales Care Partnership 2015).
Another external factor impacting the NHS years after its occurrence is Brexit, a political factor in the pestle analysis. The NHS relies on staff from the EU migrating to the United Kingdom to supplement its workforce. Since Brexit however, there has been a major decline in people coming over to live and work. There was a 28% decline in Nurses and Health Visitors alone with a net loss above 10,000. Attempting to compensate for these shortages, people professionals have had to look at other ways to drive recruitment. Staff have been sought from further afield however this has not helped to fulfil staffing needs and has raised ethical questions as many countries also face critical shortages (McKee 2023). With recruitment becoming a long-standing issue, a grow your own scheme has also been launched providing apprenticeship programmes for the local population and existing staff to further their careers within their local health boards. This has proven to be a positive step, with many applicants of a high standard applying (Sustain Wales 2022).
 
[bookmark: _Hlk180338922]Q2 AC1.2 
The main business goal of the Welsh NHS is to work together for a healthier Wales, ensuring the health and well-being of the population by reducing inequalities and providing high-quality, accessible and sustainable health care. Six strategic priorities have been outlined to achieve this goal, shaped by health in Wales, potential global factors and threats, and legislation and policy (phw.nhs.wales, 2023). 
When planning how business goals can be achieved SMART objectives which are specific, measurable, achievable, relevant and timebound can be utilised to follow a clear structure or SMARTER if using the updated version to include evaluation and review (Waite et al, p. 14 2021).  Strong Planning in the NHS is essential to secure government funding and facilitate ongoing resource allocation ensuring sustainability for the future. This enables the measurement of progress and monitoring of expenditure. It also provides clear direction for all working in partnership to improve health outcomes and understand their roles in achieving the long-term objectives. Additionally, plans are drawn up with public involvement as much as possible ensuring they have had a role in decision making. Effective planning anticipates demand and ensures the availability of the right staff with the right skills to provide high-quality safe care. Long-term workforce planning can also identify skills gaps and anticipate future training needs. When plans are drawn up, they can be reviewed regularly to address challenges providing focus during challenging times (Gov.Wales 2021).
Planning is essential regardless of the size of the organisation, without planning there is a risk of not progressing or progressing in a different direction than intended and losing focus. Good planning should be clear and free of jargon to ensure everyone understands their role and purpose and is motivated to achieve success (Waite et al, 2021, p. 12).

Q3 AC 1.3
NHS Wales is a public-funded service that provides healthcare to all who usually reside in the country. It is irrespective of gender, age, disability, race, sexual orientation, religion, belief, pregnancy and maternity, marital or civil status or gender reassignment. The NHS receives funding from the government every year which is decided upon following their long term strategy projections. It comprises seven health boards, three NHS trusts, and two special health authorities. Each local health board is responsible for planning and providing quality health services within their specified areas including optical, dental, pharmacy and mental health care. The three NHS trusts consist of an ambulance service that provides emergency response care and transport, essential non-emergency transportation and a 24-hour health advice service for the public. Public Health Wales aims to reduce inequalities and improve health and well-being and Velindre University Trust specialising in cancer and blood services. The two Health authorities however are not localised like the other services and provide services on behalf of the NHS building and designing digital services to improve patient care and taking the lead in shaping the workforce with training, development and education at a national level.

Q4 AC 1.4
File sharing allows a document to be stored in the cloud and edited simultaneously by those with access. This saves time, as professionals can access the latest version without having to search through folders and can easily share with others when needed. This can also make meeting deadlines more achievable (Microsoft, 2024). File sharing can be used in meetings when reviewing budgets, sickness rates, and compliance with training.
The pandemic accelerated the shift to online working and the willingness to adopt new ways of working. It facilitated new collaborations, both in the NHS and with wider local health and care systems (GOV.UK 2021). Using teams allows meetings to take place with people from across different sites enhancing collaboration and can usually be organised quicker than face-to-face meetings when urgent decisions are needed. It also promotes flexible working as it can be conducted from home or office. This saves time and allows people to be more productive while also reducing incurred costs (Microsoft, 2024).  However, there is the need to be mindful when conducting virtual meetings that they are not always the most appropriate option when there are topics of a more sensitive nature to be discussed that need a more personalised approach. 


Q5 AC 2.1
Organisational culture comprises beliefs and values, traditions, workplace norms and perspectives. These shared characteristics shape how people behave in an organisation and create their culture (CIPD 2024b).
Edgar Schein developed an iceberg model that represents three levels of organisational culture. Above the surface are artefacts representing symbols and language, that are visible and easy to observe. Norms and values lie beneath the surface representing behaviors and attitudes that descend from underlying assumptions and beliefs. He states that organisational culture is passed on or people are taught how to think and feel through interactions with the organisation and existing employees. Symbols and languages can however be interpreted in different ways and this model may not be feasible for managers who need to quickly identify and rectify behaviors (CIPD, 2024b). 
Culture in the NHS can directly affect safety and the quality of care provided to the patients. Fostering an appropriate and effective culture can encourage open and honest communication to better protect patients and improve health care outcomes ensuring a safe environment for those who need to speak up or utilise the whistleblowing policy without fear of repercussions (Waite et al, p. 29 2021). In previous years some exposed NHS failings and scandals detailed in reports such as the Francis report and the Bristol enquiry have indicated a club culture as a factor suggesting it was difficult for anyone to raise concerns or feel like they were listened to (Mannion and Davies, 2018). 
It is also important to have a diverse and inclusive environment where people feel safe to be themselves and can share ideas and be heard fostering a sense of belonging. To create this environment, we need to be aware of unconscious biases we may have and embrace different views, visions and knowledge that may not align with our own. This brings different strengths to an organisation and something to learn (Waite teal, 2021, p. 30).

[bookmark: _Hlk181640171]Q6 AC 2.2
Organisations are a system with interconnected practices and change in one area can significantly affect another (CIPD 2023b). An organisation's values and beliefs will shape how people work and interact and are influenced by the whole organisation. A holistic approach to understanding the culture that is embedded in an organisation is important as organisations are becoming more complex. To outline these links McKinsey’s 7-s model (2008) reflects seven key elements of an organisation which are interconnected, dependent on each other and underpinned by shared values. The seven key elements consist of structure, systems, style, staff, skills strategy and shared values. The model demonstrates how the change made to one of the elements will have an impact on the others (Waite et al, 2021, p. 34).
People professionals are often seen as gatekeepers, possessing a comprehensive understanding of an organisation and any issues or performance challenges CIPD 2023b). They are responsible for keeping culture at the forefront by reminding leaders of the impact their choices have on employee morale and engagement, and how important it is to act under its values. With new technologies and an increasing rate of change, it is important to have an adaptable workforce. They can encourage this by championing professional learning across the organization (CIPD 2021). They are also responsible for developing fair policies, supporting workers’ viewpoints and having an impact across the recruitment cycle placing value on shared values and behaviours (Waite et al, 2021, p. 30).


Q7 AC 3.1
Across the NHS, challenging conditions have been prominent during the pandemic and continue with periods of peak demand, reduced funding, centralising services, managing existing resources and workforce capacity issues as recurring concerns. Agile planning and effective management are crucial for credibility and sustainable service delivery (GOV.WALES 2021). When change is not planned and managed effectively it can impact employee engagement, staff retention and morale among teams or individuals. The organisation can also suffer financial losses and wasted resources which can be detrimental to its reputation (CIPD 2024b).
Kotter’s Eight Steps of Change model provides a framework for planning and implementing change. The initial three stages focus on creating a team and a sense of urgency when preparing the climate. The next three stages involve communicating with more staff to promote engagement and encourage them to feel empowered while also identifying any barriers so they can be overcome. The final 2 stages are where the change is implemented and sustained. However, there are limitations to this model as it can be time-consuming and does not include any stages that allow reflection on the change process and feedback from staff (CIPD 2023a).

Q8 AC 3.2
People professionals have an essential role to play in recruitment and staff retention. It is of particular importance during this time to limit huge overspend. The Welsh NHS is in a deficit of millions of pounds despite extra funding being allocated and increasing demand for services with staff shortages (BBC, 2023). People professionals work closely communicating with line managers to limit overspending on agency workers. Recruitment drives highlighting the benefits of working in permanent and bank roles such as pension schemes, and development opportunities to incentivize agency workers to join on a more permanent basis and attract staff to the organisation are developed. People professionals collect data regarding vacancies budgets and contracts to arrange fast-track open days. Candidates are encouraged to apply online; checks are carried out by human resources allowing large numbers being able to attend open days for interviews.

Q9 AC 3.3
People respond to change differently and this can depend on many aspects such as their view on change, personality and upbringing (Waite et al, 2021, p. 40).
Centralisation of services and increasing demand required adapting ways of working and changing how the unit was managed to deal with rising numbers and alleviate pressures on other services. Centralising services are carried out to reduce financial spending or because a shortfall in staffing can no longer allow facilities to maintain safe levels of care, this can be temporary during winter months or result in permanent closures. This involved taking on more decision-making responsibilities and caring for a higher volume of patients. This impacted people in different ways some thrived at the prospect of more responsibility, taking the opportunity to grow their skills and experience. Others struggled with increased pressure which affected their self-esteem and mental health, leading to personal stress. In addition, it caused a decrease in motivation and engagement in the team.
There can be a significant impact on team dynamics during any change, good leadership and communication skills can keep the team dynamic consistent during these times (Waite et al, 2021, p. 41).
 Holbeche (2012) advises involving all employees and allowing them an active role in decisions regarding changes as much as possible rather than enforcing change from management which usually leads to resistance. Involving employees and allowing them to share ideas allows them to feel empowered and they are much more likely to view any change as a positive one if they feel involved (Taylor and Woodhams, p. 168, 2022).
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