
1.1 Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure.

Within an organisation there is the requirement to understand how the business will operate. It is key to understand individuals’ roles and responsibilities, who reports to who, and ultimately who makes the decisions. It is key to have clear communication and transparency with both staff and stakeholders.  (Better Up, 2022)
Firstly the Matrix Structure will allow collaboration across departments and create smarter innovative ways of working i.e if teams work remotely. It creates opportunity to use wider resources across functions such as I.T, Finance, HR. It could support members of teams to develop their knowledge as they will potentially have more exposure to different policies and procedures. As an example, within the NHS multiple teams are required to work together to track progress of a project. Corporate/Clinical/Finance/HR. (Asana, 2024) 
There are some disadvantages to using a Matrix structure as it could potentially slow down response times as multiple individuals involved. Also, it might be hard to track progress of objectives for a particular project. This could lead to a slowdown in productivity and to monitor this could mean more check in meetings to track the projects aims and objectives.  too many viewpoints may provide a negative work environment and there could be a potential clash of personalities.
Secondly the Divisional structure is more streamlined and hierarchal staff will usually report into one manager. It allows for more focus on key areas and staff will have particular skillset to tailor to a stakeholders need. As an example, an organisation maybe operating mainly in the UK however have operations overseas i.e in Europe or Asia. There will the requirement to support stakeholders from each of the countries. The Divisional Structure will allow adaptability and for a quicker response to its stakeholders. This particular structure will have a rounded level of knowledge and staff can focus on providing their expertise. Managers may feel that they have better autonomy to make quicker informed decisions. (CHRON, 2024) 
This could mean better productivity overall satisfaction for staff and for its stakeholders.
There are some disadvantages to a divisional structure as it could mean decrease staff engagement. Due to the nature of the role it might mean staff don’t have as much opportunity to network. There may be less scope to become innovative and try new ideas as the focus may be based too much on own departments goals. (THE ORG, 2023) 



1.2 Analyse the extent to which the organisational strategy in your organisation or an organisation (or one with which you are familiar) helps to ensure products and services meet customer needs. 
CMI (2020) provides an insight into how strategy can be developed across an organisation and outlines ways in which an organisation will benefit from being flexible, creative and engaging. 
To apply this to the organisation I work within there are 7 main strategic aims – Engaged, Motivated & Healthy. Attract & Recruit, Well Planned, Digitally Ready, Excellent Learning & Education, Leaders that Live Our Values, Equality & Diversity and Belonging. There are key to help deliver a positive experience for staff and the communities we serve in. (SBUHB, 2024-2029) 
The 7 main aims are supported by three key values - caring for each other, working together and always improving. These three values are key to achieving the strategy as it allows staff to feel inclusive, to better the working environment and delivery effective patient care. The key focus of delivering this strategy is to ensure that the right staff are recruited and retained, we are equipped with the best digital tools to undertake everyday roles and listen to feedback from staff and its stakeholders. As an example during a series of stakeholder and feedback sessions the organisation welcomed what can be improved and to try and understand what the current limitations are. The organisation is committed to monitoring the progress of this by monitoring retention of staff, conducting exit interviews, and also review HR policies which were the main areas of concern raised as part of the 2022 Big Conversation. (SBUHB,2023) 
The organisation has worked collaboratively across service areas to develop an annual plan. This is done on an annual basis and forms apart of the organisations overall strategy to help deliver its key objectives. PESTLE is a key tool that can be used in this instance to monitor necessary developments, and to ensure successful delivery of an organisation strategy. Pestle stands for Political, Economic, Social, Technology, Legal and Environmental.  (CIPD, 2024) 
There is a regular review of the strategy and how we can improve service areas through collaboration with workforce planning, and looking at areas for improvements for patient care i.e reduce patient waiting times, development of maternity wards, and supporting patients with their mental health needs through introduction of virtual wards. 

1.3 Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one which you are familiar) Identify organisational priorities from your analysis.

Kings Fund (2024) outlines key information around the Autumn 2024 Budget and how interest rates will impact the NHS. As an example within my organisation there is reliance on funding and borrowing for new medical equipment, service area developments and premises. The rise of interest rates will have a direct impact on the cost of borrowing. This will mean more expensive borrowing and a potential for delay in improvements to infrastructure and purchasing of medical equipment. The health board each year has an allocated budget and the focus of spend for particular areas is outlined in an Annual Plan.  A key focus of the organisation I work within is regular meetings with Finance to ensure that allocated funding remains within budget. 

The rise of inflation is having an impact on everyday living costs for employees and there is additional pressures to meet monthly financial commitments as salary is not sufficient.  From reviewing a survey that was undertaken in Winter 2023 it showed 64% of Males had sufficient funds to pay for food and household bills without going into debt against women at 56%. (CIPD, 2023) 
Within the workplace HR teams are able to offer support to employees with financial wellbeing in particular those on lower banding incomes my workplace has introduced a budgeting tool for everyday expenditure. 
CIPD (2024) highlights the importance of Pay, Performance and transparency. It has been difficult to attract and retain staff due to varying rates of pay. There has been increased absence within my workplace since Covid and also employee performance has been a key concern. Within the public sector there are limitations to offering higher salary based on performance. 
The main priorities within my organisation to support performance and for staff to feel valued are through regular monthly performance reviews, opportunity to access coaching and development. Alongside for recruited staff in Nursing if sufficient experience can be demonstrated they maybe eligible for higher starting Salary. Wider staff will also be eligible after two years in post for mid-step pay point if they demonstrate good performance.  
Agenda for Change pay rise is set to be paid in November 2024 which is set at 5.5% for NHS workers and will also pay staff back to 1st April 2024. This will help support members of staff feel valued for the work they undertake and pay increase will help towards increase in living costs.  (Welsh Government, 2024) 
Overall an organisation would benefit from providing additional information to its staff around financial wellbeing, encouraging staff to contact HR/Payroll if they have salary queries and providing an overall Total Reward Statement to staff on benefits in the workplace. Employee surveys/exit interviews will also be beneficial to gather feedback from staff around how they could be supported further in the economic climate (CIPD,2024b) 

1.4 In February 2024, Peter Cheese, current CEO of CIPD state ‘AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.’ Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work.

CIPD (2023) outlines that Artificial Intelligence uses advanced analytical techniques to support and automate decisions. The intention of applying this in the workplace is to support streamlined process and reduce workload for physical staff. 

To apply this within the organisation I work within AI has been introduced to support the recording of particular meetings. This is being embedded slowly and is to be rolled out wider once it can prove reliable through regular Auditing and monitoring. There are limitations to this as there is the requirement for accuracy with phrases. From reviewing some minutes, the health board have found there is a discrepancy with the language translated. This has caused further assessment and rewrite by a physical member of staff to rectify. 

Wider use of AI across the healthcare sector has been used to support workforce planning, and to review regular progress of the organisations structure. AI can also be used to develop and upskill members of staff within an organisation and provide opportunities to become more innovative. At present the Digital transformation team are piloting AI use for roll out projects for service redesign. Due to teams working across site there is the requirement to become more streamlined and innovative. 

CIPD (2023b) looks at how AI can be used responsibly within people management. It can be used to support HR information systems, and also for learning and development of staff. It can increase staff engagement as it will allow staff to benefit from learning about topics based on their preference, and also provide specifics around employee data. A survey was undertaken within People Practice to review the extent of how AI can be used? It reviewed the opportunity to use AI for identifying underperforming staff. In some cases, this is deemed as not favourable as it removes the personal interaction with staff. This could potentially have a negative impact on an employee’s wellbeing and decrease morale. Regular 1:1s and feedback with line manager could help improve an employees performance within the workplace. 

A further example of where AI could be used is to shortlist candidates for interview it could potentially create bias and that further auditing for such use would be needed. When shortlisting candidates for an interview there needs to be a fair and consistent approach and equality and diversity needs to be considered. To effectively use this staff will need to have sufficient training on AI. (Gov.UK, 2024) 

5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF Theory?
Firstly Charles Handy’s theory focuses on four different types of culture – Power Culture, Task Culture, Person Culture, and Role Culture. This can be used by People practitioners to help outline and influence factors of positive culture within the workplace. (Personnel Today, 2023)

HRC Online (2024) outlines the four different cultures and how they are adopted within an organisation.
Power Culture outlines that decisions sit with an overall person in power and staff follow instructions from overall manager. 
Task Culture this focuses on specific targets and projects and as an example to apply this within an organisation staff with the relevant skill set can work towards achieving an overall project to deliver on objectives. 
Person Culture - This is generally where indiviudals focus on their own progression and staff are more likely to work more independently. This can be seen as negative for a working environment as staff may be self-focused rather than the overall success of a business. 
Role Culture - This particular culture is more defined and individuals follow a settle process or required responsibilities mapped out to their role. This is the most common within an organisation as it provides career ptogression and staff follow assigned roles and responsibilities that are aligned to their skills or qualifications. 
BiteSize Learning (N.D) highlights the Scarf Model within an organisation. There are five social concerns that drive human behaviour. Status, Certainty, Autonomy, Relatedness and Fairness. Benefits of using the SCARF model can be applied within an organisation to increase opportunities for reward and boost engagement. Staff will feel more valued within the workplace if they are engaged and this will impact on delivering positive performance and outcomes.
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Tools Hero (2024) outlines that SCARF is a model framework for understanding and analysing the domains that activate a reward or threat response. The model has been adapted in various organisations to understand how teams can work more collaboratively together and how to manage effective communication.
HRC Online (2024) outlines the five factors 
Status – looks at the importance of an individual as an example individuals should consider how feedback is relayed and how it can be taken by an individual. 
Certainty – Looks at the ability to predict the future. As an example processes and procedures can be broken down and clear goals should be outlined to help achieve overall objectives.
Autonomy – Looks at workplace and perceptions. This would be beneficial to include staff by taking initiative and to feel involved in decision making
Relatedness – Focuses on relationships and provides sense of belonging. As an example working collaboratively across departments and sharing best practice can help team work.  
Fairness – Are individuals being treated fairly. It will be key for an organisation to be open and honest with its employees to create positive working environment. 

6. Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or with one which you are familiar) 
CIPD (2024) highlights the two stages of employee selection through shortlisting and assessment. Within both of the stages the main aims are to ensure that employees are treated fairly and to view an individual’s ability to undertake their role. 
It is important to ensure that an organisation is implementing a fair and consistent approach to ensure that individuals feel valued, are provided with opportunity to progress, and to feel inclusive within a workplace. 
HR Line Up (2023) confirms that different stages from hiring the correct candidate and the screening process to ensure all are provided with equal opportunity, to ensure a diverse workforce and to provide all with the same opportunity and to remove any biases on background and culture. By focussing on providing equal opportunities, and transparency it can attract varied experience and create a positive working environment with different values and beliefs. Employees are likely to remain working for an organisation where they feel valued and supported and this will lead to a positive factor for staff retention. 
As an example within my organisation Employee Selection for Band 5 Overseas Adult Nurses has been a focus to reduce the vacancy gap. The applicants have been required to meet essential criteria and filling out an application form along with providing relevant work experience. The employee selection has had to be consistent for the team shortlisting. There are varying factors that need to be considered to remove bias and to ensure that the individuals have relevant skills when shortlisting. There is a scoring matrix that applicants have to meet and this is broken down into minimum experience, relevant qualifications and also creating fairness for candidates who may need further support to undertake the role. 
During the candidate screening process staff are consistent with treating individuals fairly and remove prejudice when selecting candidates. This is aligned to the trusts core values Caring for eachother, Working Together, Always Improving (Swansea Bay University Health board, 2020-2024) 
The job description needs to be consistent to support both the applicant and the organisation to ensure that it’s attracting the most appropriate candidates. There is supporting documentation such as Essential Criteria, Person Specification and Job Description for each role. This is to ensure that the individual has a true accurate reflection of the expectation of the role and to ensure that the organisation is hiring the right candidate. 
For assessment candidates that are shortlisted are invited along to undertake an interview either face to face or via MS Teams depending on location. They are provided with scenario based clinical questions and asked for examples. They are also asked whether any additional support is required to undertake the interview as all staff are treated fairly and provided with same opportunity even if they have a disability. 
7. An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 Pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days on site. Explain how Kotters approach to managing change could be used to successfully implement this change? 
Kotters 8 Step Change Model consists of eight steps – Create, Build, Form, Enlist, Enable, Generate, Sustain and Institute. (Bitesize Learning, 2024) 
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To successfully implement staff working hybrid with the requirement to work onsite for two days per week al stages will need to be considered. SMART goal (Specific, Measurable, Achievable, Realistic, Achievable, Realistic, Timely) could be used to see whether its sustainable to have staff absent from site and if the business can still operate effectively. It is key to ensure that staff have sufficient tools to undertake role when and offsite. Also to ensure that there is consistency with processes and procedures and KPI’s are still being met. (Asana, 2024) 
The Kotter’s 8 step is an easy step by step model and provides clear guidance on the process. This tool will be easy to follow for people practitioners as the steps are clear and provide a clear road map for decision making within change management.
Mind Tools (2024) highlights that using the Kotters 8 Step Model can ensure effective communication, remove obstacles and help staff work together to ensure that during business change the business can still operate.

8. Use the Kubler Ross change curve – explain how change is experienced? 
HR Magazine (2023) outlines the importance for organisations to prepare and reassure employees during a period of change. Within people practice is important to offer support and guidance to colleagues through uncertainty and to support them. 

The Kubler Ross change curve is used within organisations when they are dealing with change or transition. The five stages are outlined as follows: Denial, Anger, Bargaining, Depression Acceptance. (CMI, 2019)

CMI (2019b) outlines the different stages and that its important to consider all factors with a change in process for example different ways of working, implementation of a new policy within the organisation. 
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Since the Covid 19 pandemic there has been an adaption to remote working. As an example individuals had to adapt to undertaking their roles at rapid speed due to a time of change. This had a significant impact on individuals wellbeing and organisations such as the one I work within had to consider these factors. By rolling out new policies which may have been on a longer timescale and also increase the use of technology. For example, face to face meetings and documents had to be digitised as oppose to physical paperwork. This provided a challenge at the start as not all individuals were up to speed with using training platforms and employees had different ways of working. There was an increased focus on providing additional training to staff, feedback sessions on how things can be improved, also increased focus on engagement to support staff’s mental health and wellbeing with more regular check-ins such as 1:1s. 
CIPD (2023) provides the overview that for an organisation to manage change well it is important to identify barriers early on and understand feedback from its staff. As an example, if a new process is to be rolled out or for ways of working to be implemented its key to consider the targeted audience. 
As an example within my organisation my immediate team went through an Organisational Change as the team had temporary funding for a 2 year project. All of the staff were in fixed term contracts and the team was increased to support mass recruitment and training of nurses. The team underwent an Organisational change process as a permanent structure had been confirmed to support future recruitment. This meant staff having to apply for posts and faced competition from colleagues, and also there was the threat of not having a role due to being on fixed term post. The team were all provided with a copy of the change policy and it was explained what happened next with interview process and the impact f potentially not being successful at interview. 
During a six-week period all of the stages were experienced by the staff and it took a while to get used to a smaller team. There was conflict with certain team members during this period and it took some time to accept the changes. A further six months down the line the team are in the acceptance stage and working well together to help support the organisations objectives. 

9. The CIPDs health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisation do not have a standalone wellbeing strategy. Assess the importance of wellbeing at work and assess how good work could impact wellbeing? 
CIPD (2024) outlines that wellbeing is key for employees to strive whilst at work. It can help individuals manage stress and also create a positive working culture which will help support overall business performance. Employers should take a holistic approach to wellbeing and offer support services for staff. This will ensure staff feel supported at work and can have access to further support. For example the occupational health department within my organisation offer a wellbeing service for staff who may require counselling not just for physical needs but also emotional needs. 
CIPD (2024b) highlights that in a health and wellbeing at work report undertaken in 2023 that there was an increase in sickness absence at 7.8 days on average per employee per year compared to 5.8 days in 2019. This increase has been since the covid-19 pandemic and the current cost of UK’s living crisis is having an impact. It is key to implement support for staff and to understand the reasons for it impacting their wellbeing. 
Within my organisation there has been the introduction of wellbeing online sessions for managing stress within the workplace, along with financial management workshops. There is also access to health and wellbeing offers where staff have benefits and discounts to gym memberships, shopping. To support those staff that also may have longer absences within the workplace whether its through pre-existing medical conditions or Long Covid symptoms the organisations has introduced keeping in touch days so staff can continue to keep checked in and come back to work on a longer phased return. 
Gov.UK (2019) provides an overview that its better for your health to be at work. Outlining that supporting staff to have a decent living wage, opportunity to progress and the flexibility of a health work life balance will contribute towards to better wellbeing. 
To apply this within people practice is key for organisations to consider the additional needs to support staff to be at their best at work. It would be beneficial to understand if staff require additional support to undertake their role, to enable staff to provide feedback on how they would like to be rewarded(Sector dependant) On an annual basis staff are able to provide their feedback within my organisation by completing the staff survey which includes opportunity to suggest better wellbeing at work. 
This could have a positive impact on retention of staff and improve performance KPI’s if staff feel that they are supported within the workplace. 

10. Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle.
Neuroworx (2022) refers to the employee life cycle as the key stages that an individual progresses through when working within an organisation. There are 6 stages to the employee cycle Attract, Recruit, Onboard, Retain, Develop and Separate. It is designed to monitor all of the stages from pre-employment through to termination. 
There will be three areas that will be discussed within this section and how people practice is applied.
Recruitment stage – Within an organisation HR practitioners are included within identifying candidates at shortlisting and assessing an individuals key skills for a role. People practitioners will form apart of decision making and assessment criteria based interviews. It is key for the people practitioner to adopt an unbiased approach through the selection process. They will help advertise for certain roles via internal and external platforms i.e job websites, search engines and social media. There will also be the requirement to attract appropriate candidates in line with skills or qualifications required for role. 
Development – Within an organisation there will be a focus on staff career progression. There are internal departments and pathways available within my organisation such as Learning and Development team and through regular 1:1s to identify opportunities to progress
Separation – This focuses on employees leaving the workplace. Within people practice it is key to identify areas to improve staff retention. People practitioners could benefit from undertaking exit interviews with staff and also have an open feedback approach to improve areas within the workplace. People practitioners will have the opportunity to look at staff turnover rates also to see if there are ways to improve workplace to retain staff.
People Managing People (2024) highlights the importance of the different stages and how it can improve different aspects. People practitioners within HR are key to ensuring that there are relevant steps being taken to improve employee experience. By following all stages it could produce an overall reduction in recruitment costs, retain staff and create a desirable workplace.
11. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration 
CIPD (2024) provides the overview that strategic human resource management provides a framework linking people management and development practices to an organisations long term goals. The longer term goals look at resourcing and performance. Development practices look at how the organisation can be improved. 
Vertical integration looks at the different stages of the company and how it can look at how it can streamline the business. Focusing on its internal factors and how it can utilise internal departments. It will need to ensure that communication within the organisation is consistent across all areas to ensure it meets required performance. Its overall aim is to help deliver on the goals of the organization. Workforce planning is key to ensure that the overall strategy can be achieved. This will help to understand where the organisation can identify and skill gaps and areas that lack capability. (CIPD,2024)
To analyse vertical integration and how it applies to people practice it would be beneficial to review policies and procedures and to understand if they apply to the overall goals. As an example within my organisation there is a flexible working policy that has been implemented. By reviewing the policy and the requirements to still meet demand of patients staffing numbers would need to be reviewed to see if such requests from employees can be granted. This could potentially cause a resourcing issue if too many staff requested to have flexible working and it would need to be tested before granted
Horizontal Integration looks at the integration of HR practices and policies to ensure that all activities are supported. This will ensure effectiveness and consistency for delivering on the business goals and clarification to staff on their responsibilities. It is key to ensure that within people practice all departments are working towards the same objectives for the organisation’s success i.e payroll, learning and development and recruitment. (Taylor & Woodhams, 2022) 
12. An organisation is planning to introduce a four day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. 
CIPD (2023) outlines the UK’s Information and Consultation of Employees (ICE) regulations which gives employees rights to request to request their employer to make arrangements to inform and consult them about issues and decisions. 
Within this example to introduce a four-day working week instead of a five day working week the performance of the business will need to be considered. People practitioners will need to engage with employees to understand their views, explore if the option is feasible and identify and roadblocks. It is key that the business continues to run its normal operations however consider staffs request which could help promote better work life balance and culture. 
ACAS (2021) provides an insight into the different consultations that could be held with manager to best support employees. Direct consultations can include informal discussions with individuals and also group sessions to understand how the organisation can still deliver on its objectives and support employees request. There are parties that can also support in the decision making process an appointed representative and trade union members, As an example developing an innovative way for stakeholders to still be supported during the fifth day by developing Q&As to support stakeholders should they need support if staff aren’t working. 
It would be beneficial to undertake stakeholder sessions and a potential pilot of the four-day working week could be trialled before permanent roll-out. Alternatively, if this is not achievable the organisation could use bargaining tools to do a rotational basis with staff to work four day-week. This will ensure business is still fully operational and provide fairness and consistency to staff if they are requiring more flexibility. 
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