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Organisational Performance and Culture in Practice 

1. [bookmark: _Hlk130572615]Evaluate the advantages and disadvantages of the organisation structure in your organisation (or an organisation with which you are familiar) and evaluate the advantages and disadvantages of one other organisation structure. Within the evaluation, you should include the reasons underpinning the structure. (AC 1.1)

Hywel Dda University Health Board is considered as having a divisional-hierarchical structure with its clear reporting chain of command, from CEO at the top following on with deputies and employees.  Employees play an exclusive role that feed into the overall organisational strategy and will often be divided into Departments forming a pyramidal ‘hierarchy’ (Indeed Editorial Team, 2022).  
A key driving force within Hywel Dda is the patients and providing a “safe, sustainable, accessible and kind” service spanning across multiple counties (HDUHB, no date a).  The concept of divisional hierarchy is appropriate for the NHS as although our Health Board covers a wide demographic area as already mentioned, each County essentially feeds into the same hierarchical structure optimising services to achieve the overall organisational strategy (Taylor and Woodhams, 2022 p. 57) 
While a divisional-hierarchical structure carries benefits such as clear lines of reporting and defined roles within each specific department that feed into the overall strategy it also comes with its drawbacks.  Employees in deeply hierarchical organisations may feel somewhat ‘cut off’ from leadership and the objectives of the organisation which can undermine their motivation, loyalty and sense of purpose all resulting in a disengaged workforce (Taylor and Woodhams 2022).  A further disadvantage is that of “too much red tape” as when the structure grows the bureaucracy around decision making is affected as there are multiple lines of management that a request must be passed through before a final decision is made (Johnson, 2019).
A further example of an organisational structure is divisional.  This type of structure divides an organisation into segments based on product, market, and / or location and is most appropriate for a product-based divisional structure for a company such as Apple who ensure products are designed, marketed and sold over a large span of countries to suit each individual area.  Divisionally structured organisations may have a U.S. segment and a European segment, with each division being able to fully operate on its own (Ellis, 2023).  
As with a hierarchical structure a divisional structure also comes with its advantages such as; increased productivity, improved focus and alignment and further scope for agile / hybrid working arrangements (Ellis, 2023).  However, as every structure it also comes with its disadvantages and these can include but are not limited to; an increase in business costs, decreased innovation due to the resistance to work collaboratively and a decreased strategic focus which overall will effect the organisational goals (Ellis, 2023) 
It is therefore important to recognise that an organisation’s structure is a key influence on how successful the organisation will be, and People Professionals capacity to influence activities and create outcomes is a critical component of being an effective practitioner (Bosley, 2023).

2. Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. (AC 1.2)  

Hywel Dda University Health Boards organisational strategy (HDUHB, no date) for delivering a ‘Healthier Mid and West Wales focuses on 3 main areas; “starting and developing well, living and working well and growing older well”.  The strategy outlines a comprehensive systemic approach to the health and wellbeing of the service users and placing them at the centre of the model.  It was designed to fit in with the aging population of Wales and how Health Services, both community and hospital, need to be adapted to suit this ensuring HDUHB deliver a “safe, sustainable, accessible and kind” service (HDUHB, no date).  

The strategy has a 20-year goal and follows on from a consultation that took part in 2018 to develop the strategy where input was gathered from service users, their families and carers, personnel, and healthcare professionals (HDUHB, no date).  Moreover, the strategy is underpinned by continued collaboration with stakeholders such as patients and staff ensuring to share the same vision and goal to reach the objectives set out (HDUHB, no date).  

Interlinked to the strategy the Health Board devised an Integrated Medium-Term Plan (IMTP), however, due to budgetary constraints, was unable to completely approve the plan.  The Welsh Government then placed the Health Board into “targeted intervention” for developing and finance and retained at “enhanced monitoring” due to quality concerns (HDUHB 2022 p. 191-205).  This put a halt on the initial 20 year strategy and the IMTP overriding the established long-term strategy goals with short-term external targets.  The three-year plan focused on six important targets, including COVID-19 response and recovery, as well as a roadmap for the services provided, workforce, and financial sustainability which aligned with the Health Boards strategic vision.

According to Cote (2022) an effective organisational strategy will align with the organisations goals and objectives while ensuring key performance indicators (KPI’s) are attained and one of the main focuses of the three-year plan was to improve the attrition levels of the workforce reducing vacancy gaps that in turn effected treatment and care plans for the service users.  According to the annual report (HDUHB, 2022 p. 214) HDUHB surpassed the original goal to increase the whole-time equivalent (WTE) of nursing and midwifery staff employed with circa 3000 staff in post as of March 2023 – an increase 102.9% of the original target.  


3. Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. (AC 1.3)

The drivers of change can derive from either a macro level (external) or micro level (internal).  While an organisation can somewhat control their microenvironment as it usually concerns issues such as stakeholders, it is much more difficult to be able to control things at a macro level (Waite et al. 2021 p.7).

Social; the aging population is placing more strain on HDUHB as due to the advances in medical treatment people are living longer, however this is often accompanied by long-term illnesses increasing their health care needs which evidently places pressure on an already overstretched system (Triggle and Butcher, 2020).  AgeUK (2023) further back this up by stating that although people are living longer their complex needs are greater and due to inappropriate / lack of community care, often results in unnecessary prolonged hospital admissions.  AgeUK (2023) recommend a collaborative approach needs to be taken with the NHS and Social Care to form an integrated system to aid in the support in delivering care appropriately and in a timely manner which will result in safer discharges and positively impact hospital admission rates in turn relieving pressure.

Political; Brexit still places a monumental strain on the NHS, even 6 years on, in regard to the services we can safely deliver by not only impacting recruitment level widening the gap for staff shortages amongst other issues (Hignett, 2022).  To try and combat the longstanding effects Brexit has had on our attrition levels, Hywel Dda University Health Board (2023, p. 228) participated in an All-Wales project to increase recruitment of oversea nurses.  To date, we have been successful in employing surplus 100 nurses across our 4 acute sites.  This has also had a further positive effect by reducing the use of agency nursing staff thus being a cost benefit to the organisation (HDUHB, 2023, p. 228).  

Legislation; When new legislations are passed there is a requirement to ensure HR polices remain compliant with the new laws (HR and Talent Solutions HATS, 2023).  GOV.UK. (2023) shared new legislation which stipulated that those employees returning from maternity leave, adoption leave or shared parental leave can be protected from redundancy for up to 18 months after the birth of the child, meaning that employees will be entitled to an additional six months of redundancy protection.  While this has a wider long-term positive impact on our workforce as a whole, it will require us to review our Health Board policies to ensure they align with employment law (GOV.UK. 2023) and therefore will have a short-term effect on our HR Department as it will take time to adapt and change the current policy but in turn will also mitigate any legal risk enabling us to avoid an expensive employment tribunal if we were to fail to adhere to new legal requirements (HR and Talent Solutions HATS, 2023).  

4. When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)

With the everchanging way of the world accompanied by the aging population the demand being put on the Health Care sector at present is phenomenal (Spatharou, Hieronimus and Jenkins, 2020).  Recent research undertaken revealed that only 17% of patients were truly satisfied with their treatment with communication being a large contributing factor and IBM Education (2023) claim that AI in the form of “speech recognition” could improve this making for a better experience for the service user.  Furthermore, according to IBM Education (2023) AI can improve the efficiency of the healthcare sector by reducing the administrative workflow, reducing error medications and aid in reducing the necessity for invasive surgery using robots to perform sensitive surgeries reducing the risk of infection and blood loss. 

This is further backed up by Spatharou, Hieronimus and Jenkins (2020) who state that by introducing AI we can alleviate the pressure on consultants, nurses and staff alike to concentrate on the priority aspect of their jobs i.e. caring for patients which in turn provides job satisfaction thus improving attrition rates and productivity levels.  

However, while AI may be accompanied by many benefits as described above it doesn’t come without its complications.  In order to determine how ambitious organisations want to be with AI and the need for it to align with their strategic goals, it is imperative they first assess several factors relating to the resources, ensuring reliable data gathered notwithstanding the degree of digitalisation they wish to implement (Spatharou, Hieronimus and Jenkins, 2020).  

There are also concerns surrounding safety and questions whether AI would be “regulated as a product or as a tool that supports decision making” (Spatharou, Hieronimus and Jenkins, 2020).  Alongside this there is also pushback as to whether by introducing AI into certain specialities we not only run the risk of de-skilling medical staff but also restricting their future development as the need for human input will decrease (Nicholson Price II, 2019).  

It is therefore vital as People Professionals we asses the potential impact introducing AI will have on the workforce before doing so to alleviate any anxiety and aid in early intervention to be undertaken where necessary whether that be via a skill gap analysis or job crafting ensuring to retain an engaged and driven workforce (CIPD 2023).  


5. Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)

[image: ]The importance of underlying norms in driving organisational learning and knowledge management methods is highlighted by Edgar Schein's model.  Organisations are able to develop a learning culture by encouraging open communication, challenging assumptions, and ‘fostering a growth mindset’ (Sridharan, 2022).  
The model is often described as an iceberg with artefacts representing the 'visible' aspects above the water line and espoused values and assumptions representing the bigger components beneath the surface (Young, 2023).  
Schein’s theory is based on the belief that the culture within an organisation can become an obstacle when implementing change and understanding this component is critical for effective leadership (Peek, 2023).   Schein and Schein (2017 p.18 -22) breaks this down into 3 categories; ‘artefacts (visible), espoused values (goals and strategies) and basic assumptions (unconscious /conscious bias)’
Schein’s model reiterates the hypothesis that an organisations employees have a direct impact on a company's culture, making competent, conscientious recruiting decisions even more important in fostering and maintaining a positive workplace culture (Sridharan, 2022).  
The Drama Triangle was created by Stephen Karpman during the 1960’s and examines social interactions which may occur whether that be at the workplace or life in general (Leadership Tribe, 2023).  There are 3 aspects to the model; the rescuer (let me help you), the persecutor an (it’s all your fault) and the victim (poor me) and it is believed that each one of us will at some point become one of these during societal engagements as it is within our unconscious bias (Leadership Tribe, 2023).  Although the drama triangle may not always be negative as interim uncomfortableness can often lead to an improved outcome, it can cause tension and disputes that are harmful to the parties involved.  However according to Leadership Tribe, (2023) by being self-aware you can refrain from participating in the ‘Drama Triangle’ by becoming conscious of your position within it.  You won’t be the helpless ‘victim’ who relies on other people to solve their problems, the ‘rescuer’ who swoops in uninvited to solve their problems, or the ‘persecutor’ who condemn others without offering assistance in addressing the root cause.  
(Leadership Tribe, 2023) 
[image: ]
It is believed that by turning the Drama Triangle into a set of roles or connections that are more empowered and passionate can help people confront obstacles in a good way.  It takes imagination, bravery and work to transition to the ‘Empowerment Triangle’ which encourages a change in mindset and by doing so it is possible to view barriers as opportunities thus leading to  create positive outcomes (Leadership Tribe, 2023) 

6. Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2)

Organisational culture is influenced by the likes of Human Resources and the policies implemented through people practice however it is also influenced by the beliefs and values of the workforce (Young, 2023).  Creating an inclusive organisation will in turn create an engaged workforce increasing productivity levels while also promoting a positive brand as an employer (Workleap, 2022).

In 2020 HDUHB People Professionals setup a Black, Asian and Minority Ethnic (BAME) Bullying and Harassment Task and Finish Group.  Members included those from the BAME community as well as Managers of different levels as a method to gain an insight into the obstacles and experiences received by these employees.  An action plan was devised following a series of meetings which remains to be a live document (HDUHB, 2022).  

One of the issues highlighted was that BAME staff are not aware that ‘Exit Interviews’ are undertaken and to combat this, a ‘lessons learned’ exercise were undertaken so that the culture can be improved and reflect HDUHB values framework (HDUHB, 2022).  A communication strategy was also implemented to drive the knowledge of exit interviews via global emails and our Sharepoint page (HDUHB, 2022).    

 A further issue highlighted was that some BAME staff are fearful of raising complaints and don’t feel listened to when they do and the groups aim to combat this was instil confidence and ensure that employees feel safe to speak up (HDUHB, 2022).  A new platform was launched in May 2022 called Working In Confidence which enabled staff members to raise issues anonymously if required.  

In accordance with the CIPD (2024) Profession Map we require the ability to influence and encourage decisions from an ethical perspective taking into consideration our moral obligation to others.  By creating the BAME Group we have been able to encourage staff to speak up, building inclusive working relationships and encouraging the psychological safety of the workforce (Gallo, 2023).  


7. Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances’. Explain two different models or theories to managing change. (AC 2.3)

All organisations need to go through various periods of change remaining agile to keep up with their evolving business environment and be successful (Stobierski, 2020).  According to Waite et al (2021, p. 37) for change to be successful it needs to be managed and implemented accordingly and as People Professionals we play a key role.  By ensuring staff are consulted from the beginning of the process, being transparent around the organisations visions and offering further training, if necessary, we can ensure a best possible outcome (Waite et al, 2021 p.37).  

Kurt Lewin’s Force Field analysis can be used as a strategic tool to determine how change can be applied in both an organisational environment as well as personal setting (Connelly, 2023).  The model can be used to evaluate a situation and the driving forces for or against it.  When used in conjunction with Lewin’s “three stage theory of change” by unfreezing the current climate and highlighting the need for change, moving towards the desired change and then once change has been successfully embedded freezing at the new level (Taylor and Woodhams, 2022 p.67).    However, for this theory to become a reality, it is imperative to comprehend the beliefs and experiences of employees, in order to comprehend what motivates them to either accept or reject the change, while also taking into consideration “forces” encompass more than just a shift in mindset and often people’s resistance to change is deeply emotional (Connelly, 2023).  

According to Taylor and Woodhams (2022 p.67) Kotter’s 8 - Step Change model is another well-established and favoured process often used by people practitioners when overseeing major change.  This model takes a wider view of the transformation and takes into consideration an organisations culture by following 8 simple steps (Taylor and Woodhams, 2022 p.67) Kotter believes that for change to be successful “strong leadership” and efficient management are prudent (Roberts and Tracey, 2023).  

The 8 Steps can be seen below in Figure B:  
Figure B (Juneja, 2019):
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As analysed and evidenced by Roberts and Tracey (2023) there are similarities between both Lewin’s Force Field Analysis and Kotter’s model.  The first 3 steps of Kotter’s model also identify the feeling of immediacy, forming an alliance and articulating a plan which align to the “unfreeze” stage of Lewin’s model.  The next 3 steps, engaging and enabling involve agreement through communication and motivating action to the move stage before freezing again at the new equilibrium and maintaining the change in the final two stages of Kotter’s model (Roberts and Tracey, 2023).

In conclusion, it is often not the change that is difficult, it is how it’s managed and successfully embedded and for it to be successful People Practitioners need to keep communication clear while being supportive and “guiding the team” through the process (Roberts and Tracey, 2023).  

8. A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)
[image: ]
The Kubler-Ross change curve defines how change can affect us as people and was first designed for grief, however this now been adopted worldwide to also be used across organisations to assess and understand people’s emotional reactions to change (EKR Foundation, 2018).  
It is broken down into subdivisions with the idea that people will pass through each stage over time (as demonstrated in figure C  - (EKR Foundation, 2018).  
According to Waite et al (2021 p.39) the stages range from;
· “Shock and denial
· Anger 
· Bargaining 
· Depression 
· Acceptance”

However, how people pass through is not a linear process hence the ‘curve’ and could be attributed to their background and the mindset they have.  According to Dweck (2022) people who have a “fixed mindset” will view any type of change as impossible without considering the benefits it may bring meaning they remain in the denial / frustration phase.  Whereas someone with a “growth mindset” will be more susceptible to the change and welcome the new possibilities passing through the 5 stages much quicker (Dweck, 2022).  
Roberts and Tracey (2023) argue that while the model is a useful tool to foresee how employees may experience change it does not provide any constructive guidance how we can navigate the employees passing through the various stages and further backs ups Carol Dweck’s theory that there is not a one size fits all process as people will pass through each stages differently.  
While it is acknowledged that leading change can often be challenging, by creating a clear pathway and allowing people to raise concerns taking into consideration the negative implications it can have on an individual is vital aiding in a workforce feeling supported (Armstrong and Taylor, 2020).  Furthermore, facilitating change and enabling people to work through each step offering support and guidance where required is a key role for People Professionals (Armstrong and Taylor, 2020 p.693).  

9. The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’ and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing. (AC 2.5)

According to Suff (2023) fostering employee wellbeing not only benefits the employees but also the organisation and aids in creating a positive workplace where both the employee and organisation can flourish (Suff, 2023).  Employers maintain a duty of care and responsibility providing a safe and healthy environment for their employees to work in (Armstrong and Taylor, 2020).  

Armstrong and Taylor (2020, p. 567 - 569) believe that the principle of wellbeing is based upon how people feel and can often be divided into 3 categories; “hedonic, eudaimonia and evaluative” which take into the consideration peoples emotional state, psychological requirements and job fulfilment.  

Factors which impact wellbeing include but are not limited to; health, employee voice and personal development (Waite et al, 2021 p.141).  According to ACAS (2023) health can relate to factors such as stress and if not properly managed can lead to “burnout, anxiety and depression”.  This is backed up by research by Mind (no date) who state that 70% of the workforce have experienced poor mental health.  ACAS (2023) advise that employers should first seek to have an informal conversation with the employee followed by a “Wellness Action Plan” if necessary while also signposting to the relevant wellbeing services.  Mind (no date) believe that by investing in workplace mental health organisations can not only increase their ROI but also make employees feel valued, boost productivity and achieve effective outcomes. 

Employee wellbeing can also have a significant impact on the “presenteeism and leaveism” trend in the workplace (Waite et al, 2021 p. 141).  

In conclusion, by investing in a sufficient wellbeing programme organisations can improve their overall culture, fostering a positive workplace which subsequently will have an impact on the attrition rates and productivity providing a profitable benefit (Suff, 2023).  
 

10. The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)

Understanding the employee lifecycle and effectively interacting at each stage within the cycle enhances an organisations opportunity in attracting the right candidates ultimately boosting the performance of both the employees and the organisation (Verlinden, 2020).  As People Professionals a key aspect of the role is grasping each concept and stage of the employee lifecycle and how it impacts on staff attrition, KPI’s, engagement and wellbeing and supporting employees through it (Symonds, 2023).  Symonds (2023) also goes on to state that “effective management” of each stage of the lifecycle is vital as it deals with an organisations most valued asset – the employees.  

The employee lifecycle can be broken down into 6 stages from the beginning being attraction through to separation being the end (Personio, 2021).

	Stage
	Definition

	Attraction
	Why a potential employee may be attracted to the organisation, i.e. employer brand 

	Recruitment / selection 
	Going from applicant to employee seeking out potential candidates 

	Onboarding
	A seamless process enables an employee to integrate into their team effectively 

	Retention 
	Retaining staff using reward and recognition packages

	Development 
	Furthering employees career prospects and the opportunity for growth 

	Separation 
	Termination of the contract whether that be voluntary, involuntary or redundancy (Personio, 2021) 




People professionals will play a varied role within the lifecycle depending on the stage, for example a Learning and Development specialist would be more suited to the “development” stage of the lifecycle whereas a HR Advisor would be linked to the final stage, separation (Waite et al, 2021 p. 103 – 104).  

Learning and Development specialists can aid in analysing employee skill gaps and training requirements and Hayden (2023) describes it as an integral role of global organisational strategy which feeds into the 6 stages of the employee lifecycle.  Hayden (2023) further goes on to state that by continuously developing employees we will in turn have a higher level of performance.  Recent research has also proven that by offering development to employees to enhance their career prospects not only increases retention by 34% but also has a positive impact on engagement levels (Keswin, 2022).

By providing employees with a positive experience throughout their cycle we can improve the likelihood of retention and further increase attraction via reputation.  Similarly, should employees have a negative experience they may seek to voice their dissatisfaction via avenues such as glass-door, social media or by filing a grievance which can all harm the ‘employer brand’ (Suff, 2023).  


11. Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)

According to Peters (2023) to enable organisations to achieve their strategic goals, each specific Department plays a role, ranging from Learning and Development even through to information technology, and will all have departmental unique targets that feed into the organisation’s wider strategy.  People Practice contributes by offering the appropriate support to the various teams to aid in the achievement of such goals (Peters, 2023).

A key function of ensuring people practices align with the organisational strategy is workforce planning and this is often used to analyse, predict, plan and forecast the supply and demand of labour while identifying gaps and establishing any required talent acquisition to ensure to gain the best from the employees whilst all working towards a common goal – the organisational strategy (National Institute of Health, 2017).  HDUHB (no datea) created a “Workforce Regeneration Framework” which was designed with the overall strategy in mind.  The tool has been designed to assist the Health Board in measuring the gaps within the workforce and creating durable solutions to close them.  The framework focuses on collaborating with the Health Board partners to innovate new models, optimise technology, and attract, develop and retain employees in order to stabilise the workforce (HDUHB, no datea).  

The new framework helped to identify the shortage of vacancies in some key professional roles, and one was found to be qualified nurses.  Following this, HDUHB implemented an ‘Apprenticeship Academy’ in 2019 which is driven by Learning & Development to try and address the skill gaps and shortages within the Health Board by providing opportunities to a wider pool of talent.  The Academy enables people to join the NHS whilst enrolling on a “supported work-based learning programme” all while earning a wage working their way through specific accreditation before becoming a fully qualified nurse (HDUHB, no dateb).  This not only supports the learning and development of our staff closing any skill gaps but also feeds into our wider strategy (HDUHB no dateb).  

In conclusion, research reiterates the significance of appropriate HRM strategies and ‘how’ they align with organisational strategies for maximum input.  HR procedures / policies alone will not improve organisational performance and even highly competent employees with recognisable talent will only boost value if they feel valued and supported by their managers (Peters, 2023).  Moreover, this emphasises the importance of creating an engaged and driven workforce for an organisation to reap profitable benefits (Peters, 2023).  Put simply, strategic human resource management should align with the organisation’s strategic goals and the undertaking of all the tasks that influence employee’s conduct as the develop and carry out the organisation’s strategic requirements (Schuller, 1992).  

12. Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)

According to Armstrong and Taylor (2020) for an organisation to thrive and be successful they need to understand their environment and assess the needs of their internal customers, the employees.  People professionals can use a variety of techniques to gather information and develop plans to meet the demands while also aligning with the organisation’s strategy (Armstrong and Taylor, 2020).  
Employee surveys are often used to obtain information from employees in regard to issues in relation to work, provide an outlet for them to air their views and can also be used to measure engagement, these can include but are not limited to; pulse surveys, exit interviews and 360-degree feedback (Kailash, 2023).  Performing surveys also come with many benefits such as improving organisational culture, enhancing psychological safety and gathering raw and valuable data to name a few.  The information obtained can then be analysed and used to make evidence-based decisions resulting in changes and plans to enhance the organisations overall performance.  Furthermore, statistics prove that regular employee engagement in the form of surveys can increase profitability by 23% all while fostering a positive workplace culture (Kailash, 2023).  
However, it is worth noting that while surveys can provide valuable information, they are effectively out of date immediately as an organisation is constantly changing.  Armstrong and Taylor (2020) suggest that using social media can sometimes be more effective in gathering “real time” data.  Social media has reformed the world of communication and can promote a collaborative way of communicating for employees who wouldn’t necessarily work together on a day-to-day basis such as Executive Members of an organisation conducting live Q&A sessions online to enable employees to ask ‘burning’ questions (CIPD, 2013).   
By creating a culture that not only seeks and values feedback but also utilises the feedback in a constructive way it is more likely to create an engaged workforce having a positive impact on productivity and overall feeding into the organisational strategy (Kampf, 2020).  
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