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[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)

	Organisation
	Hywel Dda University Health Board
	Starbucks

	Structure
	Hierarchy 
	Matrix

	Purpose of Structure
	The line of command starting with executives and senior management and extending to regular staff is known as a hierarchical structure. This structure guarantees that management levels are aware of their relationships with one another, allowing businesses to make more effective decisions (Indeed, 2023d).


	An organisation may decide to use a matrix structure when managing numerous lines of activity concurrently. In a matrix structure, employees will be required to report to multiple managers for various tasks. The general project management would be overseen by one manager, while specific specialised duties would be handled by the other (Indeed, 2022). 
Businesses usually use such a strategy when workers with different skill sets need to work together or when it's deemed beneficial to use a variety of management styles (Indeed, 2022).


	Advantages
	Organisations with this structure gain from having distinct levels of authority that are helpful in indicating career trajectories and the boundaries of authority and responsibility (Waite et al, 2021).

The roles to which they are eligible for promotion are clearly visible to employees. This indicates that every person is knowledgeable about their chosen professional pathways (Indeed, 2022). They are aware that if they continue to do well at work, they could eventually reach the top. In this structure, rising through the ranks and gaining experience is relatively straightforward (Indeed, 2022).
	Employees fulfil both their functional and divisional roles as well as their project roles with defined project objectives, increased autonomy, and freely flowing information when several skill sets collaborate to ensure that the company runs as efficiently as possible (Taylor and Woodhams, 2022b).

Workers are frequently more motivated when they feel like they have more autonomy. It also makes clear to them who to contact in different management and task-related problems (Indeed, 2022).
By doing this, miscommunications and inundating a certain management with queries can be avoided. Additionally, this may result in work-related conflicts being resolved more quickly, which boosts productivity. (Indeed, 2022).
	

	Disadvantages
	According to Taylor and Woodhams (2022b), businesses have trouble adapting and changing due to the internal retention of information within their functions and the potential for resistance from new approaches that require cross-functional understanding. This makes change more difficult to achieve and takes longer to happen.
Executives find it more difficult to hear or consider good ideas from the bottom, and it also takes longer to explain, comprehend, and implement changes and innovations that executives need (Taylor and Woodhams 2022b).
Workers may experience a lack of loyalty, motivation, and purpose clarity because of feeling alienated from company goals and leaders (Taylor and Woodhams, 2022b).

	When mismanaged, a matrix structure can lead to misunderstandings, conflicts among managers, and a lack of clarity about organisational objectives and priorities (Taylor and Woodhams, 2022b).
Managers may become frustrated with each other because team members report to multiple managers about various issues. Even while it may be adequate to communicate some items to a project manager alone, a general manager may feel that team members must report everything to them (Indeed, 2022).






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)

It is acknowledged that a variety of services have certain vulnerabilities because of the nature of service delivery throughout Mid and West Wales. This was a major factor in the creation of the Hywel Dda University Health Board's (HDUHB) strategy, which aims to lessen the risks to long-term service delivery, if not completely remove them (HDUHB, no date 6).  The goal of "A Healthier Mid and West Wales: Our Future Generations Living Well" is to build a sustainable healthcare system by changing the emphasis from hospital-based care and treatment to one that emphasises community empowerment and people's ability to take care of themselves (HDUHB, no date 4). 

Their approach is a direct result of public participation and consultation efforts. They included people who utilise their services, their families and carers, workers, and other people or organisations involved in or interested in health and care (HDUHB, no date 5). To tailor their approach to the requirements of the people, they paid particular attention to listening to the most vulnerable persons in the health board region and those who were protected by the Equality Act 2010 (HDUHB, no date 4).

The strategy's foundation is to provide as much care as possible close to people's homes. To this end, numerous integrated health and wellbeing centres are planned for Carmarthenshire, Ceredigion, and Pembrokeshire, with designs created in collaboration with local communities (HDUHB, no date 7). To improve and expand the range of specialised care services available, as well as to restore more care in community settings, a new urgent and planned care hospital is being planned (HDUHB, no date 7). With the future hospital site narrowed down to Whitland or St Clears (Dafydd, 2023), concerns have been expressed about the sites' lack of infrastructure, particularly public transport, and location. HDUHB has declared that it will collaborate with local authorities and the Welsh Ambulance Service to have more advanced paramedic practitioners stationed in communities in an effort to counteract this and reassure those who live the furthest away (HDUHB, no date 5).

The organisation is driven to give the greatest care and services possible but given the relationship between its current services and strategy, it is unlikely that it will reach its long-term objectives until it has managed or resolved its immediate problems. 

The organisation has come under fire for its deteriorating financial circumstances (Clarke, 2023), but other recurring issues include staff shortages, waiting lists, and wait times. These are also observed in other NHS Wales establishments (Duffy & Mills, 2023). They face difficulties, and they recognise that the shortages, over-reliance on temporary workers, and expense of hiring temporary labour are currently their top workforce concerns (HDUHB, no date 2).

Waiting lists are the second highest on record, with ambulances spending a total of 13,868 hours outside A&E departments beyond the 15-minute target limit (Duffy and Mills 2023). The health board has implemented a "waiting well" policy that aims to decrease the 6,350 last-minute cancellations of surgeries that occurred in the previous year (Gov, 2023). The policy's goal is to provide people the tools they need to better self-manage and take charge of their own health (Duffy and Mills, 2023). The narrative and culture surrounding this policy will shift from one of a "waiting list" to one of an opportunity for proactive "preparation for treatment" (Gov, 2023). 


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)

One of the most pressing concerns about Brexit's impact was the UK's reliance on foreign health professionals, particularly those from the European Economic Area (EEA) (McCarey et al, 2022). Following the vote, the number of health workers decreased drastically and has not since increased. McCarey et al (2022) mentions how growing hostility towards foreigners caused some people to flee. The significant increase in international recruiting more than offset the decline in nurses and other health workers. McKee (2023) pointed out that this creates ethical concerns regarding hiring from nations that frequently experience severe shortages of health professionals. The increase was insufficient to fulfil the needs of the NHS in departments that relied on EEA personnel, such as dentists and anaesthetists. These shortages have a domino effect, increasing strain on existing staff members and escalating issues with morale and retention (McKee, 2023).

The workload and workforce of the NHS are being negatively impacted by the growing cost of living (COL). As a result of rising living expenses, which some employees find difficult to pay for, and an increase in mental health leave, NHS trust leaders expressed concerns about the mental, physical, and financial welfare of their workforce, according to research published by Torjesen (2022). Because they were finding it difficult to support their families, lower band employees were leaving for better-paying positions. This substantially affected the NHS's capacity to fill positions such as healthcare assistants and porters (Tojesen, 2022). To reduce some of the stress brought on by COL, HDUHB has investigated several ways to assist employees, such as providing reasonable loans that are repaid with income and creating a car-sharing scheme so that employees may go to work together (Blake and Davies, 2022). Implementing certain strategies, like providing flexible and agile working hours, may be more challenging than others. The company wants to help employees save money by reducing travel and childcare costs, but because staffing groupings differ and service demands vary, this may be difficult to implement (Blake and Davies, 2022).

In Hywel Dda (HD), more people are living into old age, which is excellent, but it also carries with it increased health and social care difficulties (HDUHB, no date). According to HD, in Carmarthenshire, Ceredigion and Pembrokeshire there will be over 125,000 adults 65 and older in 2043, of whom nearly 22,000 will be above 85 (HDUHB, no date 7). Over the next ten years, Hywel Dda will see a 4% annual increase in the prevalence of frailty, making it a more significant issue (HDUHB, no date 7). They will be developing Health and Wellbeing centres as part of their health board strategy (AC1.2), which will entail offering comprehensive support for the frail and elderly. By anticipating or identifying challenges or problems early on, multidisciplinary teams in the area can address them as part of the team approach to enhanced care at home, perhaps reducing or eliminating the need for hospital care (HDUHB, no date 7).


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) 

Organisational structure and workflow are becoming more and more influenced by technology (CIPD, 2020). Without a doubt, technology has changed the way we operate. It has enabled us to work from home or remotely, communicate with customers and colleagues from anywhere in the world, and have access to a multitude of information at our fingertips (CIPD, 2020).

According to Taylor and Woodhams (2022b), the use of digital technology in people practice is rapidly growing, especially in recruiting and selection. HDUHB recruitment teams use Trac, a recruitment management system. It is used to help process vacancies and aid in monitoring recruitment KPI’s through a traffic light colour coded system.Trac has automated functions that can be pre-programmed and altered when needed to allow a smooth transition between various stages of the recruitment process. Its functions comprise of closing vacancies at pre-chosen dates, sending automatic emails to both users (staff) and applicants as well as issuing contracts. Automation has the advantage of reducing errors and increasing efficiency (Mohdzaini, 2021), however, this can only be successful if the user has correctly submitted information before Trac is engaged.

One of the most frequent surgeries carried out by the NHS is joint replacement surgery. (HDUHB, 2023). With their new surgeon guided robot, HDUHB hope their clinical trials will be a success in being able to provide precise and uncomplicated hip and knee surgeries as announced back in 2023 (HDUHB, 2023). Prof Chris Hopkins (Head of Innovation & the Tritech Institute at HDUHB) hopes that the programme will improve patient outcomes and help alleviate some of the systemic pressures and waiting lists for scheduled treatment (HDUHB, 2023). Mohdzaini (2021) asserts that robot-assisted surgery is less invasive and seems to shorten recovery periods for patients. Additionally, there have been suggestions that learning robotic surgery might be simpler for a surgeon.

Although AI, robotics, and automation can bring many benefits, including improving the quality of services, reducing costs, and increasing revenue, in some cases, interactions between people and machines can reduce performance (Mohdzaini, 2021). The human instinct to settle disputes and take other actions into consideration is one explanation for this. Humans may attempt to override technology which could end up being life threatening, however, in some situations this may be exactly what is needed (Mohdzaini, 2021).

Effective management of major changes is essential to maximize the potential for higher value-added employment, assist workers in managing job risks, and mitigate performance risks related to conflict between humans and technology (Mohdzaini, 2021). To achieve this, employers must integrate their technology strategy with a well-developed human resource strategy (Mohdzaini, 2021).


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

According to Schein's concept, a company's culture emerges gradually when staff members use fundamental beliefs to address both internal and external issues. If these beliefs work, they are then transferred to new hires (Cuofano, 2023). Schein's paradigm, which depicts organisational culture at three levels, examines culture from the viewpoint of an observer (CMI, 2015). It is sometimes depicted as an iceberg or a hierarchical pyramid, with norms and assumptions being the majority of what is beneath the surface and artefacts symbolising the "visible" parts above the water line (Young, 2023). While Espoused Values, a deeper layer, contains values expressed through mission statements and values, Artefacts, the most obvious layer, provide surface insights into culture (e.g., dress code, office layout) (Cuofano, 2023). They can be altered to have an impact on culture and provide further cultural information (Cuofano, 2023). The hardest cultural components to alter are those at the deepest layer, known as underlying beliefs. They include unspoken presumptions about labour, achievement, and failure (Cuofano, 2023). 

A psychological theory of motivation known as Maslow's hierarchy of needs is based on a five-tier model of human needs, which is commonly depicted as levels within a pyramid. The five stages of the hierarchy are physiological, safety, love/belonging, esteem, and self-actualization (McLeod, 2023). Lower-level needs like food, water, and safety must be met before larger demands. Though it's believed that very few people truly achieve self-actualization, we can all have instances of peak moments (McLeod, 2023). The ordering of the levels is quite flexible. Some people value esteem more than love, however some people can achieve self-actualization despite their poverty. Human behaviour, according to McLeod (2023), is usually motivated by multiple requirements at once.
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Meeting these demands encourages workers to keep learning, developing, and improving for the benefit of both their companies and them, in addition to assisting them in becoming the people they want to be (Mindtools, 2023a).

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) 

Rewards
Bonuses, promotions, and performance-related compensation are examples of reward and recognition programmes that can improve employee motivation and performance (Dwyer, 2012). Research suggests that health care workers are less motivated by pay and more driven to perform work that benefits others than their colleagues in the private sector. This suggests that monetary rewards may not be useful for supporting these workers, and that symbolic acknowledgment may be more essential (O'Flaherty, Sanders, and Whillans, 2021).

Hywel Dda has three recognition awards even though they lack a rewards programme. Hywel's Applause, the Chairs Commendation Award, and the Long Service Award (HDUHB, no date 7). All these awards are intended to celebrate and honour employees who embody the company's key values, even though they don't come with any financial incentives. Financial incentives for public sector organisations have the potential to negatively impact organisational culture and have been linked to lower morale and motivation because of a common belief that the performance standards required to qualify for the incentive are high (O'Flaherty, Sanders, and Whillans, 2021). 

Recruitment – Job Descriptions (JD’s)
The individuals you hire and the process by which you hire them will significantly influence the culture of your business (ICS learn, 2021). It is crucial to consider the kind of candidates you wish to hire rather than just the qualifications necessary for the position. It is the managers' duty to make sure the person specifications at HDUHB meet the requirements and describing these qualities in the job description is an effective way to draw in those applicants (Richards, 2018). Managers may choose not to update the JD’s and may choose to use the same information, which may have an impact on hiring for open positions.

Organisations may empower their workforce, cultivate a transparent culture, and set themselves up for long-term success by devoting time and resources to keeping their job descriptions updated (The People Shed, 2024). Additionally, managers will have an advantage in hiring the ideal candidate who will fit in with the company's culture, remain longer, and contribute positively to the organisation over time (Richards, 2018).


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) 

Lewin created the three-stage model of change to assess two areas: how organisational environments undergo change and how challenging the status quo might result in meaningful changes (Raza, 2019). The three stages consist of Unfreeze, Change, and Refreeze.

Individuals must let go of their old patterns of thinking and doing to accept change (Unfreeze). The unfreezing stage tries to increase people's consciousness of the necessity of change. After realising that a shift is necessary, people can begin to modify their behaviour to fit the new circumstances. They experiment with different approaches and learn how to adjust to changing circumstances (Change). After embracing change, individuals can firmly establish their new attitudes and behaviours (Refreeze). 
 
The ice metaphor serves, in part, to illustrate the idea that successful change requires patience. It takes time for things to unfreeze and then to refreeze for new methods to become established (Taylor and Woodhams, 2022b).

On the foundation of Lewin's theories, other researchers have created more elaborate models of successful change management (Taylor and Woodhams, 2022b). Kotter's 8-step process, which takes a broad approach to change and considers elements like organisational culture, is one of the most well-established methods for managing significant change (Waite et al., 2021). 

Figure 1.2 Kotter’s 8 Steps for leading Change
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Much like in Lewin's model, the first four phases concentrate on "Unfreezing" the current situation, while stages five through seven concentrates on implementing new procedures and taking down obstacles (Change) (Kotter, 2012). The final phase, known as "Refreeze," helps cement the changes that have been made to the organization's culture (Kotter, 2012).
Taylor and Woodhams (2022b) assert that not every step will always be suitable to take in every situation and argue that Kotter's eight stages do not necessarily need to follow a certain order. But according to Kotter (2012), skipping steps in the process can make it harder for improvements to remain constant. 

Kotter's model has been recommended to be most effective when used in conjunction with other tools that allow it to be customised for various situations. It is particularly helpful when used as a change planning tool. Large-scale, multi-site projects have been proven to benefit from it the most (Roberts, 2023).


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) 

When an organisation experiences a shift, its employees may react in a variety of ways, which may cause internal resistance to the change. Change facilitators can anticipate these responses and help their staff succeed by using popular change models such as "The Change Curve" to understand these stages of personal development (Malik, 2022).

Organisations can utilise the widely accepted Change Curve model to comprehend the various phases that individuals and the organisation experience during a transition. When people go through changes, they often go through four major stages. They are commitment, acceptance, anger/fear, and shock/denial (Mindtools, 2023). Organisations may use the Change Curve to predict how people will react to change and to make plans for offering people the right kind of assistance at the right time throughout a transition (MindTools, 2023b).

Employees do not necessarily follow the Change Curve in a straight line; they may return to earlier stages of the change curve after reaching later stages (Roberts, 2023). Kubler-Ross Change Curve is not necessarily a model to implement change, even while it can be used to foresee and thus address employees' coping with change (Roberts, 2023). This approach is more suitable for comprehending possible employee responses to extensive, intricate change initiatives or those that are anticipated to have a notable adverse effect on staff members (Roberts, 2023).


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) 

Well-being at work can be influenced by a variety of elements, such as company culture, job satisfaction, work-life balance, and working circumstances (Suff, 2022).
The concept of employee wellness has evolved from focusing only on physical health to fostering a culture of holistic health that encompasses social, professional, emotional, financial, and purposeful aspects of life. Based on the idea that a successful employee wellbeing plan must encompass much more than several stand-alone projects, the CIPD developed seven domains of wellbeing (Suff, 2023). These include financial well-being, good work, values and principles, social and collective growth, personal growth, and healthy lifestyle choices.

Health is one of the most important variables influencing well-being.  Employees need to take care of their health because it directly affects how productive they are (Armstrong, 2020).  This is especially true now as practically all jobs at work include mental and physical effort. By providing dependable equipment for physical safety and encouraging safe work behaviours, the workplace also contributes to employee health. Fostering happiness at work is a necessity for wellbeing and is very beneficial to both firms and people, according to a 2022 CIPD Report on job-related well-being. When employees are happy, they can actively participate in their work and accept full responsibility for it. Employees who work in environments that prioritise wellbeing develop a high level of resilience that enables them to undertake challenging tasks (CIPD, 2022).

Reduced productivity, more absences, and extended sick leave are all signs of declining well-being (Suff, 2022).  In these cases, occupational health and risk assessments can be used to compare competence to position requirements. To balance an employee's abilities and contribution to their work, reasonable adjustments should also be made available. This is especially crucial in cases where workers reveal a health issue.  Stress management and conflict resolution are two more strategies aimed at promoting health (NICE, 2015).  When combined, these tools support and recognise employees' general health as a strategically important component of maintaining resilience and engagement.

The pandemic showed how technology has always played a predominant part in modern working practices.  But the false narrative of "always on" that technology promotes calls for a counternarrative of "enough is enough" (Mohdzaini, 2021).  Technology is used by many businesses for system administration and business meetings.  The viability of remote and hybrid work arrangements has increased because of this realisation. Nevertheless, excessive use of technology can result in unproductive stress and burnout, as demonstrated by "Zoom fatigue" (Mohdzaini, 2021).


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) 
[bookmark: _Hlk157536040]
The employee life cycle describes the phases that a person experiences when employed by a company. According to Fields (2023), these individual stages could last for a few months or several years. According to Fields (2023), the employee life cycle model consists of seven stages: attraction, recruitment, onboarding, engagement, development, retention, exit, and advocacy.

Understanding the employee life cycle and its impact on motivation, work satisfaction, and retention is crucial (Fields, 2023). While some processes, like onboarding and induction, are only done once, performance reviews, for instance, take place frequently, often monthly (HRM Handbook, no date). A great work experience increases the likelihood of retention and increases attraction through reputation (Green, Peters, and Young, 2019).  Similarly, workers who receive inequitable treatment have several ways to express their displeasure: employment tribunals, word-of-mouth, grievance procedures, and negative public comments (Suff, 2022). Fields (2023) suggests that investing time in streamlining and optimising the employee life cycle can yield significant advantages in terms of output and financial gains.

People practices refer to the activities and approaches we apply throughout the employee lifecycle (CIPD, no date1). Throughout the lifecycle, a variety of people play different functions, and these jobs frequently vary according on the size of the company (Waite et al, 2021). There can be one person, or several people leaders assigned to each step of the employment lifecycle in small to large businesses (Waite et al, 2021).

Individuals who work in recruitment can be administrators who handle job requests, advisors, or senior managers. Certain organisations might have specialised staff members to facilitate the hiring process. Among them are Employment Specialists, who connect professionals to jobs using their in-depth understanding of an organization's hiring procedures (Indeed, 2023c). Additional specialised positions include Talent Acquisition Specialists, who identify and evaluate applicants most suitable for the organization's long-term objectives. In addition, they must identify appropriate candidates, comprehend recruiting requirements, and set hiring standards (Bartram, 2024).

The way an employee interacts and collaborates with their team is greatly influenced by their first impressions (Waite et al, 2021). As a result, it's critical that they receive proper induction—local or corporate—to help them comprehend their role inside the company (Waite et al, 2021). The onboarding and continuing training for new hires will be handled by the learning and development teams. Learning and Development Specialists will create learning plans and programmes as employees advance in their positions to make sure they maximise their personal and professional growth (CIPD, no date2).


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

To accomplish strategic goals, each department within an organisation will define particular goals.  To accomplish these objectives, people practices including reward and recognition programmes, performance management, and talent management are essential. People practices may provide integrated support for every person, function, and strategy through talent management, performance monitoring, and job design (Armstrong, 2020). Professional standards ought to be customised for each employee and should be met strategically through well-thought-out job designs. This may point to a job design that supports cooperative, communicative teams or one that assists employees in developing skills relevant to various organisational tasks. Effective talent management, in the opinion of Cooper and Hesketh (2019), reinforces and encourages the value of cultivating a broad skill set.

Functional leaders risk developing siloed mindsets since each employee will have responsibilities unique to their position (Farnham, 2015). By acting as a link for cooperative planning, assessment, measurement, evaluation, and adaptation, people practices help to lower this risk (Kew and Stredwick, 2016). This makes drawing a clear distinction between goals and objectives necessary.

The primary goal of people practices is to guarantee the best possible performance of all organisational activities while being in line with the organization's strategy.  People practices can employ horizontal integration to combine and coordinate resources towards the strategy because functions are iterative (Armstrong and Taylor, 2020).  Two effective approaches to accomplish this are to support strategic development within each department and to provide resources and training to meet targets (Farnham, 2015).
People practices can also be tailored to the employee experience through the implementation of growth and vertical integration initiatives (George, 2021).  According to Kew and Stredwick (2016), people practice has an impact on all facets of employee life, including hiring, performance management, engagement, salary, safety, and security.


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) 

To acquire understanding and develop plans to meet internal customer needs, people practitioners might use a variety of techniques. Focus groups, exit interviews and surveys for both new and current employees are a few of the most popular methods for determining these needs (Drucker, 1994). Every approach presents a distinct chance to gain firsthand knowledge about the work experience from staff.

Staff Survey
Anonymous surveys are an ideal way to give employees a secure place to discuss new ideas and assess how the firm is doing. In addition, they enable leaders to evaluate employee engagement, address flaws, and capitalise on their strengths (Robinson, 2024). Every year, all employees of the Hywel Dda Health Board get an anonymous staff survey. Its goal is to comprehend the experiences, viewpoints, and insights of the workforce to continuously improve the service (Blake, 2020). The survey's results indicated a 76% engagement score in a 2020 report (Blake, 2020). By segmenting the questions into categories such as Engagement and Bullying, Harassment, and Abuse (BHA), the team can identify areas that need to be improved and create action plans on how to resolve them.

While surveys can be more easily implemented, interviews can yield significantly higher benefits as they enable a more in-depth examination of features (Young, 2023a; Jain, 2021). Asking questions rather than completing forms can also help participants have a positive experience (Seale, 2012). Furthermore, interviewers can build rapport with participants, which might be beneficial for current and future research (Jain, 2021). 

Recruitment engaging Managers
Recruitment teams typically view hiring managers as their internal customers, but to collaborate with hiring managers to create the best hire for the company, they must view themselves as partners and talent advisors (Lewis, 2017). Hywel Dda's Recruitment Efficiency Officers engage closely with Appointing Managers, offering counsel and direction regarding the many channels accessible for filling positions that prove difficult to fill. They also assist in identifying any possible areas for improvement and offer suggestions for how to get there. They provide managers with guidance on developing talent pools and conduct headhunting to guarantee the best and most qualified applicants are chosen for the position, which reduces hiring time and increases efficiency.

Managers within the organisation are not provided with any recruitment training as part of their role and some are therefore unaware of their responsibilities. The recruitment team do offer ‘Recruitment Best Practice’ training which educates managers about the recruitment journey and advises them accordingly of their obligations throughout the process. The team will consistently encourage managers to attend, even though it is voluntary. Since new managers may eventually need to hire employees, there is debate about whether this training should be made mandatory for all new managers.
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