
[bookmark: _Hlk130572615]1. 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)

Organisations have diverse individual demands, therefore how an organisation functions depends on its strategy and structure (CIPD, 2015).  Armstrong (2022) describes hierarchal structure as a top-down approach with well-defined layers of authority.  The Hierarchal structure of organisations within the NHS promotes efficiency, ensuring patients receive a high standard of care through a clear definition of roles (Taylor and Woodhams, 2022, p. 56). The chain of command begins with the CEO, followed by various managerial levels, doctors diagnosing patients, nurses providing care and administrative roles.  

This structure enables clear communication and clarity within large organisations, enhances patient care and minimises administrative delays, which provides better patient outcomes. (Functionly staff, no date). Upsides to a hierarchal structure offer a defined progression path which leads to employee loyalty. Delegation of authority means multiple employees can make decisions specified to their designated department allowing effective leadership and communication (Functionly staff, no date).  Disadvantages to the structure include department rivalry, poor communication between departments and managers, and slower decision-making (Taylor and Woodhams, 2022, p. 56). A Hierarchal structure is costly due to departments requiring supervisors and managers, creating the need for higher salaries (Indeed Editorial Team, March 2023a).  With increasing patient demands and a challenging healthcare environment, there is a requirement for a less rigid structure, pushing healthcare organisations to explore other organisational structures (Functionly staff, no date). 

The Matrix structure requires employees to report to multiple managers. Used in organisations such as Starbucks, the structure provides the function of two chains of command working simultaneously. Organisations use this approach to allow different skillsets or managerial styles to utilise their strengths (Taylor and Woodhams, 2022, p. 59). As Starbucks is a global brand, the geographic divisions depend on a matrix structure to cater to the specific needs of consumer nuances in different countries (Juillion, November 2020).  

The advantages of the Matrix structure provide staff with greater motivation and productivity due to working more autonomously (Taylor and Woodhams, 2022, p. 59,). The structure creates a wider awareness of the business and strengthens professional development. Employees have a clear understanding of who to report to and avoid overloading a particular manager with queries. Disadvantages include managerial conflict, incoherent communication and a decrease in performance due to an inability to prioritise tasks (Indeed Editorial Team, November 2022).


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)

According to Lynch (2003), there are three core areas of strategy: strategy analysis, strategy development and strategy implementation (Taylor and Woodhams, 2022).  Strategic analysis scrutinises internal and external data to develop educated and informed decisions on how to develop and adjust strategies (Taylor and Woodhams, 2022). Strategy development through frameworks, such as SWOT analysis, identifies solutions and evaluates what the organisation needs to achieve.  Strategy implementation is communicated through clear metrics to meet KPI’s (Taylor and Woodhams, 2022). 
[bookmark: _Hlk157761496]As medicine advances and health needs change, Hywel Dda University Health Board has reviewed its organisational strategy to meet new demands. HDUHB’s new service model, ‘A healthier mid and West Wales’ (NHS Wales, no date) aims to focus on enabling a service that prevents ill-health or worsening of ill-health by treating those with poor health at earlier stages. It is part of the NHS’s Long Term plan to help communities to live longer and healthier (NHS UK, no date), with the UK Government investing £20.5bn to nurture and safeguard the NHS for future generations (Gov UK, 2019). Criticisms of the plan include how it can offer short term benefits to alleviate pressures. Approximately 49% of UK Government expenditure (Gov UK, 2023b) is put into healthcare, however there are trepidations that the spending is not easing the current demands faced, creating a disconnect between services and service users.  With no short-term benefits in place, internal pressure for employees will still exist and potentially worsen creating low motivation and decreasing performance.  

Successfully implementing Armstrong and Baron’s (2002) strategy, leaders need to link what needs to be achieved, with the approach to leading and developing people to ensure it is achieved (CMI, 2012). The NHS are working to achieve their strategy, by holding patient focus groups, speaking with frontline NHS leaders and industry professionals to help shape the plan through evidence-based practice resources. Data was gathered from 200 events, 2,500 responses, 85,000 insights from the general public and organisational information representing over 3.5 million people (Gov UK, 2019).  Focusing on aligning resources to future needs, HDUWB need to respond to the evolving nature of service needs to meet targets (CIPD, 2023d).  For the organisation to provide long-term sustainability, the need for agility is important. HDUWB’s strategy can only be achievable if a mindset of change is promoted internally and externally. 


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 UK Government’s new migration cuts have predicted 300,000 fewer immigrants will be able to enter the country than in previous years (Gov UK, 2023). The objective to curb immigration abuse will be advantageous and alleviate immense pressure on NHS health board organisations such as HDUHB, with an estimated 120,000 visas previously granted to associate dependants (Gov UK, 2023). The majority of dependants are not presently working, providing extra strain on the economy.  The Government are prioritising a ‘Back to Work’ plan, which is a package to boost economic growth in the UK.  Long-term benefits will see domestic talent being utilised with the view to remove people from benefits and into work, championing better pay, vacancies being filled and less patients to care for (Gov UK, 2023a).  Short-term issues entail staff shortages resulting in a substandard level of care, adding extra pressure to resources and dangerous outcomes (The Guardian, 2023).

Junior Doctors strikes focusing on a pay dispute regarding a 35% pay rise, hold devastating long-term impacts on NHS organisations with approximately 90,000 appointments and operations being postponed in 2023, costing the NHS up to £2bn (The Guardian, 2024).  The strikes bring huge challenges to already strained organisations in the NHS, putting pressure on departments as staff are drafted from other services to cover A&E and neonatal services (BBC, 2023).  The BMA (2021) indicates that better pay will improve engagement and healthcare services within NHS health boards as Doctors are exhausted and feel undervalued due to previous below inflation pay rises (BBC, 2021).  Doctors’ well-being needs to be prioritised and a pay rise considered to end the continual strikes and consequential impacts.

One in three people in England and Wales are receiving treatment for mental health problems (Mind, 2020) with 1.2 million people waiting for community healthcare (Independent, 2022). The BMA (2023) concluded that services are not able to keep up with the level of demand through data accumulated.  Organisations within the NHS need to prioritise factors identified such as staff shortages and underfunding to meet the demands that mental health care needs.  HDUHB recorded a 31% increase in its services post pandemic emphasising the growth in loneliness, depression and anxiety (Western Telegraph, 2021).  The impact has resulted in HDUHB taking positive action in supporting the community through home treatment teams and a trial for a mental health triage phone number through 111 (Western Telegraph, 2021).


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)


The way in which organisations navigate technology changes means human thinking abilities need to acclimatise (Howlett, 2019). These technologies will change the nature of work and the impact on performance. Future of Work Report (2019) uncovered a balanced global perspective among young professionals. 52% of Millennials and 48% of Gen Z believe AI will advance their careers by greater access to knowledge, yet 39% feel overwhelmed by potential changes AI may bring.
 
A view held by many is that positions are at risk of being taken over by machines leading to job losses (CIPD, 2021a). CIPD research indicates that although there are risks, there are also opportunities to increase and improve jobs.  Research suggests that the benefits of introducing AI will improve quality goods and services by 52%, reduce costs by 37% and increase revenue by 34% (CIPD, 2021a).  The potential benefits of using AI technology could be lifechanging. In the healthcare industry, scientists discovered the first new antibiotics in over 60 years using AI. Software was able to predict the activity and toxicity of a new compound which will inevitably save lives affected by MRSA infections (Duboust, 2023).  The fear lies in using the technology incorrectly leaving room for error. In a recent project, Amazon tasked data scientists in Edinburgh to help identify top engineers globally using software to join their company. Due to a mistake made within the software data, the piece of software omitted the word ‘woman’ therefore did not include CVs from female engineers creating gender bias (CIPD, 2021b).

Within the office environment, AI is already present in everyday systems, such as spreadsheet software, learning platforms and social media apps. These tools have transformed how organisations work and accumulate beneficial data, providing essential marketing information, creating shortcuts and easing complex processes.  The downside to AI technology is the risk to security and unrestricted access, as cyber security can be hacked and confidential data taken without permission (CIPD, 2021a). Organisations need to embrace new technology as a chance to enhance their roles however the balance between automated efficiency and human-centric approaches is crucial (Jackson, 2024).


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


Edgar Schein’s model of organisational culture is illustrated as a pyramid and split into three levels.  The model depicts how culture is influenced (Personnel Today, 2023). The top level ‘artefacts’ are the characteristics of the organisation that can be typically seen, for example; dress codes, branding, office furniture and facilities.  Schein suggests that these give minimal insight into a company culture and don’t typically change the culture if altered (Personnel Today, 2023). The second level ‘espoused values’, is the ethos and brand identity of the organisation interpreted by the company’s mission statement and employee behaviours (CMI, 2015).  The third level ‘underlying assumptions and beliefs’ are ingrained beliefs that shape the culture of an organisation and are passed on by employees over time subconsciously attributing to the true motivation and real values within the company.  The levels are described metaphorically as an iceberg with the ‘artefacts’ being above the water line and the ‘espoused values’ and ‘underlying assumptions’ lying beneath the surface unseen (CIPD, 2023a). 

Abraham Maslow’s Hierarchy of Needs is a motivational theory that explores human behaviour.  Maslow proposes that physiological and psychological needs motivate our actions (Cherry, 2022). The theory is a hierarchal pyramid encompassing 5 levels of ‘needs’ in the following order; physiological, safety, belonging, esteem, and self-actualisation. Physiological needs are basic human requirements such as, food, water, sleep, shelter and clothing.  Safety needs translate to ensuring personal security and health. A sense of belonging is distinguished through community regarding family and social groups. Esteem wanting respect and recognition and self-actualisation is the need to reach a person’s full potential (Youtube, 2016). 

An organisation must ensure all the lower-level needs are met for an employee to thrive and work to their full potential. If the employee is being paid well, they will have their basic needs met in order to live. The organisation will set up security measures such as codes to enter buildings and provide social settings to ensure friendships are made. At the level of esteem, praise, incentives and rewards are provided, ensuring the employee to feel engaged and fulfilled in their role (Youtube, 2016). Maslow’s humanist theory interlinks with Schein’s model of organisational culture as happy, satisfied employees are critical for the success and growth of an organisation. 


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)


 NHS organisations use a pay banding system called Agenda for Change (2018) to determine employees’ salaries. This ensures each pay band has the correct knowledge and skills to carry out tasks through learning to improve an employee’s capabilities within the role. The employee will automatically move up a pay point annually based on a reflection of a year’s experience in the role. The intention is to create a culture based on continuous learning which will improve the service user experience (NHS employers, 2019).  The impact of pay transparency creates a trusting and bias free culture as the model ensures all employees receive a fair salary and reward system (CIPD, 2023i).  Advantages also include a clear progression path which emits an ambitious behavioural environment (Remedium, 2022). Derogatory terminology of banding and the hierarchy that develops due to this system is a strong disadvantage.  The pay band hierarchy could be seen to set a negative culture through the organisation’s underlying assumptions and beliefs (Schein, 1980). This could impact employee motivation and performance, potentially creating negative behaviours causing conflict and tension between colleagues. 

The Covid-19 pandemic provided an insight into the need and desire for hybrid and flexible working. (CIPD, 2023f). Flexible work practices include job sharing, hybrid working, part-time, compressed hours and career breaks.  The aim of this practice is to improve employee well-being which will in turn impact on staff retention levels and create positive behaviours within the workplace which influence the organisation’s culture to feel respected.  A CIPD case study (no date) reported that flexible working reduces staff turnover by 87% and indicates higher levels of engagement and performance.  With the work-life balance (Guest, 2002) mentality being at the forefront of well-being initiatives, flexible working incites positive behaviours creating opportunities for growth and personal development.  Policy downsides include missed opportunities for collaboration, training and communication therefore diluting the core values and ethos of an organisation which negatively impacts performance and engagement (Indeed, 2023b). Culture affects the way employees behave and without the communal face-to-face space for collaboration and communication, an organisation will lack inclusivity and morale, inevitability affecting performance.


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)

There are two types of change HR professionals need to manage: resistance to the content of change and resistance to the process of change (CIPD, 2023g).  The nudge theory (Thaler and Sunstein, 2018) is a framework to gently assist people to make better decisions that lead to more desirable outcomes when managing change (WBS, 2022).  The approach is to influence individuals by subtly changing the environment or the options, as the model denotes that all decisions are based on several choices. The theory suggests that people tend to choose the more convenient option, therefore a ‘nudge’ guides people to make decisions that will become more beneficial in the long term. The main objective of the nudge theory is the ability for an individual to feel in control of their decision making and maintain the freedom of choice (Thaler and Sunstein, 2018).  The UK government implemented the nudge approach when switching from an opt-in to an opt-out system for organ donations. The opt-out scheme found an increase in donation from 20% to 80% (WBS, 2022) however a separate study using the theory, aiming to produce higher productivity through reward incentive schemes, resulted in competition and conflict within the workplace (WBS, 2022). 

Lewin’s change management model (1958) is a three-stage process using the analogy of changing the shape of a block of ice, ‘unfreeze – change – refreeze’.  The theory depicts how people react, resist and adapt to change. Organisations use this model to plan and oversee changes to strategies and operations (Indeed Editorial Team, 2023c).  The unfreeze stage prepares employees of a change about to take place, such as daily tasks and processes. During this stage, some employees will resist the change therefore it is important to encourage staff to prepare and refocus. According to Lewin, leaders must reinforce the forces of change, so their influence outweighs the resisters against the change (Taylor and Woodhams, 2022, p. 67).  The change stage signifies where acceptance occurs and adjustments to learning and developing are made. During this phase, organisational functions slow down for employees to adapt to the new processes in place. Monitoring employee progress is key to ensuring the model is successful.  The refreeze stage represents employees becoming familiar to the change and the organisation returning to the usual pace (Indeed Editorial Team, 2023c).  Once managers feel confident in employees’ capabilities with implementing the changes through policies and procedures, the organisation can return to its new normal.


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)

The Kubler-Ross change curve was created by psychiatrist Elisabeth Kubler-Ross in 1969. The change curve measures the 5 stages of grief – denial, anger, bargaining, depression and acceptance.  The adapted change curve framework can be used within the workplace to anticipate and assist employees coping psychologically with change (Taylor and Woodhams, 2022, p. 69).   The model is suited to understanding potential reactions to complex change projects and is centred on anticipating negative impacts when change occurs (CIPD, 2023e).  

Organisational change is disruptive to performance and culture and can trigger emotional responses with internal resistance to change.  People practitioners can anticipate responses by utilising change models to provide support and guidance for the employees.  Understanding the change curve’s 5 stages and ensuring acceptance of the change is crucial due to the fast pace of change within a fluctuating economy creating a VUCA environment (Taylor and Woodhams, 2022). 

Fundamental advances in the workplace such as AI technology and COVID-19 post pandemic hybrid working settings create areas of intense change that organisations must be able to respond to support staff embracing these changes (CIPD, 2023e).  A case study (WBS, 2021) applied the change curve model to deal with the changes impacted by the Covid-19 pandemic. The model helped to understand the impact on employees and how to manage communications and actions appropriately.  Analysis presented data that showed when restructuring and changes occur within an organisation, different people go through change at different speeds (WBS, 2021). 

 The model is effective as it applies to everyone regardless of age, gender and location, however those who experience change differently due to personal backgrounds, perspectives and beliefs may be difficult to manage as dealing with change affect individuals differently.  Taylor and Woodhams (2022) reiterate that a leader cannot successfully bring about change without accepting that organisational politics is complex and it is impossible to manage unless honing and deploying democratic leadership skills in order to reach all coalitions within a workplace. From a managerial perspective this can cause frustrations due to the way change can be managed within a group.

The model acknowledges that emotions are temporary however the emotions of the recipients receiving the change may face each stage at different speeds. The simplicity of the curve isn’t truly adaptable in real life situations as an individual may go back and forth between stages.  This establishes that the curve is not linear and can only be used within a flexible approach to change within the workplace in order to reap the benefits from the model.


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)

An increasing concern for employers is the state of employees’ mental health. The CIPD health and well-being at work report (2020) denotes that the main risk to employees’ health at work are psychological.  A 2022 report (CIPD) notes that 57% of long-term absences are due to mental health issues such as depression and anxiety.  Stress remains one of the biggest issues for workforces and is one of the main attributes to absences.  Causes of stress include diversity and inclusion issues, external personal factors, heavy workloads and poor managerial style creating a VUCA-orientated business environment (Taylor and Woodhams, 2022).

Strategic approaches to combat wellness at work include training managers to have the correct knowledge and tools to support well-being and empathise on employee’s issues.  An empathetic culture will build an engaged and happy workforce (CIPD, 2020). The CIPD reports that the UK works the longest hours in Europe yet doesn’t benefit in terms of productivity, quality of work and health, consequently indicating new polices for flexible working need to be considered to improve well-being (CIPD, 2020).  Studies have proven that employee well-being is an integral part of positive engagement and productivity, therefore the CIPD (2022) believe well-being should be essential within organisational strategy.  Taylor and Woodhams (2022) note the importance of well-being, highlighting Cadbury’s strategy in that looking after employees’ best interests, will attract committed employees and secure high productivity. 

 Organisations cannot succeed without a healthy and able minded workforce therefore the importance of wellbeing at work is essential (CIPD, 2020). The CIPD (2022) report that only 51% of organisations maintain a well-being strategy.  Those organisations that do, report a higher number of positive achievements on both individual and organisational levels.  The CIPD have identified seven key areas to well-being. These are health, social well-being, financial well-being, positive lifestyle choices, values and principles, good work and personal growth.  Maslow’s hierarchy of needs (1943) relates to this approach as supporting employees’ health and well-being, the elements listed ensure a healthy workplace based on humans’ basic needs (CIPD, 2023h). 

The CIPD (2023h) state that employees’ should also retain the responsibility for their own well-being.  Covey (1989) 7 habits of highly effective people, if applied, can improve performance in work and achieve more.  Promoting well-being within organisations prevents stress and enables an environment where organisations can thrive (CIPD 2023h). If well-being objectives are met, for example using moral and business cases through diversity and inclusive, working lives become more pleasant and varied, thus organisations can maximise performance and engagement within the workplace.


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)

The employee lifecycle illustrates the stages of an employee’s journey from entry to exit in an organisation referring to recruitment, induction, development and exit. People practices within the HR function are the approaches used that link with stages in the employee lifecycle. Examples of the roles range from recruiting, to developing policies, managing grievances and analysing employee data (CIPD, no date). Through understanding people practices from the CIPD’s Profession Map, the link between the employee lifecycle and how it connects with people practices, gives an insight into how policies and processes are shaped within an organisation in order to maximise a company’s success. 

The model assists the HR function to visualise the employee experience. The framework provides strategies to engage with employees and initiate benefits for both the employee and the organisation (Indeed, 2023d).  The lifecycle’s purpose is to promote a positive working environment boosting motivation and morale, which in turn will create lower staff turnover, increased employee engagement and create opportunities for better training and development for the employee (Indeed, 2023d).  

The lifecycle begins at the attraction stage where potential employees are applying to the organisation for the benefits a company has to offer.  Through brand awareness, a positive reputation and attractive benefits, applicants will be more inclined to apply for roles.  The HR function are responsible for this through policies and packages the organisation offer.  Flexible working policies such as hybrid working can appeal to applicants. The external factors of an employee’s life may benefit from working part-time or from home therefore policies such as flexible working would draw interest (CIPD, 2023j). 

Within the HR function, a talent management team would oversee stages in the lifecycle such as recruitment, development and retention.  Selecting candidates within a diverse and inclusive capacity, focusing on policies that sit under equality, diversity and inclusion will expand the talent pool and hire from an array of cultures avoiding bias.  Ensuring all roles are filled within the organisation keeps work pressures low and avoids overwhelming staff, improving employee satisfaction and boots retention rates (Indeed, 2023e). 

Learning and development strategies are important to retain staff’s engagement and performance. Motivation to advance an employee’s career with a transparent progression path will boost productivity and incentivise to work harder.  Analysis on the separation stage through exit surveys and interviews will provide data on why employees leave.  Competitive salaries and attractive packages other organisations offer can be learnt from (CIPD, 2023j).


[bookmark: _Hlk157760779]11. Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)
[bookmark: _Hlk157760439]
Ensuring organisational strategies are integrated into people practices are the key to an organisation’s success.  Providing a framework, for example Ulrich’s (1997) business partnering model, which aligns people practice to the organisational structure, enables the ability for numerous functions within an organisation to work simultaneously to build strategies and fulfil employee potential (CIPD, 2023k). Promoting the concept of seeing employees as assets strengthens an organisation internally ensuring long-term strategies and outcomes are reached. 

HDUHB organisational strategy, ‘A healthier mid and West Wales’ (NHS Wales, no date) can only be successful by interlinking HR practices within the organisation.  For the strategy to support and meet the requirements of the NHS Long Term Plan, internal strategies through performance management practice need to take place.  HDUWB’s The Workforce, Organisational Development & Education Strategy (2020) recruitment initiatives support Hywel Dda’s organisational strategy, ‘A healthier mid and West Wales’, by ensuring that through a meticulous hiring process, the organisation’s objectives can be delivered through attracting and developing the correct people for the roles (Taylor and Woodhams, 2022).  Through achieving the aims of the workforce’s strategy to recruit and retain staff, the strategy supports the wider organisational strategy. Widening the talent pool using diverse and ethically inclusive approaches can ensure all roles are filled and create a bias free culture which is crucial to organisational culture.  Learning and development strategic intentions (HDUWB, 2020) motivate and engage employees and support development through appraisals and performance goals, contributing to the wider organisation’s objectives (CIPD, 2023k).  

According to Armstrong (2022) the disconnect between employees and strategies holds a negative impact on performance, therefore aligning strategies with people practice can deliver more positive outcomes. Schumer’s (1998) strategy model is a component in the measurement of strategic planning.  When HR processes and strategic needs are methodically linked with the organisation’s ethos, policies and practices, the business will hold a competitive advantage against other organisations (Barrette and Ouellette, 2000).  In order to support wider people and organisational strategies, vertical and horizontal integration are two important factors to consider within the strategy process.  Vertical integration requires people practices linking with strategic management on an operational level and horizontal integration supports the strategy.  Not implementing vertical and horizontal integration into the strategies mission and objectives can explain the limited impact of alignment on organisational performance (Barrette and Ouellette, 2000).


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)


Effective communication through feedback strategies sustain a functioning and high performing environment. Active feedback gives employees a voice to build relationships, amplifies trust and creates a psychological safe environment, which is fundamental to high levels of employee engagement and retention (IoIC, 2023).  Through effective employee feedback approaches, understanding and meeting the needs of internal customers will align the targets of the organisation with employees’ daily tasks, drive genuine dialogue and is essential for management skills (CIPD, 2023l).  Through appropriate models, such as employee surveys, 360-degree feedback and focus groups, people practices can unearth how workplace issues can result in changes of behaviour and performance.  360-degree feedback assists in understanding the needs of internal customers through authentic feedback to improve self-awareness and realign engagement. Downsides of 360’s present negative connotations due to peer appraisals creating office tension, breeding cynicism and stress within the workplace (Harvard Business Review, 2023). Employee appraisals provide two-way communication ensuring employee voice is heard, creating a safe space to openly express needs. However, when communication becomes infrequent and ignored, employee resentment will rise and motivation will decline (e-days, 2023).  The Global State of the Workplace Report (Harvard Business Review, 2023) stated that 1 in 5 employees (18%) are actively disengaged with their workplace.  Actively consulting and engaging with internal customers is the answer to creating a prosperous environment.

Employee training generates an engaged and motivated workforce as it creates the opportunity to understand employee needs.  Creating an environment that prioritises employee development, leads to personal progression goals which maintains high retention levels and creates able minded staff who are capable and competent in their role. It can reveal top talent but also weaknesses within processes providing an edge on competitors, thus strengthening an organisation (Forbes, 2021). Sustaining the well-being of employees is imperative and through training initiatives, employees will express challenges faced within roles, share knowledge and boost morale (Forbes, 2021). With these spaces available to discuss issues, clear pathways can be introduced to alleviate problems and fix gaps within processes aligning employees towards organisational goals.  Training provides employees to feel seen and respected within the organisation, demonstrating a commitment towards staff enabling job satisfaction (Forbes, 2021).  Training initiatives, however, are time consuming therefore employees may not volunteer for training or opt out to avoid overwhelming workloads upon return. Training also needs to be continuous to avoid old habits remerging therefore sustaining momentum to train is difficult (Harvard Business Review, 2016). 
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