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[bookmark: _Hlk130572615]Q1: 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) – 361 words

	Organisation
	Hywel Dda University Health Board (HDUHB)
	Nike

	Structure
	Hierarchical
	Matrix

	Advantages
	· Having this kind of structure means that employees understand where they can escalate things to and management know where to delegate to (Indeed, 2023). There is the support from higher up the hierarchy ensuring accountability for decisions made, always someone higher up if guidance needed (Whatfix, 2024).
· With this structure there are clear roles and responsibilities which link into the overall strategy, and promotional opportunities (Taylor and Woodhams, 2022). This includes clear career pathways that attract talented staff but also can develop people into roles they aspire to be in (Indeed, 2023).
	· It can enable people to work in different areas meaning there can be more development opportunities for staff as they learn a new set of skills and priorities. 
· It promotes better communication as people have a clear understanding of who is responsible for what. This means that the right queries are directed to the right manager. 
(Indeed, 2022) 

	Disadvantages
	· This kind of structure can slow down decision making as big decisions may need to be agreed at a higher level (Whatfix, 2024). These types of companies generally involve management into decisions which, although can seem beneficial, due to differing opinions can delay the outcome (Indeed, 2023).
· As people are separated into different departments, this can lead to a lack of communication (Indeed, 2023). Each team should be aiming towards the same organisational strategic goal but without communication nobody really knows what each other are working on. 
	· This structure can be expensive as it requires multiple managers to deliver the desired outcome therefore recruitment and ongoing pay may be higher (Indeed, 2022).
· There can be confusion regarding the hierarchy and lead to managerial conflict when employees don’t know which manager is responsible for what (Indeed, 2022) (nibusinessinfo, no date).

	Reasons
	Being a public sector company means that big decisions need to come from the top down and someone must be accountable, making sure all areas of the organisation are working towards the same strategy.
	This kind of structure includes experts in various roles into each team meaning it improves communication and shares resources across departments (nibusinessinfo, no date).
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Q2: 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) – 358 words

The strategy for Hywel Dda University Health Board (HDUHB) is ‘A Healthier Mid and West Wales’ and HDUHB (no date) state they are trying to move from a service that treats illness to one that keeps people well. This means providing services that help early on, however with the building of the new hospital in the south, this means that emergency departments in more local hospitals are going to be shut down. Out of the four current hospitals, only Bronglais General Hospital (BGH) will have an A&E department with the other three hospitals having 24/7 minor-injuries units.

Service users need to access the services of HDUHB quickly but the target for referral to treatment waiting times set by NHS Wales below is a long way from quickly:
HDUHB (no date1) state: The main waiting time targets set by NHS Wales are:
· 95% of people start treatment within 26 weeks of their referral being received.
· 100% of people start treatment within 36 weeks of their referral being received.

The Welsh Government releases data each month around how long patients/service users have to wait to access treatment or services within the NHS. The target for a patient to receive cancer treatment is 62 days after it is suspected and in November 2023, HDUHB was listed as the worst in Wales with only 40.5% of patients receiving the treatment within the recommended timeframe (Wales Online, 2024). Hywel Dda were also the lowest performers in September and October.
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Part of the strategy is about staffing the services to safe levels however, The Welsh Government have advised that ‘it is essential that strong financial control is maintained’ (NHS Wales, 2021). Therefore, all health boards in Wales have been advised they need to start saving money.
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To monitor this financial performance, HDUHB have set up a financial control group to monitor spending and discuss vacancies being advertised, therefore when there is a need to recruit to serve the community better, there is scrutiny around the financial implications and whether the roles are necessary. There is a disconnect between the health boards strategy and they way it is working to support staff and service users/patients.


Q3: 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) – 390 words


	Economic
	Due to hard to fill posts, lots of employees come from overseas and the hospital accommodation is full. Once employees get the hospital accommodation, they are reluctant to leave as accommodation in West Wales is hard to come by and Pembrokeshire is the second highest place in Wales for second homes (Pembrokeshire County Council (PCC), 2024). This means when overseas employees arrive it is difficult for people professionals to find them accommodation. PCC are trying to resolve the issue by increasing council tax payments for second or empty homes but when an overseas candidate arrives, they are likely to spend time in a hotel/Air B&B until they source accommodation which isn’t the greatest start for an employee (and their family). This can lead to them leaving to go to more populated areas like Swansea or Cardiff. 

	Legal
	There is a new ‘Five-Point Plan’ to reduce immigration which includes Social Care Workers not being able to bring dependants and the minimum salary to be able to be sponsored for a skilled worker visa has increased to £38,700 per annum (UK Parliament, 2023). There is also a change to the ‘shortage occupation list’ meaning it will reduce the number of jobs where an organisation can sponsor people. Hywel Dda University Health Board rely on being able to sponsor candidates to obtain their visas to be able to come and work for them and these changes will affect the number of jobs they can do this with meaning that hard to fill gaps may now be even more difficult to fill.  

	Political 
	Medical Recruitment has slowed down since Brexit has restricted freedom of movement for workers. The Guardian (2022) state that there are over 4000 fewer European Doctors than there would have been if the decision to leave the EU hadn’t been triggered. It has been increasing more difficult to recruit Nurses from the EU since Brexit however this has led to recruiting more Nurses from places like India and South Africa. Brexit has greatly affected the recruitment of EU citizens into the lower paid roles such as Admin and Psychiatry as the salary doesn’t meet the minimum expected salary or shortage occupation list for the Visa requirements. UK in a Changing Europe (2023) state that leaving the EU led to more weak points that already existed with existing staffing and finance.




Q4: 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) - 376 words

CIPD (2021) state that there are three areas when it comes to technology in the workplace and these are Artificial Intelligence (AI), Robots and Automation. People believe that if technology is used then this can lead to large scale job losses but by using these technologies it means that people professionals can enhance their skills, not replace them meaning people professionals can focus on more personal tasks leaving the technology to deal with the data crunching (People Management, 2023).  

Technology is now a big part of most businesses and within recruitment in Hywel Dda University Health Board (HDUHB) automation is used throughout the recruitment process. The day after a vacancy closes, the system automatically moves all applicants into shortlisting, this saves time on people having to manually move applications across in the system. If a candidate is rejected, the system will automatically send a rejection email out and when a candidate is successful and all pre-employment checks have been completed, the Bot sends out the contract picking up all the details from throughout the recruitment process. The downsides to this are that sometimes the Bot can collect the data from the wrong place, and this is when a person needs to step in and override the technology, also fixing the error for in the future. By these processes being automated, people professionals can spend their time looking at how to improve processes and supporting candidates and stakeholders. 

Technology can help organisations to have a more diverse workforce and CIPD (2022) states that during a recruitment process, biases can come in when people are looking at applications or CVs and this can be when looking at a person’s work history, education or even address. This can mean that similar candidates can be shortlisted. Software can be used to ask focused questions around the role and show the candidates skills and how they approach different situations, these questions then get scored randomly by a committee, so it is easier to get a more diverse candidate pool. However, there are risks with using technology in this way and CIPD (2024) state that having poorly designed technology can amplify the human biases. This can happen if there is a human error in the coding and it could unintentionally cause harm. 


Q5: Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1) – 418 words

Edgar Schein’s model of organisation culture is a three-stage model incorporating Artifacts, Values and Assumptions. Artifacts are the parts of the organisation (such as processes and structures) that are easy for outsiders such as customers/patients to observe but can be hard to understand. Customers of the organisation might be able to easily see the structure but maybe won’t understand the reasons underpinning it. This then leads to values, so looking again at structure for example, the values would be the strategies/goals that caused the organisation to set up that type of structure. These are the reasons why the organisation works the way it does and chooses to do things in a particular way. EPM (no date) explains that assumptions are the unconscious beliefs of people working in the organisation believe to be true without ever questioning them.
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Abraham Maslow's Hierarchy of Needs is an influential model published in 1943. It is described as a pyramid, triangle or ladder and has five levels. Maslow believed that to be able to reach full self-actualization (self-esteem) all the lower levels would need to be addressed first (MindTools, no date1). 
The first level is Physiology and body and this is the base of the pyramid. It is about basic needs like sleep, oxygen and food. These are the needs that need satisfying as people need them to survive. Level two is safety and security, as managers, people professional have a duty of care to protect their staff and this can be from customers or colleagues to working in extreme conditions like hot or cold temperatures and not having the correct PPE in situations where needed. Level three is love and belonging and most people seek to feel like they belong. This stage is important when it comes to working from home (WFH) or agile working. There is a real need to make people feel connected when WFH and virtual meetings and 1-2-1s etc can help make people feel more involved. Level four is Esteem and this is where people have the desire for respect and recognition, people need to feel valued people professionals should recognise a job well done. This all leads to the final stage, Level five which is Self-Actualization. This level can only be reached when all other needs are met. MindTools (no date1) describes this level as ‘when a person can do what they feel they are "meant" to do and be who they are "meant" to be’. This is when a person feels empowered to achieve their goals. 
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Q6: 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) – 419 words

People practices such as policies, wellbeing and recruitment can massively influence organisational culture and behaviour. 

Policies such as the NHS Wales (2021a) ‘Managing attendance at work policy’ can be very black and white, if someone is off for a period of time or a number of occasions then this will trigger the employee to go onto a sickness stage. This kind of policy can influence culture and behaviour as people that are genuinely ill may feel that they cannot have time off work with the worry that they will move up the sickness stages ultimately leading to dismissal, reduction in pay or being thought badly of by management. Taylor & Woodhams (2022a, P.230) describe this as ‘Presenteeism’ when people are physically present at work when they are unwell. They go on to say that Presenteeism is harder to manage than Absenteeism due to the nature of it. This can happen more often with working from home or hybrid working so employees don’t have to be physically in the workplace to be ‘present’. 

In the recruitment function at Hywel Dda University Health Board (HDUHB), people professionals investigated how they recruit band 2 domestic staff into the health board. These are entry level roles that don’t require any experience or qualifications and are roles that don’t use computers, yet candidates were expected to fill out a 27 page application form, on the computer, to apply for these roles. 

This is when People Professionals decided that for these roles, centralised recruitment events were the best way for candidates to express their interest and have a very informal interview. The Campaigns team were responsible for advertising the event, this was on platforms like Facebook but also by printing posters and putting them in hospitals, libraries, colleges etc so a wide variety of people could access these, all the applicants had to do was supply basic personal information that would be added onto the computer system by recruitment professionals. 
Candidates attend a central location to where the vacancy is and have an informal interview. There are several different vacancies to include full time, part time and bank then there are day shifts and evening shifts. This adapts to the candidates and allows them to pick what suits their work-life balance. 

This process means that people who wouldn’t normally be able to apply due to lack of computer skills have a fair chance and that due to them being able to pick the type of contract/shift they want it will increase wellbeing in the workplace.


Q7: 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) – 426 words

Lewin’s Change Management Model is a simple three stage model with stages described as Unfreeze, Change/Move/Transition and then Refreeze. 

Unfreeze is the initial stage where people professionals look at where they are now. CIPD (2023) describe this stage as the ‘status quo’ where people professionals look at the need for change and what the benefits are. This will then lead to communication and hopefully getting engagement from people to ease the change process.
The middle stage is sometimes called Change, Move or Transition. This is the stage where the change is happening and Lewin says it’s important to involve people in all parts of the process and take action (CIPD, 2023). Communicating well and often is important in this stage and people professionals should encourage people to get involved. 

The final stage is Refreeze and this is about making the change permanent and the change becoming the ‘new norm’ (CIPD, 2023). All three stages in Lewin’s change management model are important but this stage is about securing the change and ensuring people don’t go back to old ways. 
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Kotter’s 8-step change is a model which focuses on change requiring great leadership and management and CIPD (2023) state that the 8 steps can be grouped together to link to Lewin’s Change Management Model.

The first 3 steps that are like Lewin’s ‘unfreeze’ stage are increasing urgency, building a guiding team and getting the right vision. These initial stages are critical if people professionals want to engage employees from the start. Everyone needs to understand why the change is needed, what the outcome of the change will be, and they need respected, trusted and influential people professionals to guide them through (StudySmarter, no date). 

The next group are communicating vision, empowering action and creating short term wins. CIPD (2023) call this the ‘engaging and enabling stage’ Just like Lewin’s ‘change’ stage. MindTools, no date2 advise to keep communicating the vision at every opportunity and to show the behaviours you are expecting. This includes removing obstacles and StudySmarter (no date) describes this as ‘empowering people to act and take part in the change’. Short term wins can help when a vision seems like it is far away or unreachable, having little goals to reach them can engage people when seeing things change.

The final group covers implementing and sustaining a change and these can link to the ‘Refreeze’ stage. People professionals should always be working towards the goal and ensure that employees can see the changes as beneficial. If they do this, this change then becomes the new norm.
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Q8: 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) – 406 words

There are different resources regarding the change curve and how many different stages there are, however MindTools (no date) state there are four main stages to Kubler Ross Change Curve that people go through when it comes to change, and describes these as Shock/Denial, Anger/Fear, Acceptance and Commitment. When implementing change, if people professionals have these stages in mind from the start, then they can predict the reaction of the people the change is affecting and plan ways to minimise this therefore narrowing the change curve and leading people to acceptance and commitment more quickly (MindTools, no date).
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The change curve can be used in a positive way by people professional to predict the reaction to the change ensuring that there are the right tools and resources to support the recipients of the change to move through to acceptance (MindTools, no date).
 
The positives of the change curve are in that every single person experiences it in some way or another, whether this be in a work environment or home life. Understanding that everyone goes through it means that people professionals can empathise with employees who are going through the change and encourage them to accept the different stages. Generally, if a change is happening, people professionals will have already been through the earlier stages of the change curve and be in the commitment stage, therefore leading employees who may be at denial or anger ensuring them that it is ok to feel the way that they do and that it will be ok.

The negative with the change curve is that everyone reacts differently to change and moves through the stages at different paces. If someone has had a bad experience in the past with change it may take them longer to move through the process and it depends on how vast the change is to each individual. Also, people don’t always start at stage one and move directly though through the stages to acceptance, there is a possibility that people will move backwards and forwards between the stages depending on the information they are given and how it directly affects them before finally committing to the change.  

Taylor and Woodhams (2022) suggest that people professionals should only encourage change when necessary and use common sense, that some people when promoted implement change just because they think it is expected of them. People professionals should encourage interaction when looking at change and if it is needed.


Q9: 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) - 445 words

Wellbeing at work includes Physical, Emotional/Psychological, Social, Financial and Career wellbeing (Taylor & Woodhams, 2022a, P. 226). Taylor & Woodhams (2022a, P.238) state that people may have little choice around who it is they work for however, organisations have an obligation not to cause harm. There is a legal obligation to provide safe working environments and reasonable working hours to reduce staff burnout. If staff suffer from burnout they can be absent from work, feeling exhausted and lack self-belief. This can lead into their personal life affecting their work-life balance. If someone is stressed in work, this can spill over into their personal life affecting relationships at home and this can also work vice versa, if a person is struggling in their personal life, this can mean that it is taken into work and affects their productivity. 

Wellbeing at work is important to the employee and to the organisation. If any employee is ‘well’ they can feel more engaged and motivated and this then leads to them having job satisfaction. It is important to note though that employees also have a responsibility to look after their own wellbeing and it isn’t just down to the organisation (Taylor & Woodhams, 2022, P. 239). Employees will benefit from wellbeing initiatives if they are willing to participate in them and look after their own health and wellbeing outside of work (CIPD, 2023b). If organisations look after employee wellbeing, the results can be reduced sickness and staff turnover and a happier workforce with less conflict. Staff are more engaged meaning that performance is improved. 

There are 7 factors which impact wellbeing, and these are Social, Emotional, Intellectual, Environmental, Physical, Occupational and Spiritual and CIPD (2023b) state that everybody has a responsibility for fostering wellbeing. People professionals will need to work closely with all parts of the organisation to lead on wellbeing from ensuring that senior managers are onboard with bringing wellbeing at work into the day-to day to supporting line managers who are generally implementing the policies.  Occupational health practitioners should work closely with people professionals to ensure health in the workplace. 

Armstrong & Taylor (2014, p. 446) state the way people are treated at work affects their wellbeing and this can be the working conditions, the flexibility in working arrangements or how things like bullying, harassment and stress are dealt with. The introduction of external  Employee Assistance Programmes (EAP) can be helpful to enable employees to access counselling either face to face or remote and private between the employee and EAP (Armstrong & Taylor, 2014, p. 446) and this can support the wellbeing of the employee whether the stresses are from their work or home life, or both. 
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Q10: 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 anddifferent people practice roles. (AC 3.1) – 392 words

The employee life cycle is the journey an employee goes through from learning about an organisation all the way to leaving the organisation and there are 7 stages from start to finish (PeopleHR, 2023). Each stage of the employee life cycle links in with people profession roles and the stages are Attraction, Recruitment, Selection, Onboarding, Development, Retention, Separation (Taylor & Woodhams, 2022). 

Depending on the size of the organisation, people practitioners may do part or all the employee life cycle (Waite et al, 2021) and within Hywel Dda University Health Board (HDUHB), each part of the employee life cycle can be linked to a different department or even cross over multiple departments.

Taylor & Woodhams (2022) describe the Recruitment part of the employee life cycle as the stage that starts with knowing what and how many vacancies you want to fill to gaining approval, advertising and having people to consider. In HDUHB there are four different teams, two dealing with general recruitment including admin staff, physiotherapist etc and two dealing with Medical Recruitment from Junior Doctors to Consultants and Hywel Dda University Health Board, no date2 state that if you don’t find a job that is right for you to contact them. This also links in with the attract stage of the life cycle as they have a lot about their values etc on the website so people may want to work for them but cannot find the right job, this is where the people professionals in the campaigns team step in. 

Induction can fit in with the onboarding part of the employee life cycle, but HDUHB have a learning and development team that deal with that part. It is the people professional’s role to ensure that new employees understand the organisation’s values and culture and of what is expected of them (CIPD, 2023a). The people professionals in that team will arrange Corporate Induction with the new employee, arranging a start date that is suitable for the employee and the appointing manager. At Corporate Induction they will go through the Organisational values as well as log in details for ESR, the health boards system to do mandatory training, look at payslips, update personal details etc. The people professionals on this team have an ongoing part to play in the employee life cycle when new training becomes available or mandatory training has expired. 
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Q11: Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2) – 373 words

People practices are essential for supporting the wider people and organisational strategies, connecting practices to the organisation’s goals and helping to create a supportive and inclusive work environment. They drive employee engagement and business performance.

Starting at the beginning of the employee life cycle with attraction and recruitment, this is about getting the right people with the right skills at the right time (Taylor and Woodhams, 2022a, P. 30) and people practices such as recruitment and campaigns teams etc can help with this. To support Hywel Dda University Health Board’s strategy of ‘A Healthier Mid and West Wales’ people professionals in the recruitment teams are making sure that any gaps are filled to ensure services aren’t disrupted. In recent times when Doctor’s and Nurses have gone on strike to due pay and conditions, it was down to people professionals to find ways to cover the gaps so that normal services could be run but also to negotiate with doctors, nurses and unions to resolve the issues. 

If the onboarding process runs smoothly leading into Corporate Induction/Development, then these people practices are supporting the organisation by getting the candidate ready and engaged right from the starting. Giving them information about the organisation, ensuring payroll is correct and advising the employee of processes like starting salaries where they can apply to start at a higher salary. If an employee is engaged from the start, they are more likely to be happier, more productive and less likely to leave (Retention) (CIPD, 2023c).  

Alternatively, if people practices don’t run well, this can have a negative effect on the employee and the organisation. For example, a candidate that has been withdrawn due to high levels of sickness but has not declared a disability on their application form (which is there right) will feel disadvantaged and that the organisation is not supportive. The candidate can then spread the word about the organisation discriminating against them and this can lead to a bad reputation for the organisation which can sometimes be hard to shift. 

People professionals in workforce/HR functions should be involved in these decisions prior to them being made by recruitment or service managers etc to ensure that the employee and the organisation are both protected. 


Q12: 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) – 404 words

The internal customers of the recruitment people function in Hywel Dda University Health Board include but are not limited to appointing managers, service managers and other people functions such as Learning and Development and Workforce. 

As a big organisation, HDUHB conduct staff surveys and one part of that survey is around the relationship people have with their manager. As people professionals, if a pattern is seen where there are continuing issues between staff and their line manager then management training course are put into place. These can be webinars, mandatory training courses or facilitated meetings with operational workforce. Webinars cover a range of training needs and this include unconscious bias and stress risk assessment. 

When a conflict is discovered between two internal customers, people professionals try to resolve this by following an informal route. Workforce advisors will speak to the people involve separately in the first instance to discuss the background of the conflict and how each party would like it to be resolved. Once this takes place, a facilitated meeting would take place with all parties involved and a facilitator from workforce. Hopefully, this would resolve the issue as if it does not, it would then follow a formal process to include the respect and resolution policy. Public Health Wales (2021) state they will not tolerate any form of bullying or harassment inside or outside of the workplace.

As a recruitment function, people professionals wanted to engage with appointing managers to gain feedback on what part of the recruitment process they feel is done well and what they feel could be done better. A focus group was put together to take appointing managers from different areas such as Admin and Clerical, AHP and Estates and Facilities departments. Appointing managers advised that although they feel the recruitment function supports them when it comes to the Trac recruitment system, they felt that more training for them was needed. As people professionals we liaised with the Learning and Development team, the Trac team and Shared Services to see what training was already available and how it could be adapted. There are now several recruitment training course ranging from adding a vacancy on to the Trac system to interview techniques and recruitment best practice. The feedback from these courses has been positive. Taylor & Woodhams (2022) say that focus groups promote discussions and gather opinions of given topics and this worked how it should for this topic.
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