AC 1.1  
(Buchanan and Huczynski, 2023, p.551) defined a Divisional Structure as “an organisation design that groups departments together based on the product sold, the geographical areas operated in, or the type of customer served”. 
This structure enables strategic control at Headquarter level with a further divisional hierarchy depending on the needs of the area working within to ensure successful embedding of processes and standards on the need of the market and strategic goals. Headquarters will established organisational standards and processes that feed down regionally, providing direction, working together feeding back into the overall strategic plan (Taylor and Woodhams, 2022). 
Advantages are having greater accountability and transparency, thus easier to hold staff accountable for their actions. It allows for each Division to concentrate on a specific area within the market or product, generating demand. Also having geographical specialisation in several key areas, allows for growth as there is not the need to go through multiple hierarchies, decision making can be quicker as each division operates separately and having innovation and knowledge in regions or products retain expert personnel and improve service delivery. 
Disadvantages are that it implies that there may be the requirement of the presetting of personnel, facilities, and equipment, this in turn can result in the organisation incurring increased costs and time consumption. This structure can also lead to conflict between semi autonomous divisions within the organisation leading to poor organisational culture. Adaptability can also be limited, as divisions often become highly bureaucratic (Kew and Stredwick, 2016).
According to (Buchanan and Huczynski, 2023, p.552), a Matrix organisational structure combines aspects of both hierarchical and flat models, where an employee will have two reporting relationships simultaneously. Taylor and Woodhams (2022) identifies an organisation structure consisting of a function structure with a number of different disciplines and a project structure, with project teams from a number of disciplines, 
One of the main advantages of this structure is the opportunity for efficient resource application, such as sharing expertise, and personnel across all projects. This flexibility is extremely advantageous as it enhances efficiency whilst minimising operational overheads. It can also provide positive working environments and motivation where employees develop new skills This structure allows a service to be responsive to emerging needs, where teams can be reconfigured at pace. Communication is improved, making for more productive and faster decision making (Kew and Stredwick, 2016). It disadvantages, however can result in conflict of interests, tension between employees and may lead to delays in decision making as a result of being unable to adjust to market changes. This may also produce a lack of clarity to whom the individual reports to causing distress and demotivation. (Taylor and Woodham, 2022).



AC 1.2  
Chandler (1962, quoted in Taylor and Woodman, 2023, p.42) defines Strategy as “the determination of long-term goals and objectives of an enterprise, and the adoption of courses of action and the allocation of resources necessary for carrying out these goals”.
(Lynch, 2023, cited Taylor and Woodman, 2023. P 44) identified that it has 3 key areas, Strategic Analysis, Strategy Development and Strategy Implementation: Strategic Analysis is undertaken mainly by the Executive team who strategically and logically consider the overall mission, vision and objectives by understanding business internal (Micros) and external (Macro) environments (Waite et al, 2021).  This then leads on to the Strategy Development, where different strategic options are identified and evaluated to reach an outcome on what strategy to take, using analysis tools such as PESTLE (Maco) Political, Economic, Social-Cultural, Technological, Legal and Environmental, and examining a SWOT, Strengths, Weaknesses and Opportunities and Threats (Micros & Macros) to enable Strategy Implementation.
Hywell Dda Health Board’s (HDUHB) strategy: “A Healthier Mid and West Wales. Healthier Mid and West Wales” (HDUHB, 2018), aims to guide Health and Care through the next 20 years, changing services from not just treating illness, but to one that keeps people well throughout generations, this aligns with Welsh Government plan for “A Healthier Wales: long term plan for health and social care (Gov.UK, 2024) Even though this is a planned Strategy, it is not fixed (Taylor and Woodhams, 2023). It will be regularly reviewed by HDUHB Strategic Management team (HDUHB, 2025).
The effectiveness of the strategy helps to meet services users’ needs by focusing on primary and community care close to home, being shaped by local needs and service users, it strengthens joint working between other services such as local authority/social care and 3rd sectors for an holistic approach and improved patient pathway experience, it allows for the expansion of digital inclusion and accessibility in rural and community based areas to access virtual appointment and online resources. It also has a strong community involvement which ensures services remain closely connected and effective. There will also be cost savings, meaning there are more resources for hospital based services, which can result in a positive trajectory on reducing waiting lists and ultimately it will support proactive health and wellbeing, which in turn will develop healthy service users for future generations. It provides training and development opportunities to staff to deliver an improved quality of care and services.  As this is a WG backed initiative, it will potentially be supported by WG funding.
From this, I can see that HDUHB strategy is forward thinking for long term for healthcare, balancing community needs, digital innovation, and preventative care to meet service users’ needs.
[bookmark: _Hlk201418515]AC 1.3 
The current interest rates in the UK are 4.25 % (Bank of England, 2025) although this has recently lowered, it still remains high. Interest rates influence how much we spend and how businesses set their prices. The Government need to keep this at its current level to slow down spending and borrowing due to the high rates of inflation, which is currently 3.45%, above the 2% target.
HDUHB is heavily reliant on borrowing from the Welsh Government for capital investment. With higher interest rates, borrowing is more expensive, reducing the board’s ability to fund vital improvements in infrastructure, equipment, staffing, and digital transformation. This adds further pressure to a system already under strain from a £64 million deficit, resulting in targeted intervention (HDUHB, 2025). Rising borrowing costs also affect staff, with increased mortgage and loan repayments contributing to stress and difficulties with recruitment, especially for those relocating.
At the same time, inflation is increasing the cost of essential supplies, energy, food, and contracted services. These costs limit budget flexibility and reduce the board’s capacity to invest in innovation and workforce development. While a 5% pay settlement was introduced, it has not kept pace with increases in cost of living, which can contribute to low morale, increased sickness absence, and retention challenges as staff may move to better paid roles in the private sector.
To manage these pressures, HDUHB must continue to implement cost saving strategies, such as reviewing supplier contracts, reducing agency staff, and investing in digital systems to boost efficiency. Energy-saving campaigns like “Switch It Off” (GreenEconomy.Wales, 2025) can also offer long term savings. Supporting staff wellbeing through flexible working, internal development opportunities, and financial wellbeing programmes is essential to improving morale and retention.

Wales ageing population will have an impact on HDUHB, especially as more people over the age of 60 will start to rely on increased care and health services.  As the Older People’s Commission for Wales (2024) notes, over 893,383 people live in Wales, and this is estimated to rise by 30% in 2026.  This will have an impact on increased demand for long term care, such as dementia chronic illness and frailty, having a significant impact on growing service demands such as strain on hospital beds, and increased waiting lists. HDUHB’s A Healthier Mid Wales strategy seeks to address this through community based care, remote monitoring, and training more staff in elderly care and promote prevention and adopting a healthy lifestyle. These measures aim to ease hospital demand, enhance patient experience, and build long term sustainability.

AC 1.4  
Technology is increasing shaping the way we think, communicate, work and organise our lives, and one of the major changes, is the way we communicate is Artificial Intelligence (AI), the impact cannot be measured, and although exponential in its development, there are some criticism how employees experiences and the workplace is being impacted (Waite, et al, 2021). The debate according to Taylor and Perkins (2021) is that people will either need to learn new skills, or technology development will see some roles eliminated or the demand decrease. (Orduna, 2025) cited “that AI is transforming the workplace by automating repetitive tasks, and outperforming human in areas such as Admin and customer services due to cost effectiveness and speed”. Therefore, although AI can reduce workload pressures and improve efficiency, it could create ethical problems, loss of specialist skill, and even redundancies.
Although Hywell Dda University Health Board (HDUHB) has made significant improvements to develop Digital technology, including AI automated systems, such as Copilot as an administrative tool, interpretation of medical images in Radiology, virtual appointments and therapy like Consultant Connect and Silver Cloud, it continued to remain considerably lacking in its development, implementation and digital inclusion to service uses and employees. 
To address this and achieve its goal of becoming a fully digitally enabled HB to support community driven healthcare, streamline operational processes, improve patient care and their experiences, in line with its long-term Strategy, the HB has embarked on a 10-year partnership with CGI, one of the biggest IT/Business Consult firms in the World. (CGI, 2024). The HB has also partnered with Facuty.ai to support their frontline care staff with AI powered decision-making tools, cutting costs, optimising capacity and improving efficiency (Facuty.ai, 2024).
While AI adoption in the HB has been limited due to high implementation cost, recent advancements highlight its growing role in operational decision making and workforce planning allowing healthcare professionals to focus on patient care. However, AI is not governed, and a review is currently taking place via the Digital, Data and Innovation committee on the use of AI within clinical and operational settings (HDUHB, 2025).
AI is here to stay and with the Government’s plans to use AI across the UK to boost growth and deliver services more efficiently, stating the responsibility to make AI "work for working people" outlined in the AI Opportunities Action Plan (Gov.UK, 2025), it provides opportunities from a people management perspective to find the to find the right balance to support and upskilling employees using AI rather than replacing them.
AC 2.1 
Handy’s model of culture (1993), identifies 4 main types of culture:
Power Culture, which is centralised around a small group of leaders or an individual, which works well in entrepreneurial environments. (Mullins and Rees, 2023). Handy states its “strong and proud” (Handy, 1999, p.18), thus enabling quick decision making, during times of risk or vulnerability. Role Culture focuses on structures where roles are clearly defined with a more formal culture where people are expected to follow set rules. This culture is often in bureaucratic and hierarchy organisation, such as the NHS. Handy (1981, cited Armstrong and Taylor, 2023 p.147) this as being “controlled by procedures, roles and job descriptions, power is associated with the role not the person”. Task Culture, here Handy identifies Teamwork plays a large contribution in this culture, where the objective is to bring together the right people, supporting collaboration and new ideas and skills, this is project orientated, using the power of the group and its resources, much like a matrix organisation structure (Mullins and Rees, 2023).  Next, he identifies a Person culture which the main focus is around the individual, not that of the organisation or the service. The organisation is there to service the individual. (Handy 1999, p.189). This culture is evident in Specialist roles such as Consultants where goals are predominantly for personal gain rather than the organisations. From these cultures, we can see that they represent different forms of authority, which can in turn effect how employees engage and behave.
Dr David Rock in 2008 introduced SCARF theory, which is the acronym that identifies five key elements, based on neuroscience studies, which influence human behaviours and motivation in how people feel, respond and engage. According to Rock, Status is the initial driver, how important we appear or are to others, positive feedback and recognition can instil security and confidence. Certainty, where predicting the future and having confidence to make us feel psychologically safe then Autonomy, having a sense of control over events and changes. To make us feel safe with others he identified this as Relatedness, feeling safe with others and finally Fairness, the perception that exchanges and outcomes are equitable and fair.
During time of change, this model can explore and help how social and emotional feelings of threat and rewards that can affect the workforce dynamics and change, making the individual feel safe, motivated, and respected. “Minimising threats and maximising rewards” (Mullings and Rees, 2023, P.13).
AC 2.2  
As an employee develops, this has a significant impact on organisational culture, it sits at the heart of how an organisation functions. Deal and Kennedy (2000) describe culture as “how things are done around here,” while Armstrong and Taylor (2023) explain it as a shared pattern of values, norms, beliefs, attitudes, and assumptions. At Hywel Dda University Health Board (HDUHB), employee development plays a vital role in shaping this culture, which directly influences staff behaviours.
HDUHB offers robust learning opportunities for both clinical and non-clinical staff, helping individuals reach their full potential while supporting HDUHB strategic goals for a Healthier Mid and West Wales (HDUHB, 2018). In Mental Health, clinicians receive regular supervision and support to undertake further learning, which increases their engagement and confidence, improving delivery of care, and promotes respect and teamwork.  Leadership programmes like LEAP promote behaviours such as fairness, active listening, and feedback, helping to create an open environment where everyone plays their part. These practices have contributed to a cultural shift, staff feel more respected, motivated, and connected. Development also supports behaviours during change, when our service transitioned to Clinical Care Groups, early training on IT systems and reporting processes helped staff feel supported and ready, this reduced resistance.
Development has boosted staff’s confidence in their new skills, which can lead to the retention of staff when their development needs are met and have a positive impact on their wellbeing. It can also increase Motivation, this includes both intrinsic motivations, such as sense of value and desire to grow and extrinsic motivation, of tangible rewards such as Chairman’s awards and staff benefits in shops etc (CIPD, 2024)
Maslow’s Hierarchy of Needs (1943) gives us an understanding how development motivates behaviour. Safety is reinforced through effective training; belonging is fostered through teamwork; esteem and self-actualisation come through recognition and growth. Buchanan and Huczynski (2023) also highlight development’s vital role in shaping positive organisational behaviour.
However, fairness is key. If programmes like LEAP favour senior staff, this may lead to resentment and low morale. HDUHB addresses this through its Workforce and Organisational Development Strategy, promoting fair access to learning for all roles (HDUHB, 2022).
Overall, from assessing employee development in HDUHB, it is evident that it has had a positive impact on the HDUHB culture and behaviours. From my 36 years of experience, I have seen that through development staff feel part of the culture, rather than just a number, supporting positive behaviours.
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John Kottle (1996) work is a well-known model of change management, an useful tool in planning and executive change effectively. The model has an 8-step progress of change (Taylor and Perkins, 2021). 
The organisation can follow the 8 step progressive steps to successfully guide the organisation to implement the change successfully. Firstly, it can Establishing a Sense of Urgency, this helps overcome resistance, communicating the core reasons for introducing hybrid working, highlighting current organisational challenges, this risk the organisation is facing, and the benefits, such as increased productivity, creativity, wellbeing and inclusion. This message must be clear and concise to build momentum early in the change process and spark motivation, secondly they can Creating a guided coalition, although one person may be responsible for driving the change, a group effort involving a change leadership group with a myriad of specialisation/expertise such as credible leaders and HR working in collaboration is vital (Waite, et al 2021), this can build trust in how change is led and communicated. Then they then look at Developing a vision and strategy “Organisations are tasked with producing a compelling and inclusive roadmap for change” (Taylor and Perkins, 2021. p 202). A key stage by the coalition group here is to clearly outline what hybrid working aims to achieve and how it will be implemented. Once the vision is shaped, Communicating the Change Vision becomes critical. The change group needs to consistently share the benefits of hybrid working, such as flexibility, inclusion, and better work-life balance, while empowering employees to get involved, communication must be inclusive, Kotter emphasises that effective communication and bringing people together is of utmost importance (Taylor and Woodhmans, 2023). The next stage is Empowering board bases actions, focuses on removing barriers like commuting costs, childcare needs, or technology access, offering solutions such as pilot schemes and tailored support can help ease the transition, especially to those resistant of change.  Following this they can Generating short term wins with continued motivation and momentum, recognising early progress and in terms of increased wellbeing, inclusion etc, even if this is only 1%, celebrate through rewards like wellbeing sessions or recognition awards. Following this they can “Build on change” (Kew and Stredwick, 2016. P84), Consolidating gains and producing more change, they can build on early wins, gathering feedback and embed it into the culture and celebrate how hybrid working has improved productivity and wellbeing. Finally, it has Institutionalise the new approaches, making hybrid working a normal, permanent part of how people work, integrating into organisations working practice and culture, updating linked processes and policies. During this stage, communicating its successes reinforces commitment and long term cultural change (Whiting and Martin, 2021).
Therefore by following this model, hybrid working can be transitioned successfully by the organisation.
AC 2.4 
People deal with both positive and negative change differently and it is often emotive.  When dealing with change the Kubler-Ross Change Curve, introduced in 1969 by Dr Elizabeth Kubler-Ross may help us manage the impact of the change.  This Curve model entitled “the five stages of grief” (Taylor and Woodhams, 2023), describes the stages that an individuals may experience, Shock/Denial, Anger, Bargaining, Depression and Acceptance:
For a majority of people, initial reaction to the need for change is shock, employees may not be aware or why the need for change, feeling anxious for what lies ahead. This is closely followed by denial, believing everything is fine and that the change will not go ahead or fail (CIPD, 2025), they struggle to process the information and pretending it does not exist, perhaps like an Ostrich approach by sicking their head in the sand, a protection tool putting up an emotional barrier.  Once it becomes apparent that change is going to happen, resentment and resistance may occur, taking this into the next stage of the curve, Anger which can lead to frustrations. It may be at the time the employee will realise that their role and routines as well as that of the organisations will be different following this organisation change along with their job security. At this stage, the curve will move downwards, and performance will decline, with resistance to change and the fear of the unknown.  Next, Bargaining, here employees may try and negotiate the inevitable change, offering alternatives or seeking certain exceptions and use policies to exclude themselves, hoping to avoid the full impact of the change. The lowest point of the curve is Depression, at this stage, individual may display low mood and morale. (Taylor and Perkins, 2021, p.24) cites that during this stage “employees may be struggling with new system or processes or experiencing difficulties adjusting to new environments”. Finally, Acceptance, now that the individual is acknowledging change is happening and appreciate why employees can adjusting to the change, there may be an element of peace, and now they can move forward in facilitating to the positive outcomes of the change.

AC 2.5
The International Labour Organisation (2019, cited Taylor and Perkins, 2021, p.343), that workforce wellbeing relates to all aspects of life from quality and safety of the physical environment, to how workers feel about their work, their working environments and the climate at work and work organisations). CIPD (2019 quoted in Armstrong and Taylor, 2023)) supports this with key domains of Wellbeing which include Health, Good Work, Values/Principles. Collective/Social, Personal Growth, Good Lifestyle Choices, and Financial Wellbeing 
According to CIPD (2024) there are 7 dimensions of the “Good Work” index; Pay/benefits, contracts, work life balance, job design, relationships at work, employee voice and health and wellbeing and are fundamental in achieving wellbeing, supporting a strong, fair society and increasing motivation. Each of these areas plays a critical role in supporting both the individual and organisation wellbeing. 
Employee voice can have an impact on wellbeing at work, as it encourages employee to express their views, influence and support ideas and decisions and contribute to the organisation’s goals, objectives, and strategies. When employees feel heard they feel respected, being involved in process and decision-making boosts their psychological wellbeing and confidence, giving autonomy, purpose and belonging. From this an employee will instil trust in their managers, have job satisfaction and be part of an inclusive culture. I work for Hywel Dda Health Board, there are mechanisms for feedback via staff surveys, forums, open consultations, and Wellbeing Champions, to ensure employees have their views and are listened too.
Having a healthy work life balance, particularly following the pandemic, is one most positive drivers to attract a potential employee, having a balance between work obligations and personal life, which promotes employees to be able pursue their outside interest, manage their caring arrangement and importantly rest and recharge, which contributes to mental and emotional wellbeing. 80% of those with flexible working arrangements, stated it had a positive impact on their quality of life, only 4% a negative impact (CIPD, 2025) It is important here for employers to understand that there a crossover from our private lives and what happens at work (Taylor and Woodhams, 2022). In HDUHB, the flexible working policy allows employees achieve a positive work life balance, promoting attraction, retention and a positive workforce culture.
I believe that wellbeing at work is essential for both the success of both the employee and employer. Employees who are happy and healthy, will be more productive, which can lead to increased efficiency, mitigating less stress, anxiety and mental health issues, which can lead to decreased absenteeism and presenteeism.

AC 3.1 
An employee lifecycle refers the first encounter an individual has with an organisation to point of exit and beyond. HR need to understand these cycles and how they interact with each other. There are several models of this cycles, such as the 4 stages by Sisson and Story (2000), however, Taylor and Woodman (2022, p.90, fig 5.1) identifies a model with 7 key stages: Attraction, Recruitment, Selection, Onboarding, Development Retention and Separation.  
Once a vacancy arises, the people practitioner can begin the recruitment stage. Effective recruitment is vital to ensure the right people are hired for the right roles at the right time (Waite et al, 2021). At this point, people practitioners work with managers to plan workforce needs. This involves conducting a job analysis to identify the skills and experience required, job description can be created, outlining the role’s responsibilities, along with a person specification to highlight the attributes and qualities needed. Once these are prepared, the role can be advertised. This might include internal recruitment, word of mouth, the organisation’s website, or increasingly popular platforms such as social media and professional networking sites.  It’s essential that the recruitment process is fair, inclusive, and aligned with the organisation’s values to attract the best applicants.
The Development stages allow the people practitioner to invest in the employees development, investing in both their progression in their roles and future career and use their new skills and knowledge to enhance their contribution in the workplace. The focus therefore is to support the employee through training, career progression and performance management, to identify skill gaps and promote development pathways. During this stage, motivation can be increase and employees are likely to want to say within the organisation where they feel valued and supported. This can be achieved by effective development strategies like Professional appraisals (PADR), 360 feedback, supervision, mentoring and inhouse and external learning opportunities.  
The final stage is Separation, staff may leave voluntarily for personal circumstances or retirement and involuntary through dismissal or redundancy, if the latter is the case, the people professional must ensure there is a fair reason for the dismissal and follow proper and fair procedures (ACAS, 2021), ensuring these are undertaken smoothly and legally. It is important at the exit stage that we ensure that employees leave respectfully and professionally. This can be done by conducting exit interviews, processing documentation correctly, and helping teams manage knowledge transfer. Whether the exit is voluntary or involuntary, a well-managed process protects the organisation reputation.
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[bookmark: _Hlk201497767]According to Armstrong and Taylor (2023), Strategic fit in people practice ensures that strategies align both vertically and horizontally to support organisational success. They go on to say that Vertical Integration aligns people practice strategies with the wider organisational strategy ensuring that people practice initiatives directly contribute to organisations goals and objectives and Horizontal Fit ensures internal alignment across different people practice functions so that they work cohesively (Armstrong and Taylor, 2023, pp. 69–71) 

To analysis this, I have used Hywel Dda University Health Board (HDUHB) strategy, particularly focusing on Specialist Child and Adolescent Mental Health Services (S-CAMHS) whose aim is on accessible, person centred care and early intervention (HDUHB, 2018). 
Vertical integration needs to ensures HR strategies are aligned with HDUHB’s mental health priorities, for example S-CAMHS faces challenges of increased caseloads, staff shortages, and growing complexity in patient needs, people practice can respond by planning workforce growth in key areas such as child psychologists, mental health nurses, and family therapists. They can targeted recruitment and retention strategies, such as relocation support policies or flexible working, ensuring workforce capacity meets demand. People practice can also align learning and development with S-CAMHS service objectives, offering trauma informed care training, suicide prevention modules, like ROSPA and leadership programmes for team managers, such as LEAP. These actions directly support HDUHB overall strategy.

Horizontal integration connects different people practice function within HDUHB, like recruitment, L&D, wellbeing, and performance management, to improve consistency and staff experience. Within S-CAMHS, this could mean embedding staff wellbeing into daily practice by regular clinical supervision and away days, mental health support for practitioners, and access to rest spaces and therapy tools which can all help reduce burnout and turnover. Development reviews (PADRs) help staff progress in specialist areas, supporting both personal growth and service quality. When people practice ensures, these practices work together, the result is a more supported, skilled, and resilient S-CAMHS workforce.

Therefore, through both vertical and horizontal integration, people practice can enable S-CAMHS to deliver better outcomes for young people. By aligning people practice with service strategy and ensuring connected employee experience, people practice can strengthen workforce sustainability and helps HDUHB meet its goal of a healthier Wales.

AC 3.3  
When an organisation is considering a change in working patterns, the people function plays a key consulting role, leading the process of consultation and engagement with employers, employees and stakeholders such as trade unions to ensure the process is transitioned smoothly supporting employee wellbeing, performance and service delivery. The first step is to undertake a stakeholder mapping process to identify who will be affected, they can do this by understanding which groups and individuals have an interest or are impacted by the change, rated in terms of power and their Interest, assisting the people function in how to communicate and manage each one (Taylor and Woodhams, 2022). 

Once identified, the peoples function needs to tailor an employee engagement strategy, focusing on Motivation (intrinsic and extrinsic), organisational identification and organisation commitment allowing the employee to have a voice to ensure that consultation is inclusive (CIPD, 2025). The UK’s Information and Consultation of Employees regulations specifies that employees have a right to be consulted (Gov.UK, 2020)
Now the people function can identify, what and how the information can be gathered to achieve the goal. A number of mixed consultation tools can be used to obtain this information which can include, commonly used are Surveys, ideally done at the beginning of the change process to obtain a general idea of engagement, can reach large numbers and can be done quickly and easily, allowing employees to be anonymous, as they are quantitative data, can identify general attitudes of the employees, however they can lack context and be poorly designed.   Focus groups can also be used, promoting shared communication and understanding allowing the people function to find out about a range of attitudes and opinion, but can be time consuming, often difficult to coordinate. Also, there is the risk of domination from individuals or the pressure to remain silent.  Interviews which are predominantly listening and understanding is a useful tool as it allows confidential discussion, effective for those with personal concerns such as caring responsibilities.  More recently where I work pilots are being introduced, this can be advantageous, allowing staff to test the proposal, providing experienced feedback, allowing adjustments to be made before implementation, however as pilots do not reach out to all teams, may not reflect the wider workforce, who may feel excluded.  
During an organisation change process, the people function needs to ensure that employees are provided with policies and procedures to assist and guide them during the process. It is imperative that communication and feedback is ongoing throughout and analysis post implementation.
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