[bookmark: _Hlk130572615](AC 1.1) 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. 
Functional and divisional organisational structures are two of the most recognised structures within most organisations. 
Functional organisational structure identifies the different hierarchy levels within an organisation (Stewart and Rogers, 2015). This structure is used within Audit Wales (AW). The structure consists of 6 different hierarchy levels, each responsible for the business needs and operations. This type of structure benefits the business as each level is responsible for creating a smooth-running organisation. This structure comes with many advantages, which include every department focusing on a specific area of the business, meaning employees’ skills are fully utilised and when it comes to recruiting new employees, a clear understanding of what is expected of them is already embedded. Another advantage would be that management and roles are clearly highlighted and each department is aware of who to report to. This structure also comes with disadvantages; it can lead to ‘organisational silos’ meaning teams may be reluctant to share knowledge or information with another team (Thommen and Grosser, 2013). Another disadvantage, especially within a small organisation such as AW, employees may find this structure to be too rigid and may be reluctant to identify areas of change. 
Divisional organsational structure is one that is used at M&D Care. This structure separates an organisation into specific regions with its own management hierarchy per region (Indeed, 2023). This structure was incorporated into M&D Care when the organisation expanded to wider Wales. Each of the services were designated ‘Area Managers’ who are responsible for the operations in their assigned area. Some of these Area Managers are responsible for 4 or 5 residential services and as services are open 24 hours the Area Managers started to feel under pressure with the workload. Senior Managers were introduced last year to each of the services across each region and these managers work collectively with the Area Manager to balance the workload. 
This type of structure comes with pros and cons. Pros could include each region having more pride in their work as they have a sense of “running their own business” which could lead to hard work and good leadership (Fairfield, 2016). This has been the case at M&D Care, since introducing this structure and promoting employees to from Senior Team Leaders to Senior Managers and Area Managers their work ethic has increased immensely. Another pro is that because of the allocation of multiple managers, it is easier to hold employees accountable for their actions (Indeed, 2023), thus allowing room for improvement and scrutiny.  
There are also some cons which have been evidenced within the organisation. This type of structure comes at a cost, as employees were separated into the different regions, this meant that some regions had more employees than others, meaning there was a higher cost for the recruitment budget to onboard into the understaffed regions. Another con is that the separate divisions could create a competitive environment between regions and may distract employees from the goals and objectives of the whole organisation (Fairfield, 2016). Fortunately, this has not yet been evidence at M&D Care. 
This type of structure seems to benefit M&D Care as it opened the opportunity to expand the business even more and has welcomed progression opportunities for internal staff.

(AC 1.2) Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. 
M&D Care’s strategic goals and objectives are influenced by the values; Aspirational, Kind, Collaborative, Passionate, Innovative and Courageous. These strategic goals were developed by Directors, Heads of Departments and Managers by the strategic analysis tool SWOT. Allowing them to analyse the strengths, weaknesses, opportunities, and threats of the organisation (Haan, 2023) and using these findings to develop a 2024 strategic plan. 
The strategy for 2024 mainly focuses on career development, expansion of services across Wales, introduction to digital transformation, staff retention and learning and development.
Within the last year, all our services announced career development opportunities for internal employees with the introduction of Senior Support worker roles along with the opportunity to obtain a Level 3 Health and Social Care qualification. As our services are expanding as is the need for a more rigid management structure and with that opened the door for career progression. These opportunities have encouraged internal employees to demonstrate their abilities to be successful managers by developing their knowledge and skills whilst also furthering their education by enrolling to complete the level 3 qualification.
The announcement of the new expansion of services stemmed from local councils and health boards outlining the need for more specialist services in wider Wales. M&D Care have now announced a new the development in the Rhondda Cynon Taf area in 2025 which will accommodate 16 individuals with complex needs and provide further staffing opportunities, both internally and externally. 
In November 2023, the IT department announced that an introduction into a digital transformation will be implemented in January 2024. This has meant that all systems used within M&D Care will be transitioning to Microsoft 365 and all our specialist support services will be provided with tablets and training will be provided to all staff to fully utilize these systems. This strategy has allowed employees to have a more protected and efficient way of working. The transition to Microsoft 365 has meant that office employees are now able to access and distribute information more seamlessly and with more security than before. The introduction of tablets within our services has allowed support workers and managers to easily fill out daily/nightly reports, to have access to digital care plans and rotas and allows employees to complete mandatory E-Learning from within the service. This digital transformation has resulting in a more streamlined and efficient working environment for employees throughout the organisation. 
A report published by Social Care Wales in August 2023 outlines the overall care sector’s employee turnover and retention. The report outlined that 61% of registered care workers feel there is a high turnover of staff (Social Care Wales, 2023). This statistic has been evidenced at M&D Care over the years showing an all-time high number of staff leavers in 2022 with 270 leavers and in 2023 with 264 leavers. To tackle this issue, HR managers have implemented staff listening sessions across the organisation to tackle areas of concern in an attempt to retain staff and improve staff morale by giving staff a platform to voice opinions. These sessions are aimed to provide a safe space for employees.
The importance of learning and development is key within M&D Care. Mandatory training is issued to all employees from the first day of employment and throughout their career. Our L&D trainers are continuously adapting learning techniques to fit the needs of the people we support, and this allows employees to expand their knowledge and provide the best possible care. This mandatory training includes introduction training, E-learning, health and safety awareness training, manual handling training, first aid training, medication management training, positive behaviour management training etc (Toersen, 2023).
Each strategy implemented aims to provide the most efficient service to our customers and ensures the correct guidelines set out by the Care Inspectorate Wales are followed throughout the organisation. 

(AC 1.3) 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.
External factors have an impact on every organisation, this impact can be positive, negative, or neutral and can influence organisational priorities. PESTLE analysis is a management tool used to identify these factors (Battista, 2023). The 7 main external factors include, Political, Economic, Social, Technological, Legal and Environmental (Armstrong and Taylor, 2020).
Economic factors including unemployment, economic growth/decline, inflation, and the cost of living (Battista, 2023) has recently had an impact on M&D Care, the recent rise in the cost of living and unemployment has had a neutral impact on recruitment. All enhanced DBS checks are completed via an external DBS service and over the last few months, the team have seen a major delay in the turnaround time for these to be completed and returned which has impacted new starters being offered a start date after their successful interview. This prolonged wait has resulted in a rise in applicants withdrawing their applications as they cannot afford to be unemployed for a long period, this was especially the case during the Christmas period. This delay has meant the recruitment having to shift the priorities and focus on chasing the external DBS service to speed up the turnaround time, which at first took away from the normal day to day priorities, however this issue allowed the team to establish a new efficient process to follow when onboarding new starters which will be used for all future applicants. The main priority in future is to collect ID documents and send off for the DBS checks within 24 hours of the applicant accepting the job offer and one member of the team is now assigned to prioritise chasing the DBS service each week. Another priority we have introduced is to have regular contact and updates to applicants that are in our onboarding system to refrain them from retracting the application. Although this may be seen a negative impact, it has identified areas of improvement within the current onboarding process and the conclusion is that of a slight reduction in applicants withdrawing applications and an increased level of engagement. 
Social factors focus on lifestyle trends, buying habits, cultural norms etc (Battista, 2023). A new recent lifestyle trend, E-Cigarettes has had a negative impact on M&D Care. This rise in the use of E-Cigarettes has resulted in an increase in employees’ now taking smoking breaks and evidentially has led to less productive hours within the workplace. One of the first priorities to address this issue was to update all contracts of employments and the smoking policy to ensure it included the word ‘E-Cigarettes’ and issued to all members of employees to sign and return to HR, which took away from the usual HR tasks as the team had to chase employees for the signed copies. Another priority involved managers emphasising to employees the time wasted by prolonged smoking breaks and how it is impacting productivity. Another negative impact was that this increase came at a cost to the organisation as a smoking shelter was built as a result of the increased number of E-Cigarette smokers.
Legal factors including the implementation of new legislation and policies can have a major impact on organisations (Hodges, 2016), especially M&D Care. From 1st January 2024, the government announced tougher action on net migration by setting restrictions for international students bringing over family members on dependant visas (Home Office, 2024). At M&D Care many of our applicants and current employees are international dependants and since these restrictions have been introduced, we have seen a decrease in the number of applicants applying for roles, thus having a knock-on effect on our onboarding targets. This impact will have a long-term effect on the organisation as the number of applicants will continue to fall. New priorities have been identified to tackle this issue within the recruitment team. Firstly, the team were upskilled on the legislation change to answer any questions from our employed international staff members as some confessed worry about the change and the implications it may have on their family members and friends overseas, the team were told to redirect the concerned staff members to the Home Office and to the Government website. The second priority was to begin brainstorming ideas on how to attract more applicants which resulted in a revamp of our job adverts and external website, highlighting our benefits and success stories more than ever. The presence of M&D Care at job fairs increased with the intention to attract more applicants. These priorities are slowly showing an improvement in applicants but there is still room for improvement.

(AC 1.4) 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. 
Green and Daniels (2020) states that “digital technology is a fundamental strategic importance to any organisation”. Technology is a rapidly changing factor in the way people work, technology brings both opportunities and risks to an organisation (Schwab, 2017) and both should be carefully considered when introducing new technological initiatives. 
Artificial intelligence (AI) is an ever-growing technological factor that impacts work within organisations (People Management, 2024). The need to build knowledge around AI should be a priority for HR professionals to allow them to lead organisations on a successful AI journey (Elcock, 2024). 
AI has a major impact on HR and recruitment, making it easier for organisations to recruit and onboard (Armstrong, 2024). An example of this would be the introduction of online skills tests to assess job applications instead of manually having to filter through applications. These tests can also be used internally to recognise the skills and knowledge, assign tasks to fully utilise skill sets and address any talent skills gaps (People Management, 2024).
AI powered tools such as chatbots and AI assistant can contribute to a more seamless way of working. These tools can speed up the onboarding process by verifying ID documents for DBS and right to work checks, conduct mandatory induction training sessions at a remote level and tackle mundane administrative tasks which in turn aims to increase productivity within the workplace as more attention can be focused on the more time consuming and challenging tasks (Elcock, 2024). 
Although technology has its positive impacts to the way we work, it also poses some risks, these include privacy management, security, software failure and human inputting error (Brzozowska, Bubel and Nekrasenko, 2022). To avoid these risks, people managers should mandate training before introducing new systems and technologies to the team and encourage employees to voice any concerns with new systems. 

(AC 2.1) Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. 
Organisational culture could be considered as the most important aspect of any organisation. For people professionals to organise and coordinate a workforce in delivering value and success close attention needs to be paid to workplace norms, ethics and behaviours (Young, 2023a) which are all stemmed from creating a positive organisational culture. 
Edgar Schein’s model of organisational culture allows people managers to understand the 3 layers of an organisations’ culture, these layers are artifacts, values, and underlying beliefs (Schein and Schein, 2016) and are all believed to play a vital role in shaping values, behaviour and practices. The 3 layers are described as levels of analysis and when broken down they provide a deeper understanding of how organisational culture influences success:
Artifacts- These are the visible aspects of an organisation such as the architecture of the physical environment, the language used, the dress code, the behaviours of employees, the myths about the organisation, the published objectives etc (Schein and Schein, 2016). 
Values- These are the established values of the organisation (Schein, 2010) and these should be introduced to employees at the first stage in their employee lifecycle.
Underlying beliefs- These are individual beliefs that can be used to influence others in making a difference to the organisation’s culture (Schein, 2010), these beliefs can be both negative and positive.
Schein believes that an organisational culture is developed slowly and is imbedded within people practices so those who join the organisation are aware of the expectations (Young, 2023a). 
There are many models that examine human behaviour and effectively make a difference in shaping workplace cultures, one being Bruce Tuckman’s theory of team development. Tuckman (1965) identified five stages of team development (Egolf and Chester, 2013), forming, storming, norming, performing and adjuring. Each stage plays a part in successful team development, as defined below:
Forming- The first stage of Tuckman’s theory involves a team first being introduced to each other, goals are set, and the team’s individual skills and interests are discussed and examined (Amassari, 2021).
Storming- This is the second stage and usually involves the team disagreeing with each other on ideas due to being in an unfamiliar environment. This stage can cause some conflict and tension within the team (Egolf and Chester, 2013).
Norming- This stage is much calmer than storming stage, the team are encouraged to put differences aside and work together to engage in achieving the same end goals (Egolf and Chester, 2013).
Performing- This stage is when the team begin working effectively together focusing primarily on the task (Amassari, 2021).
Adjuring- This stage comes after the goal has been reached, the team are brought together to identify strengths and weaknesses and improvements for next time (Amassari, 2021), this stage involves self-reflection and criticism. 

(AC 2.2) 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. 
Organisational culture and behaviour can be shaped by people practices. People practices involves using core knowledge of people, work and change to develop processes throughout the employee lifecycle (CIPD, no date). 
There are many ethical frameworks that support people practices and these can have both a positive and negative impact on culture and behaviours, these frameworks focus on wellbeing, equality, diversity, and inclusion (Maddox-Daines, 2023). Within M&D Care, ethical standards are incorporated into people practices, for example at an employees’ first stage in their lifecycle the professional codes of conduct and policies are issued to them giving an expectation of the organisation’s culture and expected behaviours. These documents are issued virtually to all employees and once read, must sign a declaration to ensure that they are fully aware of what is expected of them within the workplace.
Recently M&D Care have introduced a new people practice initiative to encourage the views and opinions of those in HR, L&D and OD. From January 2024, once a month, a brainstorming session will be held which aims to encourage employees in head office to contribute to the decision-making processes and feel valued and heard. 
However, there are a couple of examples of people practices that have a negative impact on culture. Within the recruitment team, one people practice that has both a positive and negative impact on culture and behaviour is the use of targets. Each week the team are expected to secure 18 successful interview outcomes and onboard 10 new starters. Within the last 3 months, the team have experienced a decrease in the number of applicants and an increase of current staff leavers which has caused tension and anxiety in the team. The increase in leavers has resulted in the evaluation of the priorities, reaching these targets is now one of the main priorities and this has impacted the quality of care workers slipping through the net. Once these targets are reached the team are celebrated by the senior team but if not reached, tension and blame are clearly felt. This has a knock-on effect on productivity and staff morale. In one instance the praise drives the team to achieve the targets but in another it creates a hostile working environment as priorities seemed to be based around quantity and not quality.



(AC 2.3) 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. 

Organisational change is an endless encounter in many organisations and can be driven by several factors which include customers, technology and markets. Organisations must introduce and manage change in an effective way whilst maintaining support for employees (George, 2023).
Moran and Brightman (2001) define managing change as “the process of continually renewing an organization's direction, structure, and capabilities to serve the ever changing needs of external and internal customers”. 
There are many different models and theories for change management, one being Lewin’s Three Step Model of Change. This model identifies 3 stages to tackle change; unfreeze, change, and refreeze (Crosby, 2020). The unfreeze stage involves first introducing the change to the organisation and preparing the team to accept that it is necessary by explaining the reasons for change, establishing the impacts, and addressing any concerns (Hussain et al., 2018).  
The change stage encourages the involvement of employees in developing ideas on how to deal with the change, this is where the problem starts to resolve and leaders should support and encourage employees’ contributions, allowing them to achieve a better sense of control (Morgan and Zeffane, 2010). This stage also allows individuals to develop new behaviours from the proposed change. 
The final stage is the refreeze stage, this stage considers the proposed new changes and incorporates them into new ways of working, by the time this stage occurs employees should feel a sense of stability (Hussain et al., 2018).  
Another model of change management is Kotter’s Eight Stage Model of Change. Kotter believes that change management is not a simple task, and it involves underpinning eight key stages. Kotter (2012) states that “needed change can still stall because of inwardly focused cultures, paralyzing bureaucracy, a low level of trust and a lack of leadership and teamwork”. The eight stages are described below:
1. Establishing urgency by identifying the change and discussing concerns and opportunities.
2. Creating a guiding coalition by encouraging the team to work together to tackle the change.
3. Developing a vision and strategy to incorporate the change.
4. Communicating the change vision to the organisation by assigning a guiding coalition role model to demonstrate expected behaviours from employees.
5.  Empowering broad-based action by removing any obstacles and adapting systems and structures that undermine the change.
6. Creating short-term wins by incorporating visible improvements in performance to the change.
7. Consolidating gains and producing more change by amending systems, structures, policies and staffing to fit in with new change.
8. Encouraging the change within the organisation’s culture by creating better performance management and employee behaviours.
(Kotter, 2012).

(AC 2.4) A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. 
There are many models that explain how change is experienced, one being Tannenbaum and Hanna three-stage model of change. This model focuses on the psychological approach to experiencing change. The three stages consist of homeostasis and holding on, dying and letting go and rebirth and moving on (Butler and Rose, 2011). 
The homeostasis and holding on stage involve individuals not welcoming the change and instead holding onto the current situation they are in, they stick with their abilities and processes and wish to remain comfortable with their norms as it creates a sense of stability (Clay, 2009). The second stage, dying and letting go is the first sign of acceptance of the change, at first individuals may be reluctant the change due to fear and apprehension but the change is inevitable (Clay, 2009). The third stage, rebirth and moving on involves individuals finally accepting the change and embracing the behaviours that come with it, managers who recognise progress and reinforces further growth is crucial at this stage to allow individuals to stick to the change (Clay, 2009).

(AC 2.5) 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. 
Wellbeing at work is at the forefront of organisations adopting a positive working environment. Promoting wellbeing and good health can increase productivity and employee engagement and thus delivers mutual benefits to people, economies, and communities (Suff, 2023). 
The importance of maintaining positive wellbeing at work is crucial for organisations to thrive and retain the best employees and this starts with the organisational culture (McIntyre, 2021). A report published from the CIPD in 2023 found that increasing health and wellbeing activity in the workplace will result in a more inclusive culture and increases staff moral and engagement (Sinclair and Suff, 2023). There is a clear correlation between workplace health and wellbeing and job satisfaction, so the importance of addressing any health and wellbeing issues should be a main priority if managers want to retain employees. The more employees feel valued and supported then the likelihood is that they will remain loyal to the organisation (Young, 2023b). 
The fully understand health and wellbeing, the 7 domains should be considered:
1. Health, which includes physical health, physical safety, and mental health.
2. Good work, which includes good line management, a positive working environment, work demands, pay and recognition, autonomy and change management.
3. Values and Principles, which includes value-based leadership, high ethical standards and inclusion and diversity.
4. Collective/social, this includes promoting positive working relationship and encouraging employee voice.
5. Personal growth, focusing on career development, emotional wellbeing, learning and development and creativity.
6. Good lifestyle choices, which should encourage physical activity and healthy eating.
7. Financial wellbeing, which offers employee financial support, fair pay and benefit policies and retirement planning.
(Suff, 2023).
In addition to employee engagement, motivation and job satisfaction, wellbeing also impacts on sickness absence rates, this has been outlined in the 2023 Health and wellbeing at work survey conducted by Simplyhealth and the CIPD. The report states that in 2023 63% of long-term absence causes was due to mental health and 37% was due to stress (Sinclair and Suff, 2023). To tackle these issues, it’s the organisations responsibility to develop effective strategies to understand the root causes of wellbeing related sickness. Organisations need to take a holistic approach to deal with wellbeing and imbed these into the overall workplace culture. These approaches can include offering a range of support services such as an employee assistance programme, counselling, appointing a mental health first aider, occupational health services etc. and promote these continuously throughout the employee’s life cycle (Franka,2023). 

(AC 3.1) 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. 
The employee lifecycle describes the different stages throughout an individual’s career within an organisation (Maddox-Daines, 2023). People practices are the processes intertwined with an individual’s employee lifecycle and impacts the way we work. These processes include developing HR policies, recruitment and retention, people analytics, building talent pools etc (CIPD, no date). 
When discussing people practices throughout employee lifecycles it is important to start at the beginning, the evaluation and design of a new role; this involves HR and management developing job specifications for the role by identifying the knowledge, skills and behaviours required (Taylor and Woodhams, 2022). Once individual meets these needs and has been offered the role the next process in the lifecycle would be the onboarding stage; this stage involves HR and recruitment gathering ID documents, applying for satisfactory background checks, inputting new employee details into HR systems, creating an induction plan, sharing HR policies and procedures, issuing a contract of employment and conditional offer letter. The next stage would involve the L&D team (if applicable) in organising and creating a training timetable, which would include any mandatory training required for the role. Once the employee is employed and trained, it is up to the relevant managers, HR, L&D and OD team to work collectively to retain the employee by offering support and guidance at the earliest stage in their career and highlighting progression opportunities should be vital part of this retention process (Armstrong, 2020). 

(AC 3.2) Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. 
Each area within an organisation has specific objectives to benefit the wider people and organisational strategies. Strategic human resource management (HRM) links together people management and development practices to address organisational strategies and goals (Peters, 2023). Each area of an organisation should work collaboratively to achieve organisational goals and an example of how this could be incorporated into people practices could be weekly or monthly team meetings with the wider organisation to develop long-term goals. 
Within HRM there are many roles that connect with one another and support the wider people, and this involves vertical and horizontal integration. Vertical integration involves examining the links between organisation strategies, the external contexts and HR practices (Farnham, 2015).  To achieve a vertical integration, it requires HR managers, partners, officers to collaborate with each other and ensure the HR practices reflect the HR strategy (Peters, 2023).  This will ensure consistency and encourage positive cultures and behaviours. 
Horizontal integration involves other areas of the organisation such as the L&D department to integrating HR strategies within their practices (Singh, 2021). Horizontal integration also involves organisations working with external stakeholders to achieve simultaneous goals. This type of integration involves all areas of the organisation working collectively to achieve the same outcome and this type of consistency reflects good people practices to the wider people. 

(AC 3.3) Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. 
Organisations have a responsibility to meet the needs of internal customers of the people function. These actions will have an impact on retention and workplace cultures and behaviours. 
An example of how M&D care have engaged with internal employees over the years is by holding monthly department meetings that are intended to create a safe space for discussion on how people practices could be improved. Within the HR team these sessions mainly focus on areas of improvement such as learning and development opportunities, recruitment processes and retention. These discussions involve the HR manager and the team working collaboratively to develop improved ways of working. An example of a recent discussion was the need for more advanced training in the use of excel and report writing, this discussion led to the whole team attending an advanced excel workshop and a report writing webinar to enhance their excel skills and enable them to produce high standard reports. Although these sessions are now used to highlight areas of improvement, in the past they were used as a platform for managers to criticise the team for not reaching specific targets which created a unpleasant working environment, this was relayed back to the managers and now the sessions are used only for celebrating success and identifying progression opportunities. 
Another process M&D Care have used to consult with internal customers is issuing quarterly staff surveys for staff to anonymously complete. These surveys have outlined both positives and negatives of the current organisation’s processes and have highlighted areas of improvement. This method of communication aims to create a transparent and open platform for discussion for all employees and has aided in the development of the current processes. For example, one question in the survey focused on the importance of staff supervisions and it was found that most employees prefer to have monthly supervisions rather than quarterly and this finding was consistent throughout all areas of the business so concluded in changing the quarterly supervisions to monthly. Another finding was that employees welcomed the introduction to HR listening sessions within our services as they feel it’s a good opportunity to voice any concerns or opinions. 
It is important for organisations to create an open and transparent space for internal customers to have their say and will create a more inclusive and welcoming environment in the long run. 
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