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1. Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure. (AC 1.1)

According to the Academy to Innovate HR [hereafter AIHR], (2024) divisional structure manages different products and services of a business, it is suitable for a business that has a variety of functions or services and allows the management of each product or service is to be handled by leaders who have a detailed knowledge of the objectives.  The product or service may be delivered from a variety of different geographical locations by the same management team. 

Careers Wales has a divisional structure, there are three services that are delivered, Working Wales, Services to Young People and Stakeholder Services.  All services are delivered across Wales and have a Head of Service, a team of Operational Development Managers and Team Managers who are responsible for delivering the service and meeting the objectives for each division.

According to the AIHR, there are many advantages and disadvantages of a divisional structure; the business need can be responded to and the needs of each division can be met without needing to consult with others, specific skills and experience can be recruited based on the needs of the division, and managers and staff can be innovative and creative in their delivery and meeting the objectives of their own division.

Limited cross division collaboration is a disadvantage, each division focuses on their own objectives and doesn’t look to identify ways to collaborate with other business functions.  There is also likely to be a duplication of resource, such as Marketing, HR, I.T. There is a risk that divisions can create a silo culture and individuals may overlook the overall aims and objectives of the company which can create an unhealthy competition between divisions as they may compete for budget, funding or resources which can impact the organisational culture.  

A matrix structure is when staff within an organisation report to multiple managers.  This allows individuals to work on more than one project and they would report to a different project manager for each of the projects they are working on.  There is often a department, team lead who manages an individual and they would also then report to project managers. (Asana, 2024).

The benefits of the matrix structure is that project objectives are very clear with definite timescales.  There is often high retention as those working on a project have similar interests, skills and knowledge leading to a positive culture.  A matrix structure allows resources from IT, Marketing and HR  to be used by all staff ensuring their expertise are efficiently and effectively used.

Having multiple managers to report to can often be confusing, individuals may not always know who needs to know what information, they can also sometimes receive conflicting guidance depending on the managers interest or knowledge in a project.  Time is often a challenge as multiple managers will always see their own project as a priority 

Grecek (2024) discusses the need for a company to consider the advantages and disadvantages of  different structures to identify a suitable structure, adopting an organisational structure based on company need, considering company objectives, size, talent requirements, intended growth and budget availability. If a company was to deliver a variety of projects which requires employees to collaborate across teams and efficiently draw on resources of other departments then a matrix structure may be suitable.  Whilst a large company with ample resource and established stable objectives may opt for a divisional structure.  It is important to consider the needs of the business at the start up stage and as a business grows or develops, the structure may need to change and adapt to new opportunities or direction that the company heads towards. 

2. Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. (AC 1.2)

Careers Wales vision is to “Create a brighter future for the people of Wales”, with their purpose being to support young people and adults in Wales to create brighter futures, to give young people and adults access to high quality, impartial careers support and make a positive impact on individuals education, economic and wellbeing outcomes.  In order to achieve their vision and purpose, Careers Wales has four strategic goals which feed into the operational plan for each year, outlining how each strategic goal will be achieved by each division of the business and what needs to be done to achieve Key Performance Indicators. (Careers Wales, 2021)

The strategic goals are:
· To Provide a bilingual, inclusive, impartial careers guidance and coaching service for the people of Wales
· To develop our work with employers, training providers, entrepreneurs to understand their skills requirements and opportunities for young people and adults.
· To support delivery pf he Curriculum for Wales and contribute to the achievement of the four purposes.
· To develop a skilled, agile Careers Wales workforce and enable the delivery of high performing, customer-centred services.

(Careers Wales, 2021).


Careers Wales is public funded, they are allocated a sum of money to deliver a service by Welsh Government.  The expected outcomes that need to be achieved are outlined in a Grant Award Letter.  The vision, purpose and company values inform the strategic goals which then informs an annual operational plan of how the strategy will be achieved when delivering the service to the customer.  

Foster, (2024) discusses having a detailed vision, purpose, values and strategic goals, allowing the company to consider what their main goal is in the long run. In Careers Wales’ situation they have been embedded into Welsh Government policy to help reduce unemployment in Wales, this is very broad but the vision needs to act as a reminder to customers, stakeholders, staff and senior managers of its overall purpose.  However, without a company strategy that clearly outlines how this will be achieved the company may not achieve the overall objectives, these all feed into the operational plan which informs how the business is operated, ensureing that Welsh Government’s expectations are met, customers receive an excellent service that supports them to plan their career and contribute to the Welsh economy and employees strive to meet the company objectives which results in job satisfaction. 

3. Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. (AC 1.3)

Careers Wales is a service delivered by Careers Advisers and other professionals.  80% of Careers Wales costs are staff costs, to meet staff costs they rely on Welsh Government funding.  It is important they are commercially aware when business planning and they consider external factors that could impact their financial planning this is done by analysing the impact of external factors using a PESTLE analysis.

According to the Office For Budget Responsibility, (2011), a rise in interest rates impacts the overall budget available to Welsh Government.  If Welsh Government or other public sector essential services have debts, the increased interest rates need to be considered when allocating their funding.  This may cause Welsh Government’s overall spending budget to be stretched and impact the availability of funds to be allocated to Careers Wales.   Whilst Careers Wales doesn’t have any debt, any debt held by Welsh Government or other public sector services needs to be taken into consideration as the intertest repayments on these debts will impact the availability of budget.

Inflation is having an impact on the availability of finances available.  When Careers Wales has an allocation of funding it is based on the rate of cost of living at that time.  Over the past 5 years there have been a significant, unpredicted rise in the cost of living, which can impact Careers Wales by increasing its running costs of offices.  Staff costs are the majority of Careers Wales expenditure, inflation impacts staff and impacts the cost of living pay rise that is negotiated each year.  Careers Wales is a non-profit organisation so can only offer cost of living pay rises in accordance with approval from Welsh Government. not being able to provide staff with pay increases that are in line with cost of living increases can cause concerns over staff morale and retention. (Cholteeva, 2022).  The cost of living increase also has an impact on interest rates, whilst cost of living continues to rise, the bank of England will keep interest levels high to try and limit spending to eventually bring inflation down.  These both have a direct impact on each other as an increase in inflation causes an increased cost of living but due to the rise interest rates this limits the availability of funds available to Welsh Government to allow Careers Wales to increase wages, 

The recent rise in Employers National Insurance Contributions is a current concern for Careers Wales, the rise would require an additional £500,000, whilst Welsh government have informed the organisation that Careers Wales budget for 2025/2026 remains the same as the previous year, this could result in a £500,00 shortfall for the organisation.  The Chief Executive has requested this be considered by Welsh Government and has asked them whether they will be providing additional funds or support towards the rise in National Insurance Contributions.  The Company are awaiting a response from Welsh Government, whilst waiting for a response there is a freeze on recruitment for vacant posts and premises cost savings are being considered in case additional funds aren’t allocated by Welsh Government. 

4. In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work. (AC 1.4)

When considering the impact of AI in the workplace, it is important to consider the  needs of the organisation and employee needs.  Previously there have been concerns raised over AI replacing individuals and reducing the needs of a workforce.  However, as AI is developing it is being identified as something that is positive and may change the ways people work and create new jobs.  (CIPD, 2024).  

Some of the benefits expected by employers include, time saving, automation of routine tasks, increased productivity, improved efficiencies and enhanced customer service. (CIPD, 2023).  

There have been counter arguments on the impact of AI, there could be a negative impact with AI being seen as a threat, expecting it to be able to complete the tasks of humans with improved efficiency, alternatively AI could also be seen to create tasks, capabilities, tools and information for employees. (Marr, 2024).

Within Careers Wales, AI is not seen as a threat to a Careers Adviser who provide Information, Advice and Guidance to individuals. The role requires the skills to coach, counsel and mentor individuals through exploration of their own individual career management skills via a verbal discussion with a professional. However, there is an expectation that AI will enhance the Careers Advisers role.  There is currently a working group who are discussing how AI may support staff with their record keeping, provide Labour Market information and improve efficiencies of routine tasks through automation.  Within the corporate services of Careers Wales, IT, Finance, Human Resources, Marketing and Information,  AI is seen as more of a threat as it may provide efficiencies that could eventually complete the tasks completed by staff in less skilled roles, for example, data input or creative imagery. Careers Wales is at the very beginning of its AI journey and at present it is seen as an opportunity to support individuals who have roles that require efficiencies Or mundane tasks to allow professionals to spend more time carrying out the skilled requirements of their role. This aligns with one of their strategic aims: 

“optimise our use of technology to transform our ways of working and develop the digital skills and capabilities of all Careers Wales employees”.

(Careers Wales, 2021, p. 21).




5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)

Handy said that the culture within an organisation impacts decision making, staff engagement, their contribution and attitude towards achievements. It is important to understand the culture of an organisation and work towards the desired culture for an organisation.

Handy’s Organisational Culture model outlines four types of organisational cultures:

· Power
· Role
· Task 
· Person

Organisations with a Power culture have very senior leaders who make all the decisions.  Decisions are made without any consultation with employees or middle managers.  Employees can expect little to no input and are expected to follow instructions with no two way communication between staff and management  This culture can limit creativity and innovation.

A Role culture is when employees are appointed into roles that are specific to their qualifications, skills and experience.  Employees understand the expectation of them and have the skills and knowledge to carry out their role, take ownership and are held accountable for their responsibilities.

A Task culture is when an organisation has a task or goal to achieve and there are a variety of people included to achieve the task. Employees involved have different skills and work together to achieve an outcome, there is a culture of communication, team work, problem solving and shared accountability.

A Person culture is when employees prioritise their own personal achievements and goals with little consideration for the organisation.  Employees demonstrate little loyalty and employee retention is a challenge. 

(HRC Online, 2024). 

David Rock emphasises the importance of creating a culture where employees feel nurtured, motivated and positive.  To encourage professionals to consider how to do this he created the SCARF model;

Status
Certainty
Autonomy
Relatedness
Fairness

Status 
An employee is made to feel valued and respected regardless of what job they do within an organisation.



Certainty
Employees are certain of their role, expectations and tasks. Providing employees with certainty instils confidence and trust.  Changing workloads and expectations cause uncertainty.  

Autonomy
By encouraging employees to think for themselves, employees feel trusted and respected and are motivated to take responsibility and become efficient in their role.

Relatedness
Individuals benefit from working with others.  When everyone has their own responsibility but all work to a common objective, this allows employees to value each other and encourages team work, problem solving and productivity.

Fairness
Treating all employees equally results in achieving fairness, By everyone understanding expectations and working by them regardless of job role, this results in a joint workforce engaging and feeling respected.

(HRC Online, 2024)

6. Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). (AC 2.2)

Within Careers Wales employee development has a crucial role in ensuring staff have the knowledge, skills and ability to carry out their role.  Careers Wales has a learning and development team who plan and deliver training to meet the needs of the company and the customer.  Qualified Careers Advisers are members of the Careers Development Institute and this membership requires specific learning, in addition as public funded organisation there is regular mandatory training that all staff must undertake, there are frequent learning and development opportunities for Careers Advisers.   According to McKinsey (2022), Learning and Development opportunities build a strong workforce culture and there is a need to encourage employees to develop. Employees who do not have opportunities to develop or an opportunity to advance are likely to leave an organisation which reinforces the importance of providing learning and development opportunities and proves to be successful with Careers Wales  as there is a high staff retention rate of Careers Advisers. 

Whilst staff within Careers Wales who deliver Information, advice and guidance receive intensive learning and development opportunities, staff within leadership and management roles have been overlooked in the past.  In 2024 Careers Wales received consistent feedback that managers felt overworked and undervalued. As a result they consulted with staff who informed senior managers that they felt they had not received any investment. Staff requested formal accredited management training to enhance their skills and knowledge.  Whilst staff were listened to the organisation provided managers with a leadership and management training programme that did not provide any additional learning to previous internal training, was designed internally, delivered by internal staff and was not accredited.    As a result staff felt that the training programme didn’t meet their needs, they felt unheard and they felt even more undervalued.  Even though Careers Wales provided training, by not meeting the needs of the employees this had a negative impact on the culture amongst experienced managers, having the same effect as not providing any learning and development at all.  By either not providing learning and development opportunities or providing inappropriate learning this can lead to a decline in skill, unsatisfied employees, lack of motivation, hindered trust, decreased engagement and an apathetic culture. (HR Future, 2024).

It is essential to provide learning and development but the learning and development must meet the needs and develop the skills of employees as well as benefit the organisation.  Creating a learning culture creates a workforce who feel valued and invested and motivates individuals to invest in the workplace, however it is appropriate that the learning is appropriate as too much learning intended to only meet the needs of the business can be counterproductive and uninteresting which can demotivate staff. (Ordorica, 2022).

7. An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change. (AC 2.3)

Through observing many organisations implement strategies, Kotter introduced the change model, incorporating the most successful factors from his observations.  

According to Kotter, (2025) his model could be used to implement a change to hybrid working by following these 8 steps:

Create Urgency – The organisation needs to be transparent and have open communication with employees, explaining to them why the change is needed and what they hope to achieve by moving everyone to a hybrid role.  When providing reasons for the change it is important to also inform staff of the threats.  

Form a Coalition – For employees to understand the need for change, leadership is needed to influence employees, it is important to engage key influencers and encourage them to lead the change.    Influencers could be influential team members, managers, employees who may have a positive experience of being on site or customers providing feedback about how they want to receive a service.

Create a Vision – It is important for people to understand the intended outcome and the overall vision for the organisation and how the change can contribute to the vision.  There needs to be a clear vision which outlining how working on site 2 days a week contributes to its achievement.

Communicate the vision – The vision needs to be embedded into every day conversations, it is important to provide a company update but in order for people to see how they contribute and understand what needs to be done the vision needs to be part of everyday communication, this involves discussing individual concerns applying the vision to all business purposes, not just the change to hybrid working to allow employees to see that the vision is the priority.

Remove obstacles – It is  likely that some individuals will be resistant to the idea of returning to site 2 days a week, they may identify reasons why this is a bad idea. It is important for them to feel listened to and for managers to understand their concerns to identify solutions.  This will engage employees and remove any barriers that hadn’t been identified, it is important this this is done promptly and to encourage and promote those who are embracing the change.

Create short term wins – To engage staff into seeing the benefits of being on site 2 days a week it is important to identify small successes in the early stages, this could be staff who have seen a benefit from being on site, customers or stakeholders who have seen an improved service, it is also important to identify any negative experiences that have arisen and implement solutions as soon as possible.

Build on the change – it is important to continuously review the change and build on it.  Many changes fail as they are declared a success too soon and employees revert back to old ways of working, or allow barriers to slowly remove the change. The overall aim of the company may be to have everyone back on site 2 days a week but this may need to be built up to, the initial change could be implemented by department or initially 1 day a week and then reviewed to remove barriers and then work towards the overall aim.  Even when 2 days is achieved this needs to be reviewed and evaluated regularly to ensure problems are resolved and the change is fully embedded.

Anchor the changes in corporate culture  - to ensure staff realise that they will be expected to work on site 2 days permanently it is important to embed this working practice into every day conversation, the successes of how the change has contributed towards the vision and values also needs to be promoted.  The new working pattern needs to be embedded into policies and included in working conditions when recruiting or promoting individuals.

 
8. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)

Kubler Ross change curve has evolved since Kubler-Ross (1969) used the curve to explain the feelings and process individuals go through following grief or loss, During the 1980s it was identified that these feelings and processes are experienced following any change and the change curve was used to understand the stages individuals go through during workplace change and to support change management in the workplace.
The Change curve:
Denial – Employees may refuse to accept that the change will happen or the result of the change. They may avoid engagement with the change or refuse to believe that the change will happen.

Frustration – This stage usually occurs when the change is becoming unavoidable, causing feelings of frustration or anger.  These feelings may motivate individuals to raise concerns or ask questions and provide an understanding to the individuals thoughts and concerns,

Depression – The feeling of sadness can occur throughout various stages and occur more than once, depending on the change that is being implemented and the impact it has on the role and the individual, this could impact morale and productivity.

Experimentation – This is the first stage of engaging with the change, they make look to negotiate adapting some of the change but not fully engage with all of the change.

Decision – A decision is made to stop resisting change and solutions to cope with the change are identified, new ways of working start becoming everyday practice.

Integration – This is when the change is accepted considered to be normal and the individual feels stable and any threat has been removed.

Staff at Careers Wales have been through regular change, In 2024 there was a significant budget cut which resulted in a Voluntary redundancy scheme and changed some day to day operations for employees.  To support individuals through the change managers were introduced to the Kubler Ross change model and encouraged to use the model when supporting staff to understand where they were on the curve and the support and coaching that employees needed.

9. The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy. Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5)

Wellbeing at work is essential to create a positive work culture, this benefits the Employer, Organisation and its Employees.  Looking after individuals wellbeing creates a positive work environment, boosts morale and contributes to engagement and performance.  There is an increase in physical and mental health concerns amongst the UK workforce, by prioritising wellbeing this can help support individuals to avoid stress, minimise the development of health problems and also manage existing health problems. (CIPD, 2024)

Good Work is a measurement of the factors that contribute to creating a positive culture, the factors to be considered are pay and benefits, contracts, work-life balance, meaningful and appropriate tasks, relationships with colleagues and managers, feeling heard and health and wellbeing.  30% of respondents to the CIPD wellbeing at work survey say a wellbeing at work initiative has improved their morale, reduced sickness whilst increasing engagement and retention.  As a result of the good work survey, CIPD recommends supporting employees to feel cared for and valued for them to feel more engaged and committed (CIPD, 2024).


The mobile network Three won an award for its wellbeing strategy, their business was growing and developing at a fast pace and they understood they couldn’t achieve the business objectives without their employees.  Their head of wellbeing and recognition said:

“To get this right we’re asking a lot from our people, and we’re not going to deliver our goals as a business if our people don’t love coming to work every day.”  (Millbrow, 2019) 

They implemented wellness initiatives around energise, connect and balance.

The success was evident when 83% of office employees were happy with the companies wellbeing and Three won the Health and Wellbeing award at the HR excellence awards in 2019. (Sharp, 2019)

10. Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle. (AC 3.1)

The employee lifecycle is the process an individual goes through as an employee with an organisation.  The employee lifecycle follows the process of  

Attraction
Recruitment
Onboarding
Development, 
Retention
Separation

(People HR, 2023).

Within the recruitment process people professionals are responsible for creating job adverts that attract candidates,  ensuring the advert reaches a target audience, agreeing a selection panel, shortlisting, arranging interviews, preparing interview questions, interviewing using a scoring matrix, making a selection and job offer, informing unsuccessful candidates, tracking using HR systems and making first day arrangements. (People HR, 2017).

Within the development stage it is the role of the people professionals to identify a development plan for employees, this needs to be specific to the role and the skills requirement and also align with the employees development goals to support them to progress.  Engaging learning and development activities needs to be delivered and individuals need to be performance managed. (van Vulpen, 2024).

During the separation stage people professionals have a responsibility to keep employees engaged during their notice period.  It is important to understand the employees reasons for leaving, gain feedback and use this information to thoroughly review and evaluate the employee experience through an exit interview. (People HR, 2023).

11. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2)

Vertical Integration is ensuring the HR strategy and priorities align with the strategy and  priorities of the company objectives.

Horizontal Integration is ensuring HR strategies support others across the organisation to improve impact in the form of policies, procedures and expected values and behaviours being embedded across the organisations.

Successful organisations who are prepared for the future, focus on their vision and values, they are responsive to change and are keen to identify opportunities to learn and develop.  People practices should support organisation strategy through vertical integration at the decision making stages, when considering the structure and through workforce planning. (McKinsey & Company, 2024)

A People Practice strategy should be developed to align with the business strategy, once these strategies are in place they should inform the design of an organisation.  People practice can support the organisational design by understanding the company environment, the need for flexibility and efficiency, the HR and performance management systems need to effectively manage performance, the size and life cycle, the long term goals of the company that will influence the recruitment and development and the culture needed. An involvement at this stage will inform HR policies, procedures and processes 

People practice supports the wider people strategies through enhancing the employee experience throughout the organisation and encouraging the people practice strategy and the business strategy to be a priority for all departments and leaders and individuals.  Strategies and policies alone are not enough, in order to achieve the business objectives, employees need to have the relevant skills, positive work relationships and to feel valued in a positive supportive culture. (CIPD. 2024). In order to achieve horizontal alignment and encourage achievement of strategies, the employee experience from induction, management support, learning and development and retention needs to be embedded across the organisation, this requires involvement from all leaders and all departments at every level.

Careers Wales has a person appointed into the role of “Head of People Development” their role is to contribute to the development of the company strategy through research, monitoring and recommendations regarding HR, Learning and Development, Employee Equality and Diversity, Employee Health and Wellbeing, and Employee Performance Management.  The person in this role is part of the senior leadership team and is involved in decision making aligning people practices with the company objectives.  This is a role that supports people practice through vertical alignment.  Careers Wales also has a HR Manager and HR consultants, their role is to horizontally align with managers and colleagues in all functions of the business to support them to embed the strategy and policies and create a positive working environment whilst achieving the companies objectives.

12. An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. (AC 3.3)

In order to introduce a four-day working week it is important the change is discussed with managers and employees and they have a clear understanding of the change ahead and its purpose.  The purpose of the communication is not to discuss the decision to move from a five day week to four, the purpose is to discuss needs when the move is made

Consultation is important as it helps the organisation understand the staffs needs and also creates a positive working environment by promoting transparency, trust and ensuring staff feel their opinions are valued.. By consulting with employees this gives an organisation the opportunity to identify problems, solutions and maintain morale. Consultation is a two way process and it is essential to keep an open mind throughout the process.


A variety of consultation methods should be used with managers and employees, this ensures a wide engagement depending on the preferred engagement method of the individual and provides the company with qualitative and quantitative evidence.  These methods can include, staff feedback forms, formal focus groups, discussions with individuals, informal clinics. It is important to consult with managers as well as employees as managers will provide an insight into the needs of a team and the achievement of objectives, whilst employees will consider their personal needs.

In order to engage managers and employees it is important the information gathered is evaluated and needs are discussed  feedback should be provided and if needs can’t be met, discussions need to take place to negotiate alternatives (Acas, 2021).

Many companies have trialled a four day week, engineering and industrial supplies company, Allcop joined the UK four day work week trial but abandoned the trial two months early.  They faced many problems throughout the process but admit they rushed into the  trial which didn’t allow for consultation.  As well as some factors concerning the sector, the main challenges they faced were around staffing and the impact on staff, they adapted a flexible approach to the model as they were already facing staffing challenges.  Consultation would have had an opportunity to identify the difficulties and implement a process that would overcome the problems that had been identified in advance and could have avoided some of the problems causing Allcop to abandon the trial. (Christian, 2023).
Academy to Innovate HR (2024) Divisional Structure? Available at: https://www.aihr.com/hr-glossary/divisional-structure/ (Accessed: 25 January 2025).

asana (2024) What is a Matrix Organisation and how does it work? Available at: https://asana.com/resources/matrix-organization (Accessed: 25 January 2025).

Available at: https://hrcoursesonline.com/understanding-david-rock-grab-a-scarf-and-dont-be-vapid/ (Accessed:28 January 2025).

Belbin (2024) The Change Curve and Belbin Available at: https://www.belbin.com/resources/articles-directory/the-change-curve#: (Accessed: 29 January 2025).

Careers Wales. (2021) Brighter Futures. Available at: https://careerswales.gov.wales/about-us/brighter-futures (Accessed: 25 January 2025).

Cholteeva (2022) { People Management} Pay rises still lacking despite cost of living crisis, multiple studies suggest Available at: https://www.peoplemanagement.co.uk/article/1796787/pay-rises-lacking-despite-cost-living-crisis-multiple-studies-suggest (Accessed: 26 January 2025).

CIPD (2023) Employers moving to investigate, implement and invest in generative AI Available at: https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/employers-generative-ai/ (Accessed: 28 January 2025).

CIPD (2024) CIPD Good Work Index 2024 Wales Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2024-pdfs/8625-good-work-index-wales-2024-report-web.pdf (Accessed: 30 January 2025).

CIPD (2024) Technology, AI and the future of work Available at: https://www.cipd.org/uk/knowledge/factsheets/emerging-future-work-factsheet/ (Accessed: 28 January 2025).

CIPD (2024) Wellbeing at work Available at: https://www.cipd.org/uk/knowledge/factsheets/well-being-factsheet/ (Accessed: 29 January 2025).

Foster D (2024) {Forbes} Vision, Mission And Values: How They Differ And Why They Matter Available at: https://www.forbes.com/councils/forbesagencycouncil/2024/05/03/vision-mission-and-values-how-they-differ-and-why-they-matter/ (Accessed: 25 January 2025).

Grecek M (2024) {remote} 4 types of organizational structure: Which is best for your company? Available at: https://remote.com/blog/types-organizational-structure (Accessed: 25 January 2025).

HR future (2024) The Negative Effects Of Neglecting Corporate Learning And Development Programmes Available at: https://www.hrfuture.net/talent-management/training-development/the-negative-effects-of-neglecting-corporate-learning-and-development-programmes/ (Accessed: 28 January 2025). 

HRC ONLINE (2024) Organisational Structures: The Handy Guide to Charles Handy Available at: https://hrcoursesonline.com/organisational-structures-charles-handy/ (Accessed: 28 January 2025).

HRC ONLINE (2024) Understanding David Rock: Grab a SCARF and don’t be VAPID Available at:  https://www.peoplehr.com/en-gb/resources/blog/what-is-internal-recruitment/#:~:text=Share%20the%20opportunity%20with%20your,their%20performance%20and%20cultural%20fit. (Accessed: 28 January).

Kotter (2025) The 8 Steps for Leading Change Available at: https://www.kotterinc.com/methodology/8-steps/ (Accessed: 29 January 2025).

Marr (2024) {Bernard Marr &Co). What Are The Negative Impacts Of Artificial Intelligence (AI)? Available at: https://bernardmarr.com/what-are-the-negative-impacts-of-artificial-intelligence-ai/ (Accessed: 28 January 2025).

McKinsey & Company (2022) Money can’t buy your employees’ loyalty Available at:  https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/money-cant-buy-your-employees-loyalty (Accessed: 28 January 2025).

Office for Budget Responsibility (2011) Impact of interest rates on the public finances Available at: https://obr.uk/box/impact-of-interest-rates-on-the-public-finances (Accessed: 26 January 2026).

Ordorica (2022) {Forbes} Why And How To Center A Workplace Culture Around Learning And Development Available at: https://www.forbes.com/councils/forbesbusinesscouncil/2022/11/11/why-and-how-to-center-a-workplace-culture-around-learning-and-development/ (Accessed: 28 January 2025).

PeopleHR (2023) What Is The Employee Life Cycle: Optimising The 7 Stages Available at: https://www.peoplehr.com/en-gb/resources/blog/what-is-the-employee-lifecycle/ (Accessed: 30 January 2025).

PeopleHR (2023) What steps are involved in the recruitment process? Available at: https://www.peoplehr.com/en-gb/resources/blog/what-steps-are-involved-in-the-recruitment-process/ (Accessed: 30 January 2025).

Sharp (2019) {HR Magazine} Case study: Three UK's award-winning wellbeing strategy Available at: https://www.hrmagazine.co.uk/content/features/case-study-three-uks-award-winning-wellbeing-strategy/ (Accessed: 30 January 2025).

Van Vulpin (2024) {Academy to Innovative HR} The HR Life Cycle in 13 Steps Available at: https://www.aihr.com/blog/hr-life-cycle/ (Accessed: 30 January 2025). 
