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1) Evaluate the advantages and disadvantages of the organisation structure in your organisation (or an organisation with which you are familiar) and evaluate the advantages and disadvantages of one other organisation structure. Within the evaluation, you should include the reasons underpinning the structure. (AC 1.1)

Organisational structure is the framework created by an organisation to create control and order enabling them to reach their aims and goals.  Having a clear organisation structure gives employee’s clear placement in an organisation knowing who to report to and who reports to them, who is responsible for decision making and creates efficiency and collaboration (Organ, C. 2023).  

Neath Port Talbot County Borough Council (NPTCBC) have a bureaucracy hierarchical structure.  A hierarchical structure has a pyramid formation with usually a CEO at the top and management filtering down.  Only the higher tiers giving instructions, which filter down the tiers (Kew and Stredwick, 2016).  Taylor and Woodhams (2022) highlight that an advantage to hierarchical structure is that managers and employees have clearly defined responsibility and roles in order to obtain a mutual goal, thus also a clear understanding of authority and reporting.  The clear structure also makes the route for career progression clearer, which could result in greater moral and dedication.  However, a disadvantage is that adaption to change is more challenging as knowledge and ideas are harder to share across the organisation and through the multiple tiers.  Employees can also feel disconnected from the organisational goals with a clear separation from management.  This can result in employees having lower engagement levels leading to lack of loyalty, motivation and efficiency.  Kew and Stredwick (2016) argued that one of the hierarchical structures strengths of having rigid rules and policies, which can be seen as reliable and safe can also be seen as one of its weaknesses as it’s rigidity only works in a ‘placid’ environment and becomes more challenging in a ‘turbulent’ environment.  An example of a hierarchical structure would be a local authority or the NHS.

A matrix structure means that employees may have multiple reporting obligations within an organisation (Organ, C. 2023).  This form of organisational structure allows more flexibility, resources can be shared and it allows for greater collaboration in the organisation.  Taylor and Woodhams (2022) highlight that matrix structures give employees a positive working environment with employees feeling motivated, having greater autonomy and are provided with the opportunity to develop new skills.  Kew and Stredwick (2016) point out that with the improved communication, decision making is quicker and more efficient.  However, they also point out that this structure can also cause employees to feel that their loyalties and resources are split between different managers.  Managers can also struggle with the power dynamics, share of resources and diffusion of decision making authority.  Organ. C (2023) states that with such a complex organisational structure, there can be confusion over accountability.   An example of a matrix structure would be NASA and Nike.

2) Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. (AC 1.2)

An organisational strategy sets out the organisations goals and objectives, assessing their current position and their desired future position and puts in place plans to achieve these (Bosley, 2023).  NPTCBC has a 5 year corporate plan which sets out 4 wellbeing objectives in which they wish to focus on.  In order to achieve these objectives the council will set out strategies, plans and policies for each department to work towards.  NPTCBC goal is to provide the best services possible to its residents.  This makes up their strategical analysis.  For strategy development and in order to draw up their strategies and plans a SWOT analysis is completed on a regular basis and KPI’s are measured.  This allows them to understand their current strengths, weaknesses, opportunities and threats.  NPTBC noted in their most recent annual report that there were weaknesses in the recycling department timeframes.  Strengths were found in education where KPI’s are being met.  Opportunities have arisen with securing further funding for recreational purposes.  Threats noted as employee retention is being negatively affected by private sectors offering higher salaries.  Strategy implementation is then developed around the factors highlighted by the annual report.  The council will commit more resources to the areas that need improvement setting out new goals and targets.  The council have recently created a Talent Management Team in order to retain and create talent.  Furthermore, also rewarding the employees and teams that have been a part of helping the council achieve their goals (Taylor and Woodhams, 2022).   

The Welsh Government and what policies and legislation is in place affect a lot of NPTCBC’s strategy.  This can mean that the ability to change is very difficult and even consultations with local councillors, acting as the voice of the community; it is still difficult and time consuming for any change to take place.  


3) Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. (AC 1.3) 

Taylor and Woodhams (2022) advise that a PESTLE analysis can be used to asses external factors that need to be considered in relation to an organisation.  According to Battista (2023), a PESTLE analysis assists an organisation in identifying external factors, which can influence decisions and future strategy. 

Environmental factors are currently having a broad impact on NPTCBC. On 30th April 2019, the declaration of a climate emergency by the Welsh Government brought forth a heightened awareness in Wales regarding the importance and impact on the recent finding on climate change (www.gov.wales, 2019).  In response to this, NPCBC identified that changes need to be made in the local authority to limit the effects of climate change.  Therefore, they developed a policy in order to reduce the use of fossil fuels turning more towards decarbonisation and renewable energy.  Part of this policy is to move towards renewing the council’s fleet of vehicles to electric vehicles and to introduce electric bin lifting mechanisms to some vehicles reducing MPG CO2 emissions and noise pollution.  On a short-term basis this will be a costly move for the organisation and therefore could be seen as negative.  However, in the long-term it will have a positive impact on the organisation improving public perception to a company that is innovative, dynamic who cares about the environment.

Social factors are also effecting NPTCBC.  Since the Covid-19 pandemic, employees have become more familiar with home and hybrid working putting more value on work life balance (Office for National Statistics, 2022).  NPTCBC recognises that not all roles in the organisation are open to flexible work patterns; however, they have reviewed the roles across the organisation and have offered employees more flexibility in how and where they carry out their work.  This is monitored regularly via staff surveys to ensure that staff are given the opportunity to engage and have input in the decisions around flexible working.  This has been a positive move as staff have reported that they feel they have a better work life balance therefore working more efficiently, lowering employee absences and increasing staff moral and wellbeing.

Economic factors are currently having a negative effect on recruitment and retention in NPTCBC.  The labour market is far more competitive with post-pandemic unemployment rates at very low levels and more employers seeking to fill jobs than there are people looking for work. This is placing pressure on recruitment and retention with consequential implications for pay and our wider employment offer (House of Commons, 2023).  In response to this, NPTCBC has created a Talent Management strategy with a dedicated team to focus on identifying talent and retaining talent in the organisation.

4) When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)

The CIPD (2023c) highlight that people professionals across all organisations are being effected by the advancement of technology.  The scale of the use of technology in organisations is huge and it does not appear to be slowing.  CIPD (2020) report that employees have reservations in relation to technology in the workplace with only 80-93% saying they felt technology has improved business performance with 72% of employees concerned that part or all of their role will be automated in the future.  Khogali and Mekid (2023) state that this is causing employees to feel less connected to their jobs affecting engagement and productivity.  If this anxiety is not managed correctly, it can become distracting for employees negatively affecting morale, productivity and retention (Dunn, 2023). Where some anxiety is justified, Cox (2023) states that HR experts suggest that employees should look to increase their knowledge and skills in technology to allow them to work alongside it, making them more valuable to their organisations.  This is supported by Carl Benedikt Frey, future of work director at Oxford University who states that employees who resist AI may be seen as unable to adapt and therefore it is important that employees embrace AI and work with it to retain employment Noenickx (2023).

Not all jobs are at risk of automation.  Creative jobs and jobs that involve deep understanding of people and building relationships would be very difficult to replace (Morgan, 2023).  It is thought that AI and technology will be mean that employees roles will become less labour intensive and will allow employees to focus on more creative, development tasks (McLaren, 2023).  The use of AI is expected to allow organisations to make better decisions with analysing large amounts of data (McAllister, 2023).  According to the Department for Education (2021), there has been a 400% increase in students being accepted for AI courses in university since 2011 and an unprecedented growth in students studying STEM subjects.  

Woodhams and Taylor (2022) state that the use of technology in organisation can create better competition as organisation push to become more efficient and increase production levels.  Therefore, organisations who can stay on top of the technological advancements are more likely to be successful in the future.  On 31st October 2023, the UK Government announced a £118 billion investment in increasing skills in AI (GOV.UK, 2023).

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

The CIPD (2023b) note that organisational culture is at the heart of an organisation as it is made up of people’s relationships and interactions.  Edgar Schein was a social psychologist in the 1980’s who proposed that organisational culture could be analysed on 3 levels: 
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(Somers, 2023)

Top Layer – Artifacts – These are the things that you immediately see from an organisation.  The physical environment, presentation, language, style (embodied by clothing and manners of introduction etc.) and products.  It also includes the climate and behaviour routines and rituals.  This information easy to observe but hard to interpret (Schein, 2017).

Middle Layer – Espoused values – These are the goals, values, ideals and aspirations of an organisation.  It can be influenced by individual’s beliefs and views, which can be adopted by others via social validation.  It is important to take into consideration whether the espoused values are actual in real-time or are aspirational values for the future (Schein, 2017).

Bottom layer - Underlying assumptions – These are the unconscious values and beliefs.  These basic assumptions are created from repeated actions that have had a particular outcome and therefore that outcome is taken for granted.  These beliefs are very difficult to challenge or change (Schein, 2017).

There are a number of theories that look into motivation.  Vroom’s expectancy theory is based on the view that most of people’s behaviour is driven by motivation and goal directed (Kessler and Cloutier, 2013).  Taylor and Woodhams (2022) explain that Vroom theory believes that an individual will assess the following:

1. Expectancy: whether their performance will result in a measurable outcome
2. Instrumentality: whether the outcome will result in a reward
3. Valance: whether the reward is desired/valued

Employees would need to believe that effort is directly related to performance, that good performance will result in a desired reward, that the reward will meet an important need and that the reward is worth the effort put in to achieve it (University of Cambridge, 2016).  For example, an employee is told they will get a monetary bonus if they reach a sales target.  The employee would need to believe that the goal is achievable, that the bonus would be worth the effort needed to achieve it and also whether they wanted the bonus.

It is important to an organisation to consider and understand employee’s motivation in the workplace and what management can do to increase levels of motivation.  These can be in the form of goal setting, empowerment and reward systems (Kessler and Cloutier, 2013). 

6) Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2) 

People practices can have a negative and positive impact on organisation culture and behaviour.  NPTCBC have a very structured framework.  There are policies and procedures for most/all activities and processes.  This structure provides employees with a sense of security and clarification as to what is expected of them and their colleagues.  However, it can also feel depersonalised and cause employees to feel less valued in the organisation (Taylor and Woodhams, 2022).  For example, the on boarding process is handled by our HR department and goes through a process which can involve a number of different employees compared to smaller organisations whereby the on boarding may be done by the prospective employee’s new manager therefore appearing to be a more personal approach.

NPTCBC also have a very strong sense of shared purpose of providing the best service possible to the local community.  This shared vision is embedded in all its policies and processes and therefore employees carry out their work with a sense of motivation to do their best and preform to high standards.  The vision was developed by identifying our stakeholders and what their expectations are and the vision is conveyed to employees by identifying the benefits involved (CIPD, 2023b).  Many of the employees are also residents of NPTCBC and therefore are the stakeholders and the beneficiaries.  This is echoed by Taylor and Woodhams (2022) who state that successful organisations are those that have a strong mission and values, which their employees buy into increasing their levels of pride and effort. 

Recently, NPTCBC has focused a lot of attention on employee’s wellbeing and inclusion.  Policies have been drawn up for menopause and surrogacy, to ensure that all members of staff feel valued and cared for.  They have also focused on mental health issues, providing free workshops for employees to attend during working hours provided by MIND.  CIPD (2018) state that the most productive workplaces are workplaces with a good health and wellbeing culture.  A recent workplace survey has shown that employee’s feel valued in the workplace and levels of staff absence has reduced.   NPTCBC also currently have very low levels of formal grievances being raised, which would suggest lower levels of conflict that seen previously.  However, a number of policies created are hard to evaluate in relation to success of that policy.  NPTCBC are very reactive and will create policies based on ‘current affairs’ and are unable to measure whether it has had any impact.  This can sometimes create a culture of feelings of doing something just because it feels it should without actually assessing it thoroughly.

7) Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances’. Explain two different models or theories to managing change. (AC 2.3)

Kotters (2012) model of managing lasting change is an 8-step process:

1. Creating urgency –Created by identifying a threat and an opportunity then building momentum (Kotter, 2012).  Kotter noted that 75% of managers need to be invested in the change to make it successful (Mind Tools, 2022).
2. Creating a guided coalition – Should include individuals from the following groups:
Position power – Line managers/those who are key players
Expertise – Those with experience and knowledge in the field to make well informed decisions
Credibility – Well respected members of the organisation/employees who are influential 
Leadership – Proven leaders who can drive change (Kotter, 2012).  
3. Develop a vision and strategy – A vision bypasses any forces resistant to change unlike authoritarian decree and micromanagement.  It should encompass clarification of the general direction, motivation to move in that direction and co-ordinates the movements of individuals.  For the vision to be effective it should be Imaginable, desirable, feasible, focused, flexible and communicable (Kotter, 2012).
4. Communicate the change vision – For successful communication of the vision it should be kept simple, include verbal pictures, used in multiple forums, repeated, led by example, explained thoroughly including inconsistencies and open to two way communication (Kotter, 2012).
5. Empower broad-based action – all barriers to employee empowerment need to be removed.  To enable employee empowerment the organisation needs to align their structures, information and personnel systems to the vision, ensure employees have a shared sense of purpose with a sensible vision, provide the required training so employees are equipped with the skills they need and ensuring managers are supporting the vision to employees (Kotter, 2012)
6. Generate short-term wins – These have 3 characteristics: its visible, it’s unambiguous and it’s clearly related to the change.  Short-term wins provide evidence that the change is working rewarding those involved whilst undermining those who are resistant, keeps managers on board, builds momentum and helps to fine-tune the vision and strategies (Kotter, 2012).   
7. Consolidate gains and produce more change – focus on larger projects, encompass more individuals via promotion and involve in the development process, leadership from senior management and bring up lower levels of the hierarchy to lead, manage, identify and remove any interdependencies (Knotter, 2012) 
8. Anchor new approaches in the culture – This will only happen at the end of the process and if the process was successful and superior to the way things were done before.  It needs to be discussed and the success acknowledged.  May involve change to key people and requires succession planning to ensure that the changes remain in place (Knotter, 2012).

Lewins 3-step model of change sees change as a process with stages allowing you to prepare and plan (Mind Tools, 2023).  The 3 steps are:

1. Unfreeze – preparing the organisation for change.  This can be assisted by the strategy being communicated effectively, creating a vision, getting individuals to be on-board and encouraging feedback to help develop the process
2. Change – implementing the change.  This stage would be helped by keeping up efficient communication, explaining the result of the change to each individual, invite questions promoting transparency, involve everyone promoting a inclusivity and remain prepared for challenges.
3. Re-freeze – when the change has taken place.  The ensure that the changes remain successful it is important to provide employees with support and ongoing training, identifying and rectifying and issues that may arise, encourage feedback from employees and continue to communicate the successes and benefits achieved from the change. 
(Channell, 2021) 

8) A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)
Elizabeth Kubler-Ross studied the response to grief and developed a model for this, which has evolved to be used in response to change and is referred to as the change curve (Roberts, 2023).  The change curve cannot be used to implement change but is useful for management to understand how employees are likely to react to change and enable them to support them through the change. The change curve is made up of a number of stages and not all employees will go through all stages in the same order:
1. [bookmark: _GoBack]Shock/denial – initially the reaction to change is one of shock.  Employees may question the requirement for change and may feel that that change is not needed.  They may also argued that change will not work and may not even proceed.  This phase is usually short lived (Roberts, 2023)
2. Frustration/anger – Employees may look to place blame on others and feel frustrated that the change is needed or going ahead (University of Exeter, 2023).
3. Uncertainty/bargaining – employees can feel anxious at facing uncertainty over the change, which could result in poor performance.  This stage can also involve bargaining over the change to try and limit its impact (Roberts, 2023)
4. Depression – Employees resign themselves to the change and mourn how things are/were before the change.  This stage can result in employees suffering from low performance and low morale (University of Exeter, 2023)
5. Acceptance – this will involve experimenting with the changes and decisions as to learning to work with the new changes, which result in feeling more positive over the changes.  Finally, there will be integration of the changes where they are adjusted to and accepted (EKR Foundation, 2018).
This model is people focused and considers the feelings of the individuals effected by the change and not just by the organisational change as a project thus showing that the organisation is committed to the wellbeing of its employees (Roberts, 2023).  It is also universal identifying that most people will go through a curve and can be used in different situations i.e. death, loss, change.  However, everyone is an individual with different experiences, personalities and circumstances and therefore individual’s responses do differ and do not always follow the same patterns and stages (Buehring, 2023). 

9) The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing. (AC 2.5) 

The CIPD have an established plan for promoting workplace health and wellbeing stating that a successful employee wellbeing program should be integral to an organisations strategy and operations (Suff, 2023).  The CIPD outline a number of elements that they feel impact on health and wellbeing:

1. Health (physical and mental)
2. Good work
3. Financial wellbeing – Fair pay, retirement planning and employee financial support.  Willis Towers Watson (2021) highlight that high levels of financial stress can cause higher absenteeism thus damaging productivity with on average 7 days of absence taken for financial problems. Furthermore, Rickard et al. (2017) note that 10% of employees have reported struggling to concentrate and make decisions in work due to money worries.  CIPD (2023a) suggest creating a strong employee financial wellbeing policy to support employees.  
4. Personal growth
5. Collective/social - Encouraging positive relationships in the workplace through good management style and team working.  The CIPD (2022) note that increased engagement and employee voice has shown a positive correlation with increased wellbeing resulting in increased productivity, motivation and innovation with a decrease in workplace conflict and absenteeism.   
6. Values/principles

Poor employee wellbeing can result in employees leaving an organisation as outlined by Mind (2019) who say that 14% of employees have resigned because of workplace stress.  Young (2023) reports that sickness absence and staff retention are the main metrics used to measure the success of a wellbeing activity/spend by an organisation, which shows how closely they are related. 

Organisations with good wellbeing approaches will make their employees feel valued on an individual level.  CIPD (2023d) state that by investing in employee health and well-being, and organisation can increase employee resilience, improve employee engagement, reduce sick leave and improve overall performance and productivity.  When the health and well-being of employees deteriorates, productivity tends to decrease (Bordeaux, Phillips and Fisher, 2021).

It is important for organisations to implement wellbeing initiatives thoughtfully, considering the unique context of their workforce and industry. A holistic approach that addresses the diverse needs of employees and fosters a supportive and adaptable work culture is more likely to result in positive outcomes. Regular assessments, feedback mechanisms, and ongoing dialogue between employees and management can help identify and address potential negatives associated with wellbeing initiatives.

10) The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)

Taylor and Woodhams (2022) describe the employee lifecycle as the interactions between an employee and an organisation throughout the employment journey.  They outline a typical employee lifecycle as:

1. Attraction 
2. Recruitment
3. Selection
4. Onboarding
5. Development
6. Retention 
7. Separation 

The CIPD (n.d.) note that the field of people practices offers a wide range of roles.  These encompass both quantitative and data-focused positions such as analytics and others that focus on talent development and learning.  The roles fall into two categories: generalists, who handle a diverse range of tasks across people practices and specialists, who specialise in a specific area of expertise.

Attraction involves the organisational culture seen by people outside of the organisation and all people professionals have an impact on this.  Organisational development professionals would have a huge impact on this being involved in the design of the organisations structure, values and culture change (CIPD, n.d.).

Recruitment would mainly involve the human resource professionals, resourcing specialists and talent management specialists.  They would be involved in identifying the role specifics, writing attractive job descriptions/person specifications and job adverts, whilst ensuring they avoid any discrimination in line with the Equality Act 2010 and invite a diverse range of applicants (CIPD, n.d.).  They would also advertise the position in relevant places and look to attract the best possible applicants.

Human resource professionals and line managers usually carry out the selection process.  Filtering through applications, arranging and completing interviews and putting forward job offers.  Onboarding again usually involves human resource professionals alongside line managers.  It is important that onboarding is a positive experience so that the employee feels supported and invested in the organisation at the first stage creating a positive start to the employment relationship (Taylor and Woodhams, 2022).

Development and retention are closely linked, as they focus on the organisations investment in their employees.  Learning and development specialists would focus on measuring the training and development needs in the workforce, arranging training in many formats whilst encouraging engagement and motivation (CIPD, n.d.).  Talent management specialists are also involved in development and retention by identifying talent in an organisation and creating development pathways to assist with progression (CIPD, n.d.).  Organisations development professionals and HR professionals would also be working on policies and engagement initiatives to ensure the wellbeing and motivation of employees, which would help with retention.

Separation from the organisation would usually be managed by the HR professionals and it is always important that data be gathered as to the reasons for leaving so that the people professionals in the organisation can make changes to resolve any issues.


11) Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)

Taylor and Woodhams (2022) state that management typically creates organisational strategies, however, people practice would directly contribute to the decisions made.  Evidence based practice and business acumen provided by HR professionals can be invaluable to an organisation to provide insight from analysis of the data and metrics.  Examples of such insights would be retention rates, turnover, availability of talent, skill gaps etc.  HR Professionals are also able to provide information in relation to external factors that may affect its goals and mission planning such as economic impacts effecting the labour market and recruitment (Taylor and Woodhams, 2022).  Peters (2023) argues that strategic human resource management and business strategy need to work alongside each other and that each is affect by the other.  

Taylor and Woodhams (2022) point out that the connection between people practice and strategy implementation can be indirect or direct.  People professionals would be involved in the workforce planning and capital management (Peters 2023).  They would also be involved in organisational change helping to communicate the change and provide support employees.  Indirectly, people professionals need to ensure that they are fully aware of the strategy and goals of the organisation in order to provide the right guidance and expertise to support them (Woodhams and Taylor 2022).

Developing a strategy is very complicated and sometimes in an attempt to reach goals the organisational structure, operations, finances and people could be greatly impacted.   HR professionals would lead an adjustment on a large scale. For example:

1. Horizontal integration strategy – Whereby a business decides to move into a new market increasing their products or services.  A way to do this is for a business to take over another business along with its services/products, employees and customers.  This allows for huge growth in a short period.
2. Vertical integration strategy – this I where a business manages the whole of its process.  This can for example be where a business manages its own supply chain right through to after sales services.  Businesses therefore do not rely on others to perform.  This can be either backward vertical integration whereby a business grows to take over a certain function or forward vertical integration whereby a business takes back a function that was previously outsourced.  
(Woodhams and Taylor, 2022).

12) Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)

The most important thing a people professional need to do is to identify their internal customers, which can be difficult as everyone in an organisation could be affected by your actions such as employees, managers, union representatives etc. (Woodhams and Taylor, 2022).  Once you have identified the stakeholders, they can then be ‘mapped’, setting out how high a priority they are (Silver Cloud HR, 2020).  Once mapped you can assess how valuable they are to the HR Department how much power, influence, knowledge and power they have and how much support and information they will need from the HR Department, this is called a stakeholder analysis (Woodhams and Taylor, 2022).   Once a stakeholder analysis has been carried out, then people professionals need to identify their people practice needs.  In order to do this some of the following could be carried out:

1. Individual interviews
2. Focus groups
3. Pulse checks
4. Surveys
5. Performance reviews and exit interviews 

These would need to be repeated in the future to see whether the actions of the HR department in response to the needs have been successful (Woodhams and Taylor, 2022).  

By incorporating these processes, people professionals can actively engage with internal stakeholders, gain valuable insights, and tailor their strategies to better meet the needs of the workforce. Regular and transparent communication is key to building trust and ensuring ongoing collaboration between HR and employees.

It is important that there is a clear and direct communication path open between people professionals and their internal stakeholders.  This helps create a feeling of trust, openness and accessibility (Peters, 2022).    
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