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AC1.1 – 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. 
To improve efficiency, organisations need detailed organisational structures. Based on organisation size and function, some structures may be better. You can follow company orders by understanding the organisation. Organisational structure encourages worker productivity.
Organisational matrix Structure has share or matrix reporting collaborations. Functional and departmental managers both  supervise employees (Kew and Stredwick, 2016).

Employees report to a functional manager who helps with skills and prioritises and reviews work, and a department manager who drives product or service offerings in a matrix organisation.
A matrix structure distributes resources, connects employees to multiple teams, shares information, and speeds decision-making. 
Work autonomy and management can improve motivation, decision-making, and personal growth (Kew and Stredwick, 2016). 
Sharing work procedures can disrupt relationships and cause early deficiencies because employees report to multiple managers, creating role uncertainty. 
Furthermore, Repeated role changes can also reduce efficiency as it mentioned by Kew and Stredwick ,(2016).  Workers may struggle to adapt and missing deadlines and producing lower-quality work. Retraining and recruiting will always incur extra costs complicating financial accountability. Contradictory reporting structures can cause power struggles between managers, and multi-person decision-making delays market and service responses (Safaei, n.d. ).
Divisional organisational structure allows departments to control their own resources and act as one company within a large organisation. Each department can have its own company operation such as sales, marketing, and IT and  can operate independently. Large companies benefit from this structure because departments can make decisions without reporting to executives. 
There are several divisional organisation methods: 
Geographic divisions are geographically based and aware of local markets. 
Product-based Divisional Structure – Divisions are separated by product line and understand their product area (Craigag and Campbell, 2012).
Interestingly, branching an organisation speeds up decision-making and problem-solving, with dedicated leadership ensuring team goals are met and communication is simplified avoiding delays. 
Furthermore, divisions improve transparency and focus, uniting teams and this structure supports operational agility and expansion without disrupting the boarder organisation for companies with multiple products or locations.
However, divisional structure requires duplicate teams, resources, and efforts, increasing operation costs. This Creates Divisions, reduce communication, innovation, and collaboration. Inconsistencies and competition over company goals result from the division. Divisions and headquarters may have conflicting goals and internal conflicts due to poor communication (Ellis, 2023).


AC1.2 – 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      
SBUHB people strategy focusses on specific and strategic organisational goals to address patient and employee requirements to become aa High-Quality Organisation ,by trying to deliver the best Health and care system for the community , preventing illness and preserving  health .
This strategy addresses what employee raised during “Our Big Conversation” Feedback from over1400 employees. It was prepared with many partners and coincides with new, ten-year Health Board aim to become a High-Quality Organisation. In that vision, health boards prioritise patients and service users.
The plan has seven goals, including engagement, learning, and inclusion. These goals attempt to inspire staff to follow the company's mission and values and provide great care.
The plan focusses on trade union engagement, partnership compacts, and "One Bay Way" ideals. Digital preparedness and leadership development provide operational alignment with 2024-2029 deadlines (SBUHB, n.d.).
SBUHB serves patients and communities. It aims to improve health care quality and accessibility. The approach emphasises inclusive, compassionate care and skill development to prepare the staff to fulfil patient requirements.
Focussing on workforce development and diversity meets patients' demands. By integrating staff skills, digital change, and compassionate leadership into service delivery.
Health Board personnel strategy vertical integration links 10-year vision and 5-year operational goals. Big conversation insights integrate strategic goals like workforce planning and leadership development with daily operations. Horizontal integration unites HR, IT, and operations to achieve digital literacy, diversity, and learning goals. One-bay ideals encourage collaboration and shared aims. Vertical and horizontal integration aligns all levels and functions for patient-centred healthcare (SBUHB, n.d.).
( AC 1.3)  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.   
Interest rate and inflation effect most organisational strategies. These issues impact healthcare financial planning, investment and service delivery. Furthermore, Inflation lower purchasing power and raises operating costs.

The Annual Financial Plan 2024/2025 states that increasing financing rates make it costlier for SBUHB to cover deficiencies or invest in critical areas. The HB must carefully allocate funds and prioritise necessary investments, focusing on its limited resources. Due to limited resources, the corporation must carefully manage its money and prioritise critical initiatives. As inflation increases, SBUHB struggles to provide essential services without reducing them (Swansea Bay University Health Board, 2024a). 

Also more borrowing and operating costs have pushed SBUHB to prioritise necessary spending to match service delivery. Government funds temporarily helps, but increases reliance and uncertainty (Swansea Bay University Health Board, 2024a). 
The 2021/2022 Saving PMO aims to decrease costs by 2.5%, to combat rising expenses.
Healthcare must be sustainable even with limited resources. To ensure safe and effective service delivery, SBUHB balances topic alternatives with operational needs 
Staff co-location and workspace upgrades modernise the workforce. These programs maximise performance and service quality with low funds. Workers nowadays are more efficient and collaborative 
Supervision and control Governance Financial control ensure accountability and informed decision-making in strong governance systems. The systems assist SBUHB adjust to economic challenges (Swansea Bay University Health Board, 2024b). 

SBUHB analyses macroenvironmental aspects like economic pressures using PESTEL. Cost control and sustainability demonstrate how economics affect strategy (Henry, 2008). 

SBUHB prioritises maintaining services over growing. Plans must sustain service delivery without compromising budgets due to high interest rates and rising prices (Churchill and Lewis, 1983). Long-term planning and resource economics dependency depend on lifecycle phase.
SBUHB wants resource allocation and sustainable development to prevent financial risks. topics evaluations and workforce optimisation help the organisation adjust to economic changes without compromising healthcare. Governance and innovation will assist SBUHB address short- and long-term concerns (Hull, 2009). 
SBUHB fights inflation and interest. Modernising the workforce, managing costs, and encouraging sustainability assist the organisation adjust to economic restrictions.
like any other organisation Swansea Bay University Health board (SBUHB) is also under influence of External factors such as Interest rate, inflation and Trade unions. Using a PESTLE analysis tool will help NHS Wales concentrate on external factors influencing future strategic direction and reduce organisational risk. (Henry, 2008).
Inflation:
Inflation is the increase in the price of products over time (BBC, 2025).
As inflation increases, SBUHB struggles to provide essential services without reducing them (Swansea Bay University Health Board, 2024a). 
Inflation has put financial pressure on NHS WALES, consequently impacting various aspects of its running. Keeping up quality of service can be difficult considering growing operational expenses in energy, medical supplies, and employee’s salary. Financial pressure is also compromising service delivery, causing difficult decisions about how to allocate resources effectively (Cylus et al.,2023)
Financial constraints have gotten tighter; the Welsh government claims that its true budget is 1.3 billion less than in 2021. (2023 Welsh government).
Rising cost of living cause struggle for NHS employees, making it harder for health board to retain employee and maintain a stable workforce. (NHS Confederation, 2023).
To meet these Problems, NHS Wales must improve financial efficiency, guarantee sufficient funding, support employees through fair pay, priorities critical service, and explore innovation care models. Long term planning should consider inflation to ensure sustainable health care delivery (Cylus etal.,2023; NHS Confederation, 2023; Welsh Government, 2024)
Interest rates: 
Interest rates represent the cost of borrowing money. They fluctuate and are set by the Bank of England (Bank of England, 2025).
Although NHS Wales does not usually borrow money, changes in interest rates have an indirect impact on its operations in various ways.
Rising interest rate drives up borrowing costs, reducing the avialablity to allocate public fund. (NHS Confederation, 2016).
Rising borrowing costs can discourage private investments in healthcare infrastructure (FT, 2025).
Operational costs increase as suppliers face higher costs, putting additional strain on the budget. Rising mortgage and loan repayments leave employee with less disposable income, making it harder for NHS Wales to retain employees.
To adjust to funding changes, NHS Wales should concentrate on financial planning; investigate alternative funding sources; apply cost-cutting strategies including supplier negotiations with favourable terms and adoption of energy efficient technologies; support staff with financial wellness programs and involve stakeholders to guarantee stable funding. Supervision and control Governance Financial control ensure accountability and informed decision-making in strong governance systems. The systems assist SBUHB adjust to economic challenges (Swansea Bay University Health Board, 2024b).
Trade Unions:
Trade Unions are organisations made up for employees that advocate for their members’ rights and interest. Having existed in the UK for centuries, trade unions remain a vital platform for collective employee representation. (CIPD, 2025)
Trade unions play a vital pivotal role in shaping the operations landscape of NHS Wales, particularly concerning workforce relations and service delivery Through negotiations, industrial action, and collaborative partnership—each of which greatly impacts the operations and employees’ interactions of the company—this affects the organisation. Considering union actions, NHS Wales should give the following main focus. Frequent contact with union officials enables proactive engagement of them in the development of workforce-related policies to ensure the successful addressing of employee requirements, therefore addressing issues before they become industrial actions. Establish robust plans to maintain essential services functioning through likely industrial disturbance. (UNISON Cymru/Wales, 2021; Welsh Government, 2022; NHS Confederation, 2023).

(AC 1.4) 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.   
In the healthcare industry, AI is increasingly acknowledged as a transformative tool that can improve patient outcomes and optimise resource allocation.
According to the AI commission for Health and social Care (The AI Commission for Health and Social Care, 2024) The priorities are : 
•Adopt the guidance and good practice emerging from the AI Commission and have developed policies and procedures
•Develop a programme for AI that goes beyond the use in diagnostics and looks at how we can use the technology to improve public health.
At present , AI use in NHS wales are focused on Diagnostics , administrative tasks, and patient monitoring. An example that has come up is helping to diagnose Prostate and Breast cancer from medical scans, frequently with more precision than usual methods. Testing tools that utilise artificial intelligence to analyse digital images of pathology samples and classify the images, allowing for prioritisation of cases that present a higher risk (Welsh Government, 2023).
Apart from clinical settings , AI is also can be used to manage electronic health Records  or scheduling appointments. In future AI also can help to improve service delivery in rural areas in wales , which at the moment can be time consuming. It also can help with pain management for individuals with restricted communication abilities (Quinn, 2024).
Artificial intelligence affects many NHS Wales functions and systems like automating routine and time-consuming tasks, AI helps reduce the workload, such this can quickly handle administrative duties or process large amounts of information , and giving staff more time to focus on treating patient (CIPD, 2024 a).
Hopper (2024) believes employees who have a strong Critical thinking skill handle the AI changes better as it will help them to take on new jobs and will be more productive. And other employee if they want to thrive in the new AI related changes they must have the right mindset. He also believes many jobs will be replaced.
However, the unexplored aspect of AI is Date protection and ethical use of data. NHS Wales is already using AI,  will expand it in the future. 
But in order to get the most out of it, staff training and appropriate social regulations are needed. AI can make things more efficient and help patients do better, but it needs to be used thoughtfully to keep the human element and lower the risks.

( AC 2.1) Explain Charles Handy’s Model of organisational culture and explain David Rock’s SCARF theory . 
Organisational success depends on having the right culture tailored to the organisation’s goals and needs. Charles Handy’s model categorises organisational cultures into Four types :Power culture , which centralised decision making; Role culture, which values structure and rules; Task culture , which focuses on teamwork and solving problems; Problem Culture, which prioritise individual contributions (Handy, 2011)
Identifying and aligning the appropriate culture ensures productivity , morale, and performance are optimised, helping organisations achieve their objectives.
The Basis of the success of organisations is having the right culture that matches the organisation’s business. When the culture is not created properly , it affects people’s productivity , morale and performances.
Interaction is one of the serious treatments for many individual and organisational injuries . in the process of  interaction. If we aware of the functioning of the brain during the interaction process , we can largely prevent unwanted obstacles in the interaction .
Dr.David Rock , by studying the research of Neurologists( Cognitive Science expert)Invented a model that affects brain function it is stable in facing different conditions.
The basis of this model is that the brain shows evasive and defensive reactions when faced with environmental ( Social ) threats , in this situation, all brain facilities are used to avoid this environment and conditions , and things like creativity and initiative are severely suppressed. On the other hand , in response to environmental rewards , the brain is encouraged to initiate , participate and accept positive  reactions, to stay in that condition and to continue it. The model examines Environmental conditions in the form if 5 topics , each of which has its roots in the research of experts in cognitive science and neurology (Mofrad.S,1981).
 According to CIPD (2024 b), the model proposes that learning increases as threats are minimised and rewards maximised:
· S (Status): Learning that’s perceived to enhance status (leading to a promotion, for example), will be motivational.
· C (Certainty): If certainty is lacking, the impulse may be to disengage, whereas clear steps and a sense of order can increase learning transfer.
· A (Autonomy): A degree of autonomy in learning is a key factor in reducing stress. There’s a contrary impact if autonomy is denied; effective learning involves some choice and control.
· R (Relatedness): If we feel trust, empathy and social connection during learning, oxytocin is released in the brain, which increases engagement.
· F (Fairness): Learning which is perceived as fair and justified is motivational, whereas unfair stirs hostility and threat.


(AC 2.2 )Assess how employees’ selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar ).  
[bookmark: _Hlk183350717]Employee training and development programs help organisations achieve short-term and long-term goals. An organisation must continuously develop their employee’s skills  and knowledge to stay competitive. Employee training and development programs have benefits that include :
Increasing productivity and efficiency of the organisation- Employees who get training in information technology can use new tools more quickly and correctly. New nurses can learn IV Insertion, wound care, and advanced patient evaluation. HB must provide Field training for  nurses who wish to specialise.
Improving job satisfaction- Training and development programs allow employees to learn new skills and gain knowledge. Therefore, they can advance their career. When their job commitment and satisfaction increase, retention rate improves. In a time of nurse shortage  clear career advancement opportunities make the HB more attractive and stop nurses from leaving for competitors.
Increasing employee morals- Every employee who has development opportunities at their workplace has higher motivation, morale, and self-confidence, which results in creativity and innovation.Occupational stress and underappreciation In Health care roles, can lead to burnout, hence Increasing morale through initiatives like recognition programs, work-life balance, and mental health supports reduces and prevents burnout. A culture that values employee well-being and addresses improve retention. Nurse deal with many challenges when treating patients. However, positive and helpful workplace help overcoming these challenges.
Improve interaction with customers- employee development programs , including customer service, patient care, directly affect team performance  and interaction with patients, because each employee in these training programs acquires more knowledge of products and services and can identify patients’ needs and provide them with the required  service or care plan. This helps with Health board’s image.
Attracting and retaining talented employees- Due to nurse shortage , HBs are competing to attract and retain talented and experienced staff, therefore , organisations that provide training and development opportunities for their employees have a competitive advantage and attract talented and experienced nurses. 
Increasing safety and flexibility in the workplace- Teaching health and safety regulations on how to use equipment and system ,etc. increase safety in the workplace  and Employees who learning these knowledge and skills can easily solve health and safety challenges and problems on their own , without asking or needing help.(Safari, 2023).
Hosmer (2015) suggests three main things to think about when developing employees: 
1. abilities and skills—the employee’s current speciﬁc skills, knowledge, and competencies that are necessary for the ongoing success of the business 
2. organisational needs-the needsand expectations of each role in the organisational structure 
3.employee interests-career aspirations, the ability to fulﬁll current and future roles, identiﬁed gaps, personality type, and a plan for development.

It is Organisation /Manager’s must initiate and support of employee’s development , using company’s resources .Through statuary and mandatory training , undertake annual PADR, and support them with continued professional development and career plans. Identify and implement a range of options to support employee development and career plans. Coaching and mentoring individuals and teams to develop their skills. Respects diversity, different cultures and perspective.

Employee development is the process of improving workers' skills, knowledge, and abilities with the help of learning and development opportunities. 
In NHS Wales, Employee development plays a key role in shaping culture and behaviour. By investing in continuous professional development (CPD), NHS Wales modelling a culture of learning, enhances employee engagement, and improve patient care outcomes (CIPD, 2022).
A strong learning culture is incorporated through planned training, mentoring, and leadership development. Ensuring that employees feel valued and equipped to deliver high quality care (Armstrong & Taylor, 2023). It improves an organisation's reputation and give them an advantage on attracting skilled and experienced team.
On the other hand, without Development opportunities, employee may feel unsupported, which leads to lack of progress, motivation and workplace effectiveness. (Public Health Wales, n.d).
Hosmer (2015) suggests three main things to think about when developing employees: 
· abilities and skills—the employee’s current speciﬁc skills, knowledge, and competencies that are necessary for the ongoing success of the business 
· organisational needs-the needs and expectations of each role in the organisational structure 
· employee interests-career aspirations, the ability to fulﬁll current and future roles, identiﬁed gaps, personality type, and a plan for development.
Although employee development offers many benefits, It also comes with challenges. Setting training programs requires significant time and financial resources, which can put pressure on budgets and staffing, especially in a healthcare setting where patient care takes priority (CIPD, 2021). 
furthermore, planning a training program that fits a variety of learning styles and career goals can be challenging and Employees may struggle to commit if training feels irrelevant or they not having enough time to participate. Unequal access to development opportunities can also leave employees feel undervalued, and disengaged. Not properly performed training programs might interfere with operation and increase workloads, which may result in stress and burnout (Peoplespheres, 2025).

(AC 2.3 )An organisation is planning a change relating to hybrid working. Many employees moved to home working during Covid-19 pandemic. Whilst this approach worked well at 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.
Change is a core aspect of organisational progress, involving modifications to structures, processes, or behaviours to achieve strategic objectives (Cameron & Green, 2020).
In the discussion of change management theories and steps, there are different models of change and organisational transformation for changes , one of these models is Kotter change model, which has 8 steps (Kotter, 2012).
First, explain why the change is needed. Employees must understand how hybrid working improves communication, collaboration, and workplace culture. Remote working was effective during the pandemic, but the organisation's long-term success depends on in-person team building and innovation (Gratton, 2021). Discussing the risks of full-time remote work—such as reduced employee engagement and slower problem-solving—can set urgency.
Kotter's model focuses on influential leaders to encourage change. Electing respected managers and team leaders from diverse departments allows the company to set an example and address employee concerns. 

These leaders should promote hybrid working and encourage collaboration during the transition.
The hybrid model's benefits and expectations should be stated. The two-day in-office rule improves teamwork and flexibility. To maximise teamwork, employees should match office hours with team members. Strategies should include instructions for using shared resources like intranet virtual meetings and quiet rooms for focused work.
Clear communication is crucial. This can be done through group emails, the company intranet, and in-person or online Q&As. Regular updates clarify and let employees voice concerns. Armenakis et al. (1999) believes consistent communication during organisational change reduces resistance and builds trust.
Dealing with possible problems is needed for the transition to go smoothly. Employees may have trouble with childcare or getting to work. Offering flexible start times, help with transportation, and ergonomic office supplies like headphones that block out noise is a sign of support for the organisation.

Keeping momentum involves celebrating small wins and team accomplishment. Highlighting improvements in onboarding or team outcomes through in-person interactions boosts morale. Sharing success stories in departmental meetings, social media, or newsletters reinforces the change.
Routine surveys, performance reviews, and one-on-one meetings help maintain progress. These tools help leaders identify issues, improve processes, and engage employees. Monitor productivity and turnover to ensure policy effectiveness.
Finally, the hybrid model must be integrated into company culture for long-term success. Leaders should emphasise its importance in relation to company goals and values. Showing successful hybrid teams normalises the approach.

Kotter’s eight-step model offers a clear framework for managing the transition to hybrid working. By addressing employee concerns, fostering collaboration, and integrating  the change into organisational culture, organisation can achieve its objectives while keeping employee happy and productive.


(AC 2.4) Using the Kubler-Ross change curve, discuss how change is experienced.
The Kubler-Ross Change Curve has been used by many companies to depict staff members' attitudes and behaviour during change. It was first developed to assist in emotional understanding of grief. The model shows a normal range of emotions as people negotiate change: shock, denial, anger, depression, experimentation, decision, and integration. Knowing these phases helps managers to modify their support plans to help the change go more naturally and lower opposition (Kübler-Ross Change Curve® - EKR Foundation, 2023).
When things change, staff members might experience an initial shock usually accompanied by uncertainty or fear. Changes to workload, systems, or roles seen as challenges to the status norm, for instance, set off this reaction. Changes to workload, systems, or roles seen as challenges to the status norm, for instance, set off this reaction. 
At this point, workers could try to reject the truth or relevance of the change, so negating its applicability to them. For companies, this phase can result in less work completed and more stress (Cameron & Green, 2020). 
In response, managers should make it clear why the change is happening and what the expected benefits are, which will reduce uncertainty (Kotter, 1996)
frustrated, especially if they think the transition was badly handled or wasn't needed. During this phase , employees may see a drop in performance as they express frustration with leadership or colleagues. Manger should reassure staff of the organisation’s support , show empathy , and create a safe space for employees to share their concerns, especially if they feel transition was poorly handled or is unnecessary. (Gratton, 2021).
Workers who experience a decline in their sense of control or belief in their ability to adjust might struggle with feelings of self-doubt, anxiety, or disengagement when they hit rock bottom. Typically, there’s a decline in productivity and morale; some employees might be considering their options outside the company. To encourage confidence and acknowledge staff challenges, managers should respond with  reassurance and provide resources such  mental health support or training . (Buchanan and Huczynski, 2019).
In the final stage, employees fully embrace the change, incorporating it into their routines and identifying with its goals. 
When employees begin implementing changes within the new framework, productivity increases. Managers ought to take pride in this achievement and leverage it to foster a culture of adaptability that prepares the company for upcoming changes.
The Kubler-Ross Change Curve is crucial for helping organisations navigate transitions, as it provides valuable understanding of the emotional and behavioural aspects of change. By understanding the stages that employees experience, managers can boost engagement, reduce resistance, and carry out targeted interventions. Furthermore, the model highlights the importance of communication, empathy, and ongoing support for effectively implementing change (CIPD, 2023a). 


(AC 2.5) The CIPD’S Health and wellbeing at work survey 2023 found the percentages of organisations that have a standalone wellbeing strategy has risen from40% 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.
The Health and wellbeing of employees is generally defined as the overall mental, physical, emotional and economic health of employees. 
According to CIPD (2020) Good work is basic to human wellbeing, promotes a strong, fair society, and generates motivated workers, effective businesses and a robust economy. Therefore, the CIPD aims to promote better work and working life by means of enhanced practices in people and organisational development for the advantage of individuals, the society, and the economy.
Workplace wellbeing includes policies, programs, and services that improve work life and employee satisfaction and motivation. 

Good wellbeing practices increase organisational performance, lower absenteeism, and raise productivity (Gratton, 2021). 
Important aspects of wellbeing are: safe and friendly workplaces build confidence and teamwork, so lowering stress and burnout. 
Good working relationships help to raise morale and inspire individuals to feel like they belong.
Access to tools, financial aid, and health services increases employee confidence and drives performance.
Workplace wellbeing affects staff retention and recruitment. Workplace wellness initiatives like flexible work options, attractive pay, and professional growth attract and retain talented employees, boosting long-term success (Hughes & Rog, 2008).
According to the CIPD (2020), "good work" is meaningful, equitable, and offers development and contribution. 
Good work improves welfare by bringing personal goals into line with organisational objectives. Fair pay, job stability, and autonomy all greatly affect how workers view their work and so affect performance and satisfaction. 
Focussing on job quality facilitates good results. Improve general wellbeing by training, mentoring, and skill enhancement, all of which increase employee confidence, support career development (Armstrong, 2020). 
According to CIPD (2023) Flexible hours, remote/hybrid work options, and Supporting leave policies such a Carer, family emergency leaves, help employees balance work and personal life, so lowering stress and raising job satisfaction.
Social Engagement, by means of team-building exercises, encouraging cooperation strengthens bonds and supports a good organisational culture. 
Good work not only supports personal welfare but also fits with more general organisational advantages. Workers who feel their work is meaningful and supported are more involved and dedicated to help their organisation reach its objectives. 
Combining good work standards with wellbeing strategies produces a broad approach to employee productivity and satisfaction. Employees who feel appreciated and supported are more likely to be motivated, creative, and loyal, so lowering turnover and raising organisational resilience. Furthermore, companies that give wellbeing top priority attract talent since they are seen as appealing employers (Guest, 2017). 
Organisations without a clear wellbeing plan, however, run the danger of reduced engagement, more absenteeism, and trouble keeping talent. This gap emphasises the need of proactive actions including wellness into corporate culture and matching it with appropriate working standards.
Good work and employee welfare are mutually dependent and build the basis of an active and involved workforce. Adopting standalone wellbeing strategies and encouraging good work practices will help companies to improve both organisational and personal results, so producing a sustainable and high-performance workplace.


(AC3.1) Provide brief overview of the employee lifecycle and discuss people practice roles at the recruitment , development and separation stages of the lifecycle.
The employee life cycle is all the stages that an employee goes through from the moment of employment until the time she leaves the organisation .According to Waite et al (2021) Six-Stages of Life Cycles are: Attraction , Recruitment and Onboarding, Development , Retention and Separation.
Every stage is a crucial point of contact where people's practices significantly assist ensure compliance with organisational goals and improve the employee experience. 
Recruitment is the process of spotting, luring, and appointing the correct expertise to satisfy organisational requirements
It starts with designing job ads and works through choosing qualified applicants for the position. At this point, the HR team creates person specs and job descriptions While Organisational Development (OD) matches recruitment strategies with the long-term goals of the organisation, Learning and Development (L&D) experts help by identifying role-specific competencies (Smith and Mitchell, 2022 in Taylor and Woodhams, 2022).
To attract talented candidate, effective recruitment such as branding, equality, diversity, and inclusion should consider Competency-based tests or organised interviews guarantee equality (CIPD, 2023 b ) in decision-making by means of selection techniques. Recruitment goes beyond just hiring to include making sure the right cultural fit is maintained and offering tools for effective onboarding, so enabling employees to adapt to organisational systems, expectations, and culture (Verlinden, n.d.).

During development stage, employee build skills and motivation to grow their careers and support company goals .L&D organises mentoring , workshops , training programs , while HR manages performance reviews and training plans (Armstrong, 2020).
Generally speaking Setting up a clear career path for employees is an important part of their development because this helps them understand how their growth benefits the company and themselves. Employer can build a skilled workforce and encourage employee development which initiatives boost employee loyalty and productivity (CIPD, 2024 c).

An employee leaves the company through resignation, retirement, or termination. HR teams handle exit interviews, final settlements, and legal compliance. OD experts analyse turnover data to identify patterns and improve retention strategies, while L&D can coach and support staff during transitions (Waite et al., 2021).
A well-organised offboarding program guarantees that leaving staff members leave the company in a favourable light. This cover keeping alumni relationships, answering questions, and doing exit interviews to get comments addressing any issues. A good offboarding experience can inspire staff members to be brand champions, so raising the possibility of referrals and perhaps rehires (Verlinden, n.d.).
Separation stage is when an employee leaving the company—by resignation, retirement, or termination.
Through exit interviews, final settlements, and employment law compliance, HR teams are quite important in helping this process run through. While OD experts examine turnover data to spot trends and enhance retention strategies, L&D experts can offer career coaching or support staff during changes (Waite et al., 2021). 
A well-organised offboarding program guarantees that leaving staff members leave the company in a favourable light. This cover keeping alumni relationships, answering questions, and doing exit interviews to get comments addressing any issues. A good offboarding experience can inspire staff members to be brand champions, so raising the possibility of referrals and perhaps rehires (Verlinden, n.d.).


AC 3.2) Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration.
Basically, an organization's strategy determines its long-term goals and resource allocation and people practices ensure that employees' resources are effectively used to meet these goals (Boxall & Purcell, 2011). 
Therefore, vertical integration aligns HR strategies with organisational goals. NHS Wales' HR Collaborates with leaderships to address staffing gaps by recruiting and training healthcare professionals  ensuring workforce planning meets strategic aims such as reducing waiting times and improving patient care. With long-term goals like patient care quality (Armstrong, 2020).
Furthermore, HR Horizontal integration focuses on aligning HR practices to create unified approach to workforce management and NHS Wales exemplifies this by integration HR functions like wellness programs and flexible working and collaboration with clinical leads and other things such as mental health support groups enhance morale, workplace conditions, and retention, fostering a cohesive people strategy that drives organisational performance.
HR activities like leadership development , talent management  and employee engagement support NHS Wales’s goals. Therefore, Leadership programs prepare staff for future roles aligning with organisational growth aspirations. Mental health Initiatives improve wellbeing helps and ensuring employees remain motivated and productive. Lastly Integration HR vertically and horizontally ensures employee skills and strategies align with organisational goals. These connections enable NHS Wales to coordinate staff, foster collaboration, and unify strategies, achieving high quality and sustainable healthcare (CIPD,  2024 d).


(AC 3.3) 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.
Effective Implantation of a four-day working week requires consulting with employees and managers to ensure the transition aligns with organisational goals and addresses workforce needs .
According to CIPD(2023), consultation and collaboration are essential for fostering employee engagement and reducing uncertainty during change. This process ensures changes are manged more fairly and employees feel supported throughout.
HR should perform surveys and focus group, interviews to understand employee preferences and challenges. During the four-day workweek transition, employees may worry about managing their workloads, productivity, and work-life balance. Focus groups can help, surveys can quantify workforce readiness and expectations, and the feedback from these activities helps organisations create an inclusive plan that balances employee well-being with business needs.
After gathering data, the organisation should assess the specific requirements of different departments and sections, this involves analysing workloads, identifying peak business hours and evaluating the operational impact of proposed schedule. 
Ongoing communication is critical to sustaining trust and engagement during this process. Constant updates through meetings, Newsletters, or online forums allow employees to stay informed and provide feedback.
According to Hodges(2024) , transparency and detailed explanations about the intended outcomes and available support are vital for reducing uncertainty. Mangers also play a key role by fostering a culture of collaboration, addressing individuals concerns , and guiding teams through performances assessment, time management, and goal-setting exercise.
Monitoring and evaluation are essential for continuous improvement. Employee engagement metrics, such a morale and retention rates, can measure the success of the initiative pre-and post-implantation. This tool help organisations identify adjustments needed to enhance performance and satisfaction. For example , trials of flexible working policies in NHS Wales showed improved well-being and employee morale, demonstrating the benefits of such initiatives.
By combining through consultation , strategic planning , and transparent communication, organisations can ensure a smooth transition to a four-day workweek that supports both employees needs and business objectives (CIPD, 2023).
Successfully implementing a four-day working week involves engaging with both employees and managers to make sure the shift supports organisational objectives and meets the needs of the workforce.
CIPD (2023) emphasises that consultation and collaboration play a crucial role in enhancing employee engagement and alleviating uncertainty during times of change. This process makes sure that changes are handled fairly, and employees feel backed up all the way through.
First, HR needs to conduct diagnostic activities like surveys, focus groups, and interviews with stakeholders to understand employee preferences and identify potential challenges. For example, workers may voice worries regarding how to handle their workloads, maintain productivity, or achieve a healthy work-life balance as they shift to a four-day workweek. Focus groups can offer valuable insights into these concerns, while surveys can measure workforce readiness and expectations. The information collected through these activities helps the company make a complete plan that matches the needs of the business with the well-being of its employees.

After collecting all the information, the organisation needs to look at what every department needs. It includes looking at the workloads, figuring out when the business is busiest, and finding out how the suggested plan will affect how things run. 
It's important to keep the lines of communication open so that everyone can stay engaged and trusting throughout this process. It's important to keep employees updated and encourage them to share their opinions. You can do this through meetings, newsletters, or online forums.
Hodges (2024) says that the best way to reduce uncertainty is to be open and give clear explanations about the goals and support choices.
Managers play an essential role in creating a collaborative culture, addressing individual concerns, and guiding teams through performance assessments, time management, and goal-setting exercises.
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