


	[bookmark: _Hlk183160430]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)



Divisional structures, as the title suggests, are divided into areas/sections that will almost operate in their own right, dealing with restricted products or markets.  This can lend itself well to global manufacturing, retail and hospitality sectors.  As a self-contained operation, it will provide its own resources and follow its own decision-making processes.  
Taylor and Woodhams (2022a), refer to geographical operations for product or service delivery.  These divisions will be headed up by its leader and run its own functions i.e. IT, finance etc.  This offers a focussed approach, meeting its local/regional customer needs or respond to change more effectively.   Where a company’s efficiency is measured well against its success criteria, this can see increasing intrinsic values for its employees, thus, feeling a sense of job satisfaction and better accountability.   Messich (2025) presents internal risks and the impact this could have on an organisation.  For example, divisions will operate completely autonomously and work to create an unnecessary sense of competitiveness, bringing bad feeling across the wider organisation.  High staffing/resource levels and associated costs where there’s duplication of services leading to internal conflicts for appropriate funding.  It would rely on the structure’s strong leadership, i.e. parent division or headquarters, to provide the direction for meeting the overarching strategic aims of the organisation as a whole.  This would be the driving force behind the selection of such a structure.  
A matrix structure demonstrates a combination of the functional and divisional structures where two managers’ responsibilities will overlap.  On paper, it consists of a grid of departments and divisions, with each having responsibility for different areas of the organisation. Egelhoff, WG, & Wolf, J (2017) confirm this type of structure is recognised as one that’s generally very complex and linked to multi-national organisations (MNCs).  
Taylor and Woodhams (2022a), report multiple advantages including how it can provide a positive working environment that encourages development of new skills amongst its employees owing to its cross of specialisms working closely together.  This can also provide for a more coherent link when coordinating project, or service, goals between departments and divisions, especially with a free flow of information approach leading to effective use of resources.  Organ (2024) lists disadvantages such as it being a complex structure which can cause confusion, especially for new employees.  This may lead to communication problems resulting in slow response time, especially as there’s likely to be more than one reporting line.  With potential uncertainty around who’s responsible for what, this could also lead to conflicting guidance and possible friction within teams.  Therefore, this structure lends itself well to MNCs where collaboration is key to its operation. 





	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)



Whilst there’s no strict definition, Collins (2025), state that strategy is a general plan, or set of plans, intended to achieve something, especially over a long period. 
When reviewing Monmouthshire County Council’s [hereafter MCC], (2022) 6-year Community and Corporate Plan, its overall purpose is clear but particularly wide-ranging. This is divided into specific service areas for levels of accountability to take effect.  MCC’s customer base is determined by its core, and often statutory, duty to serve residents and the wider community, including businesses and visitors.  
Taylor and Woodhams (2022a), consider two approaches and how these can be applied in line with organisational needs: Planned vs Emergent Strategy. These are further understood with the identification of three core areas of strategy, and MCC’s (2022) planned approach.  Including the purpose, six objectives and five values, there’s evidence of an emerging strategy approach synchronised with the existing directorates within the Council’s structure.  Whilst a change in administration took place in 2022, the Council’s priorities and responsibilities haven’t largely changed i.e. Education and Social Care.  The plan indicates that three steps (strategic analysis, development and implementation) have aligned to create the full document.  Both PESTLE and SWOT analyses would have been effective tools with the ability to capture the evidence needed to ensure the plan identifies the external factors that would impact service delivery.  Using a combination of tools, can be more helpful to develop an effective organisational strategy and support a range of business planning situations.  CIPD (2024b), state these can range from product development with brand positioning, workforce planning, to identifying skills gaps and new roles, or to support organisational change to understand workforce capabilities.  This corresponds with the MCC plan, including the identification of shortages in Social Care and Health directorate.   
Understanding how customer expectations and needs are met is crucial to agreeing strategic goals.  Whilst this is one part of the evidence-based practice approach, feedback can be captured in different ways; resident surveys, online feedback or links for reporting service issues, as well as participating in council meetings to be able to ask questions, present a petition or share their personal views.  Therefore, identifying effective change to meet customer needs will emerge from diverse opinions derived from a wide-ranging demographic.  This will always be a challenge for MCC but utilising such feedback from service areas, and its users in the community, will enhance the ability to recognise the need the development of strategies that set direction to support the effective delivery of services to meet customer needs (MCC, 2025).  






	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)



Interest Rates can positively impact MCC’s budget, for example where an increase occurs, better returns will be seen on the investments the Council has made and money it currently holds, e.g. like our personal savings accounts would generate more income when interest levels increase.
That also has a negative effect where MCC may need to borrow money and higher interest rates mean more money will need to be paid back to the lender. This is pertinent where the Council needs to make an investment in a new school building, such as MCC has recently with its first 3-19 all through school, King Henry VIII, in Abergavenny.  
Depending on whether the impact is positive or negative (or one outweighs the other, as the Council could be investing and borrowing at the same time) will influence the pressure placed on the budget situation. For example, if borrowing more to build a school and interest rates are high, we will have less budget to pay for other things.
Inflation will have a negative impact on MCC’s budget, as most costs subsequently increase, putting more pressure on the overall Council budget to cover the same activities, which previously cost less. For example, the cost of energy and employee pay has increased with inflation, and whilst some additional funding has been given to cover this, it has not necessarily covered all the cost increases which have resulted from this inflation.  Investment in a new school notably impacts the budget here; Councillors will need to review and make decisions surrounding the external factors and their effects on Council services (Nation Cymru, 2023) 
Another external factor is the impact of the Teachers’ Pay Award (Welsh Government, 2024.  How this can be negative or neutral on the Council’s budget, depends on the value of the award and whether it’s fully funded by Welsh Government or not (they have devolved power from Central Government for this). If fully funded, the impact is neutral. If not, the Council must then decide whether to pass the cost on to schools or cover the cost from the central budget. If the cost is passed on to each school, this clearly has an impact, as their budget is directly affected and they’ll need to find savings, which could be through restructuring and/or redundancies or by not undertaking other planned expenditure, e.g. building repairs.

	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)



AI is a growing tool in business and can be defined as the use of digital technology to create systems capable of performing tasks commonly thought to require intelligence (GOV.UK, 2019). Many workplaces are transforming the way they work with a consideration for wellbeing, work-life balance.  Organisations are looking for solutions to improve efficiency of practices, and like any process for change, implementation needs clear understanding and engagement of the workforce (CIPD, nd).  AI can support MCC to deliver public services more efficiently but there are implications to be mindful of.   Its data foundations must be strong to ensure compliance with relevant laws and regulations, including GDPR and give due consideration to key principles surrounding fairness, inclusivity, ethics and values to align with public interest.
CoPilot is the only approved AI tool within MCC and it’s being trialled within the Social Care and Health (SCH) Directorate. MCC’s plan (2022) reports the high demand for services in SCH and subsequently, recruitment and retention are presenting a significant challenge, impacting how service users’ needs are being met. ADDS Cymru (2024), lead this project alongside Welsh Government.  A high number of identified benefits for use of AI indicate a revolutionary impact on how services are currently delivered, thus, improving the service user experience for better referral processes for care and residential services. Equally, there’s a perceived impact on the employee experience, drawing on the repetitive and time-consuming nature of social care roles, consequently, improving wellbeing at work and managing caseloads more effectively.  
The system is very much in its infancy within MCC, with evidence still to be gathered for evaluation of its effectiveness.  CIPD (nd) recommend employers think strategically and commit to developing employees. With this, MCC is likely to see further growth in AI and its capacity at work.  The rollout across its directorates offers so much promise to streamline processes to further align with it MCC (2022) plan, and beyond.  Embedding AI across all sectors has the potential to create thousands of jobs and drive economic growth. AI’s contribution to the UK could be as large as 5% of GDP by 2030 (GOV.UK, 2019).  
There’s no doubt the world of AI will continue to evolve in many sectors, and the people practice field is no exception. There are opportunities and benefits to further explore including improved communications between HR professionals and managers plus better use of data for better interpretation of trends and patterns.  However, despite these innovative new approaches to help the HR experience, Lubin, A. (2021) captures the importance of empathy in the role and that it would be very difficult to replace this skill with a machine.  AI is set to enhance the capabilities of the HR function. 

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



An organisation’s culture should steer and define success whilst instilling positive behaviours and expectations within the working environment.  Personnel Today (2023) and HRC Online (2024) both provide descriptions to four types of organisations’ cultures, as set out in Charles Handy’s well-known model:
Power: Decision making lies very few people, sometimes seen in family or entrepreneurial businesses. It demonstrates a very autocratic style of leadership. Positive influences can see quick, successful decisions taking effect, yet these may not always have the best interests of the employees, therefore, leading to toxic working environments. 
Role: Often seen in public sectors such as local government i.e. MCC operate following standardised policy and procedure and there is a clear, hierarchical structure where employees have defined roles and responsibilities. This lends itself to building a sense of job security with positive links to intrinsic rewards through investment and commitment to professional development.  However, long chains of command may see slow decision-making that could delay change.  
Task:  Power will be attributed to teams. There’s no single power source, so this is supported well by a matrix structure.  Having the right mix of skills or specialisms can suit fast paced and rapidly changing organisations focused on outcomes with appropriate resources available.  However, competitiveness for limited resources can be counterproductive.    
Person: This has a less familiar style, as employees are the most superior and sometimes hold individual ambitions. Employees tend to have high levels of autonomy and expertise. Often suits organisations where they’re mainly working at the same level i.e. barristers affiliated with a chamber.  
Whilst this model offers variations, Francis, A (2024), outlines that there’s call for an updated framework that considers evolving flexible working environment.  
A further theory is the SCARF model by David Rock and looks at emotive need and influences on human behaviours.  NeuroLeadership Institute (2022) captures Rock’s definition of the 5 key elements: status, certainty, autonomy, relatedness and fairness.   
Taylor and Woodhams (2022a) highlight the benefits of ethical people practices and selects this model as an example of embedding effective communications and interactions at work.  This recognises the need for a sense of safety and reduce danger whilst encouraging positive social interactions and how this approach can enhance employee relationships.  During difficult exchanges in the working environment, where there’s a perceived threat, someone’s status feels challenged and this could relate to ways of sharing feedback or undertaking a process of change. Engaging with employees more positively will breakdown any communication barriers and allow for a more collaborative approach.  As reported by Keogh O, (2020) a micro-managing approach will threaten someone’s autonomy as seen with Barclay’s approach which caused unrest amongst its employees.  This model suggests encouragement for use of own initiative and a supportive approach with appropriate rewards to improve confidence. Receiving praise and support boosts positive emotions that will encourage accountability, improve the employee engagement experience and, thus, productivity.     


	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)



Effective people practice will inform organisation processes and how they can influence culture and behaviours.  Young (2024a) sets out the expectations for people professionals to have maximum impact in these areas.  Looking at MCC’s approach to employee development, it’s important to establish the right level of employment engagement that will maximise performance in the workplace.  
Induction: 
Whilst each stage of the employee lifecycle is equally important, this potentially has the strongest influence.  McCartney, C. (2024) describes the importance of an effective induction and how this can set the tone for a successful two-way integration.  Taylor and Woodhams (2022b) describe the soft side to an induction programme that introduces and welcomes new employees to the values of the organisation whilst demonstrating the expected behaviours to support the alignment the desired culture.  
MCC leaders play a crucial role in the delivery of the induction process and the impact they have on behaviours. Despite assuming overall responsibility, the programme is developed with collaborative approach of people practitioners across HR and organisational development teams.  
Ongoing training and development: 
In line with references from Taylor and Woodhams (2022b) regarding positive action in training, MCC has recently launched its Thinqi online management learning platform to enhance the hybrid approach to learning.  This provides a library of resources of essential sessions such as, corporate induction and mandatory training elements related to IT systems, GDPR, safeguarding etc., as well as meeting requirements for localised team-based sessions.  This system considers fair access to training provisions for a wide range of subject including equality and diversity. It’s designed to enhance knowledge for practice can promote respectful and inclusive behaviour.  The reporting function captures training records consistently across all teams for monitoring purposes also. Learning can be paced appropriately for employees regardless of their contractual hours, access arrangements to systems, as well their learning styles.  Inclusivity will drive a positive culture surrounding learning opportunities. CIPD (2019) reports on flexible learning and how professional training should align with the pace of technological changes.  The hybrid approach at MCC now offers more flexibility and a wide range of learning subjects.  Furthermore, this report outlines the impact of employees being offered opportunities to progress and value good training.  The organisational structure at MCC sets out to provide a career pathway and welcomes the training to support progression.  


	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)



Figure 1: Summary of Kotter’s 8-Step Model of Change 








Wigert, B. and White, J. (2022), outline advantages and disadvantages of a hybrid approach using the process above model in figure 1 (Kotter, J. 2012).  This concept supports this transition, with an emphasis on effective employee engagement.  Whilst seen as a long process if not managed effectively, it can drive positive change if attention is given to each step appropriately.  
The process will start with a sense of urgency and communication is paramount. Employees need to understand its purpose and the impact it will have. Using employee surveys promotes inclusivity and employee voice practices, whilst building and sustaining trust, as documented by Taylor and Woodhams, (2022b). 
Building a coalition of strong leadership will determine how effective change will be. Leaders who commit to the change can provide the support in driving the change, as well as having the key areas engaged to support its evolvement e.g. IT, Systems, Training, HR and Finance.     
Having a distinct vision should capture an attractive future position of the organisation, where members of the coalition have a clear understanding of initiatives e.g. focusing on the balance between employee wellbeing and productivity (CIPD, 2024d). 
Leaders must coherently deliver the vision to employees, ensuring everyone understands and embraces the objectives to move forward together. An organisation should use all communication channels e.g. Emails, meetings, presentations.  Ineffective communication will break the step in the process and could lead to a return to the start of the process.  
With all key people aware of the objectives, the next step involves eliminating obstacles whilst refining the expected culture.  This may involve making alterations to systems or structures that prevent implementation e.g. preparing training to meet varying needs, adjusting policies and reviewing contracts to remain legally complaint.  
Setting SMART goals with defined milestones will help to celebrate early successes, create a sense of momentum and instil belief that change is effective. Engaging with employees and keeping the process moving at a reasonable pace, will ensure motivation but also ensure information gathered remains relevant.   
Maintaining momentum will prove beneficial to the overall outcome.  A process of regular review to measure successes will allow for any necessary adjustments for the long-term gain.   Gathering updated employee feedback and evaluating systems and processes will help to inform any action needed.  Taylor and Woodhams (2022a) echo Kotter’s focus upon communication and bringing everyone along with the vision.  
The final step is to implement change; this should ensure its embedded clearly into policies and procedures so that a positive culture builds around a new way of working. 






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



Taylor and Woodhams (2022a) explain Kubler-Ross’ Five Stage model and how this was built from responses to grief, relationship breakdown and bereavement. 
This presents an unbiased link between organisations and emotional intelligence to recognise differing responses to change.  If the concept is considered well, it can support a smoother transition for change.       
Budget positions are a growing concern for schools, and many suffer the onset of budgetary concern.  Firstly, the model references self-denial and is demonstrated by a view of avoidance, shock or confusion. At operational level the Headteacher will oversee the spending and income at the school.  The Governing Body is duty bound to challenge the school and its operations accordingly.  MCC will work with the school to identify shortfalls in the budget, potentially where changes to funding have occurred and recommend adaptations to be made. It’s likely to observe a state of denial and some unwillingness to engage.  With a level of scrutiny expected, as set out in governance regulations, the next stage can see a position of anger surface, especially where school leaders feel pressure growing from all stakeholders.  As evidence begins to emerge the Headteacher may enter the bargaining state, in an attempt to manage the situation. However, if the situation persists the school leaders can reach a level of despair with the realisation that the crux of the problem isn’t being resolved.  It’s this stage that paves the way for the final phase, noted as acceptance. Here it’s expected that the school will make changes, bringing some long-awaited optimism, which could include a defined budget recovery plan with appropriate support obtained.  Feelings associated with relief are often recognised at this stage.  
Whilst this demonstrates experiences through each stage, this may not apply to all; it can stop anywhere in the process.  The model does not necessarily offer solutions (Tahir, 2019).


	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)



According to Suff, (2024) and the work surrounding employee wellbeing, creating a work environment to actively seek contentment is a factor that strongly favours both employees and employers.  Many factors influence wellbeing at work and the impact that it can have on employee productivity and engagement.  This is further explored through seven domains that contribute to this: Health; Good Work; Values/Principles; Collective/Social; Personal Growth; Good Lifestyle Choices; and Financial Wellbeing.   
Expanding on the good work concept, and in line with the CIPD’s (2024e) report, an organisation should ensure these seven dimensions of job quality are accessible to all.  For example, all employees should work in an environment where they feel safe. This can be helped in many ways including the correct use of ergonomics, as well as instilling a positive set of values that underpin the sense of a positive and inclusive culture leading to better employee engagement and productivity.  Organisations demonstrating an existence of nurture and compassion during challenging times will increase and promote trust in the employment relationship, thus, resulting in physical and engaging presence at work. Such impact can be seen in various forms e.g. reduced absenteeism, increased retention or even reduced conflict amongst teams.  
The health domain, physical and mental, is probably the biggest factor to impact wellbeing but also one that can be better influenced by effective people practices.  CIPD, Suff (2019) outlines the supportive dialogue that can identify early interventions, and this combines with the earlier point surrounding the creation of a safe working place.  When employees feel supported and able to talk openly about matters that are affecting them, this can boost morale and lead to less time off for poor mental health (ACAS, 2025). Interventions can take many forms, including the safe place to speak with their manager, or the accessibility to reach out to a wellbeing champion.  Occupational Health engagement provides the support for both the employee and the employer.  The medical practitioners are equipped and trained to provide advice and recommendations for managing health conditions and provide imperative advice when trying to sustain employment with the possible implementation of reasonable adjustments.  
Work-life balance is another important factor within any wellbeing framework. CIPD, Suff (2019) explains the steps that can be taken to reduce stress and anxiety, which could result in burnout if not addressed. Implementing use of influential initiatives i.e stress risk assessments and training, allows the employer to be proactive and keep employees engaged with their work.  Furthermore, to achieve a good work-life balance, managers can consider requested flexible working arrangements, ensure employees are taking regular breaks and using annual leave entitlement fittingly.


	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)



There are various phases captured in the employee lifecycle, which represent numerous stages an employee experiences with a single organisation. Taylor and Woodhams (2022a) help to describe these stages and can define people practitioner roles by:  
Attraction
Providing advice to leaders to identify service needs and develop role descriptions in line with organisation culture to build a positive employer brand.   
Recruitment
A wide piece of work, sometimes designing and supporting the development of a series of activities and selection methods such as interviews, assessments, and safer recruitment checks to ensure fairness in the process. 
Induction 
Contributing to the design of onboarding processes, ensuring that new employees receive the relevant documentation and training. It helps set the direction for their journey and they should begin to sense the culture expectations. 
Development 
Working with leaders, practitioners will help to establish performance goals and expectations that fit with the organisation’s strategy and objectives. Workforce planning will support development opportunities and create career progression routes to encourage professional development. 
Retention
How well the earlier stages of the cycle are carried out can often determine the length of time an employee will stay.  Allowing employees to engage and be heard fits with the wellbeing at work piece. Nurturing for growth helps to sustain employment and investing in training, providing recognition and creating a positive working environment are all contributing factors supported by the people practitioners (Young, 2024b).  Sensitive and considered approaches to resolving workplace disputes also have an impact. 
Separation 
The cycle ends at this stage, when an employee will leave the organisation.  It can be the result of many processes, some led by the employee i.e. resignation, retirement, or by the employer i.e. redundancy or dismissal. The latter will need to be handled more delicately and ensure compliance with employment law. Exit interviews help to gather insights into the reasons for leaving and can be reviewed by practitioners and used to inform change (CIPD, 2025b). 
Each lifecycle stage matters. Its sequential existence enhances the employee experience, contributing to a motivated workforce.  HR processes should be designed to offer clarity and encourage consistency of practice throughout the organisation. As a HR Business Partner, the collaboration with the schools and their leaders, plays a very strategic aligning people objectives and operational priorities (Peters, R. 2024a)


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



These two key integration methods can be described as: 
Vertical Integration: This is an alignment of people practices with organisational strategy providing better autonomy for service delivery to meet customer needs. Taylor and Woodhams (2022a) explain this approach will suit organisations wishing to control all aspects of its business delivery and supply chain.  The People Strategy, MCC (2024) recognises the importance of their people and that practices need to align with the strategy to maximise all potential.  Some examples of how this can be achieved are: 
Training and development
With a focus on digital transformation, training can be identified and implemented to enhance the skills of all employees. For example, to implement the new e-learning platform will require careful consideration for accessibility across the whole workforce as well as effective communications and development of training programmes, building a library of resources.  
Performance management 
With a clear strategic aim to rollout an improved and better collaborated performance management system, the broader strategic aims should filter down to team and individual objectives. 
Employee engagement and organisational culture
With clear aim for empowerment, wellbeing and development, this demonstrates the need for effective policy and process implementation or development.
Horizontal integration: indicates the alignment of various people practices supporting organisational aims to implement a unified approach in leading and managing the workforce. The business partnering model is a core function that will enhance the people strategy within (Peters, 2024a). This model is deployed by MCC and supporting horizontal integration can look like:
Senior leadership team (SLT)
Working closely with MCC’s SLT assists the organisation to develop strategy and objectives that are in line with MCC (2022), corporate plan.  Can include planning for the workforce, managing people, and considerations for succession planning.
Cross-Functional Collaboration (Norris-Green, M. and Maxwell, G., 2022): 
Working closely with other departments (e.g. digital, finance) to ensure that people practices are up to date and purposeful across a range of service area functions in meeting workplace challenges.
HR Policies:
Establishing consistent and legally compliant policies across varying service areas departments to ensure employee relations treated with fairness and transparency, as well as setting the expectations for both employer and employees (Hayden, 2024)
Aligning people practices using both vertical and horizontal methods helps to create and encourage a receptive, engaged, and productive workforce. 

	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)



The concept of the shorter working week sets out to achieve 100% output (usually achieved over 5 days), with 100% pay but in 80% of the time – 100:80:100 model. (Boys, J. 2022).  
Making this move will need effective planning and communication, starting with a clear business case, including what’s to be achieved; what the benefits are for employers and employees, and the timescales for implementation.  Taylor and Woodhams (2022a) state that people support what they help to create and this stands firm in this process. Employment engagement and consultation are critical to successful implementation. 
Consultation Process 
In line with remaining legally compliant (ACAS, 2021), workforce consultation must provide opportunity for open dialogue for collective discussion. Lockhart, C. (2024) demonstrates this in her case study for Kickstarter’s positive transformation following their involvement in the ‘4-Day Week Global’ pilot. Employers should present their case, including the perceived benefits i.e. a focus on improving wellbeing and a healthier work-life balance.  Consultation offers employee’s their chance to voice opinions and question concerns in relation to their contract and what the change means in practice. It’s important to consult with individual employees, their representatives, or both (ACAS, 2021).  Employees should understand how the process will be equal and fair across the organisation, including considerations for different teams, their operations, varying adaptations to hours, training needs, or development of technology and processes.  Employers can present questions to employees to, potentially, identify barriers to breakdown early on; always encouraging that two-way process.   Employers should recognise the emotional impact of such considerations for change and ensure employees are offered support i.e. Employee Assistance Programme.  
Where agreement is reached, piloting the process would be beneficial. This should be transparent and consider milestones to be agreed i.e. review dates; further engagement needed i.e. working/focus groups, surveys, and what people metrics will be reviewed for relevance, such as comparison of absence records and service outputs to monitor productivity.  
Employee engagement   
A three-dimensional concept of this is captured by Taylor and Woodhams (2022b) whilst quoting Khan’s definition as ‘people employ and express themselves physically, cognitively and emotionally’.  Supporting this through a range of employee engagement methods will help address this, including: 
Employee surveys – should be carefully structured to get relevant input from employees (Taylor and Woodhams, 2022a); this will help to maximise response rates.  Data should help to identify patterns, issues, and opportunities for enhancement. The drawback is the difficulty to delve deeper, or prompt, if the right level of detail isn’t provided.  
Focus groups – are interactive opportunities to group cohorts to review the trial. Offering an informal setting helps to steer discussions to ensure the concepts are understood and communicated.  The drawback is where personalities may upset its effectiveness i.e. two employees dictating on discussion or subjects. 
Other methods may include conducting regular meetings, observations of practice, etc. A range of methods will support the evidence-based approach for gathering useful feedback as well as the intrinsic benefits for the employee.  
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