
Organisational Performance and Culture in Practice – 5C001
Q1. Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure.  With the evaluation, you should include the reasons underpinning each structure. (AC1.1)
All business need to have organised structure to perform and to achieve its goals to succeed. The structure is the framework of the organisation and can be defined as how activities, roles and responsibilities are divided, giving employees a clear line of command or hierarchy.  Organisational structure can be made up in many ways which include divisional and matrix (Organ, 2024).
Divisional structure is a framework made up of various divisions which are headed up with a leader for example, Adferiad currently have six Directors, each have their own division to focus on according to their speciality, with each director reporting to the CEO. Creating divisions within the organisation has its own management concentrating on its own specific products or clients (Indeed, 2021).
Advantages of this structure could mean each division can focus on their own goals creating specialists in their own field increasing productivity, efficiency, and client satisfaction.  It can also boost decision making and problem solving allowing each division to be accountable and to have a greater understanding of individual performance measures, for example, which division is profitable or which division is making a loss.  There can also be disadvantages which can include competition within each division for example who is the best or the most productive.  Another disadvantage could be poor communication which could lead to confusion and conflict, making it difficult to manage.  All divisions should be working to the same values and goals set by the organisation but working within its own division.  (Indeed, 2021).
The Matrix structure is when organisational structures could overlap, and an employee works over 2 or more projects or departments reporting to several managers. The advantage of this structure is that both projects or departments benefit from the expertise and skills of the employee allowing the employee to expand their knowledge across projects.  The matrix structure allows flexibility and adaptability to support both projects as and when needed.  However, this does come with its disadvantages, mixed messages could be given by each manager causing confusion and missed shifts in the projects, it can also lead to power struggles between managers who want to have their project prioritised, leading to confusion and lack of clarity to the employee as this structure could lead to duplicate of tasks over team members. (Taylor and Woodhams, 2022).  







Q2. 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. (AC1.2)
Organisational strategy can be defined as the long-term goals and objectives of the organisation, Adferiad’s strategy 2022-2025 was based on the advice, guidance, and expectations of the clients. The strategy sets out the ambitions and how to achieve them and is broken into four objectives, People, Campaign, Service, and Sustainability. People objectives are to become the employer of choice, and to ensure the workforce are valued and feel rewarded, Adferiad continue to commit to the living wage foundation, and have developed a dedicated training programme, recent surveys confirm 94% of staff were satisfied with the training offered.  Campaign objectives, In addition to the day to day support of clients, events are held across all counties of Wales including presence at key Welsh events such as the Royal Welsh. Service objectives, annual employee survey demonstrated over 80% feedback and our clients survey confirmed 90% of clients were happy with the level of involvement they had in decisions made about the support they receive from us. Surveys and feedback are confirming that the strategy set in 2022 has had a positive impact on the clients that are supported.  An impact report has been shared with all employees to communicate the success (Adferiad Recovery: Our Strategy 2022 - 2025, 2022). 
It is important for the Board to plan the long-term strategy, this can be done by using SMART objectives, Specific, be clear in what objectives are being set. Measurable, the impact report shows through surveys and feedback objectives are achieved. Agreed, the board of directors and trustees agree on what the objectives are.  Realistic, don’t make the objectives unachievable. Timebound, set a timescale (BBC, 2023).  The objectives of the 2022-2025 strategy are employee focused. Adferiads employees are its strengths and to build on the attraction, development, and retention of its employees will create a positive culture within the organisation.  Creating a positive, engaged, and motivated workforce will ensure the clients are fully supported. The focus on a package of terms and conditions for new and existing employees, a dedicated learning and development team and wellbeing team have been embedded, reward and renumeration has improved. By building a workforce that is supported and valued will in turn build committed employees who follow the values will and drive the organisational strategy ensuring the service they provide meets the client’s needs. (CIPD | Organisation Development | Factsheets, no date). 









Q3. 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 (AC1.3).  
Interest rates continue to rise in a bid to reduce inflation. and prevent to stop spending.  This has had both a negative and positive impact to Adferiad.  Due to the increasing interest rates, mortgage and rent payments on Adferiads many properties through Wales and into Lancashire have increased putting pressure on the business in meeting the demands of the higher payments. Inflation has also impacted Adfeiad, with rising costs in energy bills and due to the cost of living crisis there has been a reduction in the amount of donations received from the pubic.  However, as a well-established charity the funds held in reserve and our investments have all accrued interest at a higher rate, helping to balance the deficit caused by the increased mortgage and rent payments (Bank of England, 2023).
Adferiad is a charity that helps supports vulnerable adults in many areas, which include mental health, money and debt advise. The current cost of living crisis and increasing energy bills has a negative impact on mental health contributing to low moods, stress and anxieties.  Adferiad has seen a steady increase in the number of people contacting services for help and support. 86% of people surveyed by money and mental health said that their financial situation affected their mental health and are 3 times more likely to have suicidal thoughts (Money and Mental Health Policy Institute, 2020). To cope with the impact in demand this has put on Adferaid services, and in order to continue to provide the level of care required recruitment has been prioritised to ensure that there is a sufficient 1:1 support available to cope with the increase in demand (Boys, 2023). 
Adferiad are committed to the living wage foundation this helps Adferiad to remain competitive, and to keep in line with their values in paying a fair wage. However, the recent increases have added in excess of £1,500,000 to the cost of salaries each year.   A recent survey by the living wage foundation says 94% of organisations say they have benefited from their accreditation (Living Wage Foundation, 2017).  The impact of this additional cost goes over budget prompted a review of current projects, and projects that were operating at a loss have been closed resulting in redundancies.  If Adferiad were not committed to the living wage foundation it could see a decline in staff morale, and an increased turnover in employees that may go to a competitor who pay higher salaries, there would also be an increased cost in recruitment, Adferiad would not be seen as competitive and future bids for projects could also suffer as a result (What Is Competitive Pay?, 2023).  











Q4. 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. (AC1.4).
The fourth industrial revolution is a new chapter in technology which is affecting the way we live and work.  Artificial intelligence (AI) has been created to add value which can be used to assist in the development of organisations. It can also open new opportunities, enhancing the way we think (World Economic Forum, 2023).  People professionals can use AI in many ways enhancing the quality of information they produce, it also checks for legalities helping to mitigate any risks, Adferiad have experimented using AI to help with policy writing, while it was quick to provide the information, it still required human intervention to personalise and finalise. AI proved to be effective to a point which saved time and can be used as a tool for people professionals if used with the addition of human intervention to ensure the personal touch is still there, especially where bias is involved. Equality Diversity and Inclusion policy is a prime example (March 2023, no date). 
Adfeiad have an ‘AI focus group’ which experiments with different areas in which it can benefit the organisation, recruitment was one of these areas that was tested, but was found to be disadvantageous to the organisation, the view was taken that the human element was needed to ensure candidates recruited were in line with Adferiad’s values. The experiment showed that AI shows bias, and Francesca Rossi has written an article in the Sunday Times which states that biases arise as a result of how they AI has been programmed (Why an AI recruiter can be as biased as the humans that built it - The Times & The Sunday Times, 2019). 
Technology is always changing, and organisations will need to evolve with the times.  According to a Deloitte 74% of workers claim it boosts productivity (Over 18 million people in the UK have now used Generative AI | Deloitte UK, no date). People professionals will need to take a responsible approach to AI and proceed with caution and by experimenting with what works and what doesn’t. AI can have a positive impact for using AI to their advantage helping with time consuming tasks, allowing more time to be spent focussing on delivering good employee support, as well as face to face wellbeing and welfare meetings (CIPD, 2024).  










Q5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC2.1)
Charles Handy model is categorised as four cultures, Power, Role, Task and Person. 
Power culture can be used to make quick decisions moving rapidly with the market, focusing on quick results. This behaviour has been likened to a spider’s web showing the power these hold, spiders move or shake the web, and everyone sits up and takes note (Waite et al., 2021).  Advantages of quick decision making enable the organisation to adapt to an ever-changing market, however it can cause tensions and risk alienating employees if decisions are left to a few elite, or one individual. The task culture relates to working as a team, it uses the expertise and knowledge of the workforce to focus on specific projects, it is flexible, and employees can be moved within projects to ensure each work to their strengths to maximise results, however if the focus is on one particular task other goals could be overlooked.  The role culture can be likened to a Greek temple and the pillars are a representation of each department holding up the structure of the organisation.  This is based on each employee working to their individual role, led by commands, and laid down rules, this behaviour can lead to consistency within the organisation.  The final culture that Charles Handy’s model suggests is person culture, focusing on individuals with very little, if any hierarchy, this can have a positive effect creating a motivated, happy, and engaged workforce (Fripp, 2011). 

David Rock’s SCARF theory is based on 5 elements demonstrating how an individual perceives a situation and how it is dealt with. By using this theory, it can help organisations to understand their employees or the team around them and to determine the response and mitigating those responses. The 5 elements include status, certainty, autonomy, relatedness, and fairness.  Status, how we want to be recognised, for example eliminate any threat, provide feedback in a positive way in relation to work, and not to make it personal. Certainty, create a steady environment, and handle any changes by communicating within an organised timeframe. Autonomy, providing the ability for the workforce to have the freedom they require to work off their own initiative avoiding controlling behaviour and micromanagement.  Fostering an inclusive, open environment to work will meet the needs for relatedness within the workforce. Fairness is important within culture, it helps to create an inclusive workforce, there may be decisions that are made within the organisation, but if done fair this ensures consistency and shared goals will be achieved (L&D Hero, 2023). 










Q6. Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). (AC2.2).
Employee selection can help shape attitudes and behaviours within the organisation. The way an employee is selected through the recruitment process of shortlisting and interviewing is key, and should align with the organisation’s values, vision, and goals.  Adferiad actively promotes diversity and inclusion, focussing on diversity will foster inclusivity, broadening the culture within the organisation which will encourage adaptability and openness.  Adferiad’s job descriptions are designed to include a candidate pack promoting a clear vision of what Adferiad stands for in their aims, mission, and values.  This is designed to ensure that candidates applying are aware of the expectations and vision of the organisation. What it stands for and what qualities are required (CIPD, 2021).
The interview stage is the chance to meet the applicant, this part of the selection process will assess compatibility and who could be the ‘best fit to do the best job’.  To build on positive behaviours and good culture It is important that the potential new employee shares the same values and beliefs that align with the organisations goals and vision.  Adhering to this process will result in job satisfaction and commitment, which will have a positive impact and reinforce the positive behaviours and culture within the organisation. (Tholen, 2023).
By focusing on the selection process and engaging with employees who share the same qualities and attributes would be advantageous to the organisation, as this builds on the foundations of their values. It will not only support good care to their clients, it will ensure employee satisfaction and promote the retention of staff, positive behaviours and good culture will be embedded within the organisation and Adferiad would retain its reputation as employer of choice.  However, if the selection process was not aligned with its core values and new employees did not share values it could result in a workforce that are not engaged. The services provided to its clients could be poor, leading to funding from local authorities to be withdrawn, damaging reputation and relationships with organisation who work in partnership with Adferiad and loss of jobs, morale would be low, employees disengaged, and attrition would be high.  This would have a negative impact on the behaviours which could cause conflict fostering a negative, toxic culture within the organisation (CIPD, 2023).  











Q7. 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. (AC2.3).
While working from home during the COVID-19 pandemic worked well, this has now passed, and organisations are wanting to return their workers to be on site. For this to be successful it will need to be planned and managed effectively. Kotter’s 8-step change model is widely used to help the implementation of organisational change while considering the culture of the organisation.  Kotter’s first step in the process is to establish a sense of urgency, the organisation will need to communicate the changes and why they are necessary, highlighting benefits such as a better work life balance and improved productivity. The next stage to consider when managing the change would be to create a guiding coalition, organisations can look to put together a team of influential leaders, such as trusted and respected team leaders or managers to help communicate and answer any questions or concerns employees may have, whilst also being available to provide support. Kotter’s approach will move to the next stage and organisations will need to develop a vision and strategy. This would outline what the move to hybrid working would look like, and how to motivate employees to embrace the change. Once this has been agreed the vision it can be communicated through the coalition groups. Kotter’s fifth stage of approach is to empower and action by addressing any concerns employees may have for example childcare or flexible working, working together through the group to remove the barriers that could be stopping employees engaging with the changes for example, employees who refuse to change or try to deliberately undermine the vision. Generating small wins must be recognised and communicated. Employee surveys will provide feedback that will track progress throughout the process whilst continuing to engage with employees to promote and implement the changes.  By clear communication you are building on these changes, reinforcing, and continuing to evaluate you will ensure a successful implementation of the change to hybrid working (Kotter, 2024).
The way change is approached is key to its success. Kotter’s 8 step approach is a simple process to follow and prepares for the changes to be implemented with the employee in mind. Working together as a team and learning from one and other. The process is illustrated well in the fable ‘Our Iceberg is Melting’ that you can change and succeed under any conditions (Kotter and Rathgeber, 2017).  










Q8. Using the Kuber-Ross change curve, discuss how change is experienced. (AC2.4).
Organisations are constantly changing and planning for these changes is key to their success. The Kuber-Ross change curve, also known as the 5 stages of grief, is a model that describes the emotional stages people go through when faced with loss or other significant life changes.  It is used by organisations in helping to understand and support the emotions of employees during any significant change.  Each stage of the model helps organisations recognise the emotional impact the changes being made have had, and to  Everyone is different and reacts to news of change in different ways. The Kuber-Ross change curves helps organisations understand what emotions could be triggered giving employees greater awareness of and how best to support their employees (Understanding The Kübler-Ross Curve: Stages Of Grief, 2024).
The first stage is the Kuber-Ross change curve is shock, this is a natural reaction to hearing any significant changes. If for example the organisation is going through a restructure where redundancies have been identified it could be life changing for the employee. This generally moves quickly onto denial and ignoring the fact that this is happening to them. The organisation needs to manage this stage with a sensitive approach. If this is not managed correctly it could cause panic, additional stress and anxiety.  This will then move onto feeling angry and frustrated. The situation is out of their control and could cause fear and resentment resulting in a negative impact on the workplace environment, managers will need to give extra support and clear communication to the employee to ensure that emotions are controlled to help manage this stage in the process. 
The curve continues to go down to its lowest point and the next stage is depression, morale and productivity is low, support and guidance from the organisation to the employee at this point is key. The change curve should now start to rise, and moves to experiment, the employee should be starting to accept the changes and start to explore what these changes could mean to them, morale and productivity should start to show some improvement.  This leads onto decision, employees should start to embrace the changes learning the new challenges that the change has brought, this will continue to increase productivity, and morale should also be on the rise.  The final stage is integration, when things should feel normal again, the employee has accepted the changes and organisations can celebrate the process is complete (The Kubler Ross Change Curve: Understanding The 5 Stages Of Change, 2020).
Advantages of using the Kuber-ross change curve shows that empathy towards the employees and that the welfare of their employees is important to them.  It also provides a guide on what to expect during the process, allowing the organisation to plan and manage the changes they want to implement ensuring success. However, the model does not give any timeframes which can mean some employees reach different stages at differing times, or they could go back in stages or get stuck in one particular emotion (Tahir, 2019).  


 




Q9. The CIPD’s Health and Wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has raised 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.  AC2.5).

Employee wellbeing within the workplace plays an important role and is vital to both employee and employer.  Employers need to acknowledge the importance of wellbeing and create a healthy and positive workplace, ensuring employees feel valued and supported.  By not supporting a healthy workplace employees will feel undervalued and demotivated, stress and anxiety will increase causing sickness absences to increase, and productivity to decrease.  Increased absences will put further stress and anxieties on the remaining workforce.  Employers have a duty of care to provide an environment that is stress free allowing employees to thrive and develop.  CIPD’s recent data shows that 24 million working days out of a total of 35.2 million were lost due to stress, anxiety, and depression (CIPD, 2023). Organisations that champion wellbeing at work, are more likely to retain and attract new employees, creating a positive environment that benefits both employee and employer.  Flexibility is a key aspect of how good work could impact wellbeing.  Having a wellbeing strategy and policies in place will support employees to work flexibly, for example the employee could be struggling with the symptoms of the menopause, and would benefit with starting later, allowing the employee to do this will support them, making them feel valued and listened to and understood.  It will also benefit the employer as that person has stayed in work feeling good, with no hours lost due to sickness absence. If there is no wellbeing strategy that employee would not have felt valued, and their mental health could decline resulting in sickness absence.  This in turn will have a negative impact on the employer and the wider team.  Across the UK, poor mental health can cost up to £45 million per year (McIntyre, 2021).
Supporting flexible working is just one aspect of how good work could impact wellbeing, fostering an open culture, encouraging employees to talk with managers and team leaders completing one to one’s for openness.  The integration of a standalone wellbeing strategy is mutually beneficial to both employer and employee and is an essential part of people practices role within the organisation.  Supporting its employees and putting their wellbeing at the heart of what they do will help them flourish and develop to their full potential and ensure they are happy and content in their role (Ruff, R CIPD).   









Q10. Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle. (AC3.1).
The employee lifecycle is made up of 6 stages, recruitment, onboarding, development, retention, and separation. Recruitment starts the journey and creates the job descriptions and advertising the role, onboarding is the process of completing any pre-employment checks such as references, communication is key to ensure that you keep the new starter engaged and valued. Development will help the employee to reach their full potential. Retention will support with wellbeing, pay and renumeration to keep them happy and engaged, separation is the final stage and when an employee leaves the organisation (Taylor and Woodhams, 2022).
People practices role in recruitment begins with completing a job analysis collecting information relating to the duties and responsibilities of the role. This could be taken from Line Managers and the wider team as to what that role looks like, and the skills needed. Questionnaires can be sent, feedback analysed creating job description.  The job description is a crucial document and will summarise the role and its duties, responsibilities, and job specification.  The role is then advertised on various job sites to gain maximum coverage, including the organisations website to attract the maximum number of applicants with the right skillset to undertake the role (Taylor and Woodhams, 2022).
People practices role at the development stage is to provide the employee with a chance to grow and develop and to reach their full potential. Once the onboarding has been complete the journey of developing the employee begins.  A robust training programme is required to ensure that all employees have the right tools to do the job, and to enhance the skills and behaviour already displayed.  By providing a robust learning and development programme will provide progression within the organisation, keeping the employee engaged and to feel motivated and valued (Taylor and Woodhams, 2022).
[bookmark: _Hlk180344077] Separation is when an employee leaves the organisation which can be for various reasons, either voluntary or involuntary. Voluntary separation could be resignation or retirement and people practice role could be to complete exit interviews, this is a chance to capture data that the organisation can learn from. However, the reasons could be involuntary and forced by the organisation, for example, dismissal or redundancy, this could be a traumatic event for the employee, and it is important it is handled by people practice in a sensitive and professional way (Taylor and Woodhams, 2022). 









Q11. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC3.2).
Horizontal integration strategy is used by organisations to strengthen their current position and to broaden their business plans.  From a business perspective this could be the acquisition of another organisation, such as the purchase of Costa by Coca Cola (Taylor and Woodhams, 2022). However, supporting organisation strategy though horizontal integration from a people practice perception is strengthening the organisations position through the whole employee lifecycle and supporting the growth of the employee through their whole journey, from recruitment to separation.  Throughout the employee journey people practice continue to integrate the organisational strategy through strategic analysis, development and implementation, this can include gathering data for board reports, developing the employees through 1:1’s and performance reviews, engagement and communication.
Vertical integration strategy is used by organisations to control all aspects of the business, and not rely on other business to supply or provide a service, from a business perspective this could be a retailer owning not only shops, but factories that make the clothes and the distribution (Taylor and Woodhams, 2022).  From a people practice perspective again this would be supporting its people through the whole employee lifecycle, however the difference to horizontal integration being that people practice integrates their support through HR activities and the organisational strategy.  The employee lifecycle begins with recruitment, and people practice will drive the goals, vision and values to ensure that new employees recruited align and integrate with those of the organisation.  Throughout the employee journey people practice continue to support its people through development, and vertical integration a People practice also supports through vertical integration to ensure training programmes are tailored to the organisational strategies, this will build the knowledge and upskill employees to adapt and grow in their journey with the organisation.  By driving the goals, vision and value of the organisation in supporting its people will ensure that the people are engaged and motivated.  By sharing the same values and beliefs as the organisation, will ensure that the culture of the organisation is aligned and focused on achieving the same goals (van Vulpen, 2020). 


Organisational strategy provides a framework to support the long-term goals and outcomes of the organisation.  People practices play a crucial role in supporting this, driving those objectives by aligning human resources strategies with the organisation's long-term goals and objectives. Through both vertical and horizontal integration, people practices ensures that the workforce is fully engaged and equipped to meet the strategic demands of the business and to enhance the overall performance (CIPD, 2023). 
Vertical integration connects people practices directly with the organisation's strategic direction, ensuring that HR initiatives through the whole employee lifecycle are not only supported but driven by people practices.  By strategically aligning people practices with the organisations long term vision can support in attracting new talent, onboarding, and supporting the induction into their role emphasising a clear vision, key competencies and organisational objectives, by doing this people services support the organisational strategy to ensure that those employed share the same values, skills and potential to align with the strategic goals of the organisation.
Throughout the employee lifecycle people practices supports vertical integration through training and development of all employees, ensuring that learning initiatives are continually aligned with organisational needs. As the organisations strategic direction evolves, people practices adapts its training to be able to equip employees with the necessary skills and competencies, for example if the organisation shifts its focus to digital transformation, training initiatives are realigned to emphasise this (Van Vulpen, 2020).
Horizontal integration is the integration of people practices activities with each other, supporting organisations goals to strengthen their position and broadening their business plans.  People practices support to ensure consistency and coordination across various HR functions, ensuring that all employees, regardless of their department, are working toward shared objectives. Together, these integrations help enhance overall organisational performance (Van Vulpen, 2020). 
As an organisation grows and looks to acquire similar businesses, people practice supports horizontal integration through the TUPE process. They support by ensuring clear and consistent communication across all levels to facilitate the smooth, compliant transfer of employees.   By providing guidance, assistance, and practical support, people practices contribute to a smooth integration, helping to align organisational cultures and establish collaborative teams while mitigating potential risks (Taylor and Woodhams, 2022). 
In supporting both vertical and horizontal integration, people practices are bringing together various HR functions to work in harmony, enhancing the organisation's ability to attract, develop, and retain talent while driving overall business success. 
















Q12. 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. (AC3.3). 
To effectively plan and implement introduction to a four-day working the organisation will need to engage the people function to consult and engage with managers, employees, and representatives. Consultation is a process that people practice use to engage and to talk and discuss any changes that the organisation is planning to introduce that may affect them.  The first stage in this process would be to identify what the change to would be, in this case moving from a five day to four day working week.  The people function will also need to consider who these changes may affect, why the changes are needed and the timeframe in which the changes would be implemented (Acas, 2021). 
To begin engaging with Managers, employees, and representatives. The people function will need to look at how this is done, they will need to consider the size of the organisation and its structure, it will also need to consider the quality of the relations with the organisation.  Consultation can take the form of focus groups, or individually on a one-to-one basis. Consideration also needs to be given to any employees who may be absent due to long term sickness or maternity/paternity leave. They will also need to be included in any consultations.  During the consultation period, focus groups can be used as discussion forums, to feedback their ideas and any concerns that may be raised (Acas, 2021). 
By consulting with employees, they will be more likely to accept the change, they will have been given the chance to give their ideas and the opportunity to raise any concerns, giving the organisation an insight into how they can best implement any changes.  They will have been kept informed and will have an understanding why the changes are planned.  Having transparency will allow employees and representatives to build good working relationships preventing conflict and uncertainty. However, if there is no consultation, this could lead to discontent within the workforce, which could affect morale, and lead to increased sickness absences, employees being disengaged and leaving the organisation, and the inability to attract potential new employees.  All these considered could cause reputational damage to the organisation.  If employees decide to leave as a result of a poor consultation or no consultation process has been followed, there could be legal implications, they could claim constructive dismissal for breach of contract (Acas, 2022).  
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