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Executive Summary 
Employee Engagement Report – 2024 
Volac Whey Nutrition Limited (VWNL) is a leading international dairy nutrition business specialising in animal nutrition, dairy ingredients, and performance products. Known for its commitment to innovation, sustainability, and agricultural efficiency, VWNL has played a significant role in advancing dairy processing technology. Following its acquisition by Arla Food Ingredients (AFI), the company has entered a new phase of growth and transformation. This partnership has provided VWNL with enhanced resources, cutting-edge technology, and a global distribution network, enabling expansion in both the animal and human nutrition sectors. 
 Arla Food Ingredients (AFI) and Its Impact 
AFI, a subsidiary of Arla Foods, is a global leader in whey-based ingredients, specialising in high-quality nutritional solutions for the food, beverage, and health industries. With a strong emphasis on research and development, AFI has pioneered advancements in dairy-based nutrition, providing innovative solutions for both industrial and consumer markets. 
The integration of VWNL with AFI marks a strategic step forward, allowing both companies to leverage their expertise, resources, and global reach. This collaboration has opened new opportunities for career development, cross-functional collaboration, and exposure to a broader international business landscape. Additionally, AFI’s strong focus on sustainability and technological innovation aligns with VWNL’s mission to drive efficiency and excellence in dairy processing. 
Despite these organisational changes, VWNL remains committed to maintaining a strong corporate culture, emphasising employee engagement, diversity, and ethical business practices (Gender and Diversity, 2019). The company has placed particular importance on increasing opportunities for women in traditionally male-dominated fields such as dairy science, engineering, and production. This dedication to workplace equality is influenced by historical legislative advancements, including the Equal Pay Act (1970) and Equality Act (2010) 
 Purpose of the Report 
This report analyses the trends from the 2024 VWNL Employee Engagement Surveyb, (Appendix 1) offering insights into workforce sentiment and identifying key areas for action. VWNL has made significant investments in this platform to give employees a voice, making it essential to thoroughly evaluate the results and understand their implications. 
As a forward-thinking organisation, VWNL continuously seeks opportunities to enhance employee engagement and strengthen organisational culture. Based on the survey findings, this report outlines three key recommendations designed to drive meaningful improvements in these areas. Given the potential negative impact of inaction, the company will closely monitor the implementation of these recommendations. A steering meeting will be held every two months with key Management, Head of Whey, Head of HR, Factory Manager and Site MD and site HR Business Partner to review progress, ensuring a collaborative and transparent approach to continuous improvement. 
In addition to survey analysis, this report provides a critical evaluation of organisational culture as a multidimensional concept. Using (Schein, 2016) Edgar Schein’s model of organisational culture, it examines how different cultural layers influence employee engagement at Volac Whey Nutrition Ltd. The findings are critically assessed against the 2024 VWNL Employee Engagement Survey results to determine the organisation’s readiness to motivate and engage its workforce. 
Furthermore, the report incorporates the CIPD Maturity Model (2017) to assess VWNL‘s positioning in relation to employee engagement. Two key dimensions, safety climate and ethical climate, are explored in depth, providing valuable context for understanding workforce perceptions and guiding future strategic initiatives. Ensuring that the concept is taking seriously and not creating a misleading perception of commitment to employee health ‘Wellbeing Washing’ (Mayne, 2024). 
By integrating these analytical frameworks, this report offers a comprehensive evaluation of VWNL’s organisational culture, employee engagement strategies, and readiness for future challenges (Wysocki, 2019). 
 
1. Introduction 
[bookmark: _Hlk191205508]Employee engagement is a crucial driver of organisational success, influencing productivity, innovation, and well-being. Engaged employees are healthier, more committed to their roles, and contribute to better performance (Young, 2004). Organisational culture and climate significantly impact employee engagement, shaping perceptions and interactions within the workplace. This report critically examines the interaction between organisational culture, climate, and employee engagement, analysing the organisation's culture using the CIPD Maturity Model (CIPD, 2017). The Employee Engagement Survey identifies key challenges in leadership, alignment, and trust. Based on this, three strategic recommendations are proposed to enhance engagement and address cultural and climate-related issues. 
1.1 Organisational Culture vs Organisational Climate  
Organisational culture and climate are distinct yet interconnected concepts that shape an organisation's internal environment, influencing employee behaviour, motivation, and effectiveness. Organisational culture refers to the shared beliefs, values, and norms formed through collective experiences (Barney, 1986; Hofstede, 1998; Schein, 1992), which are often reflected in artefacts and practices. This culture affects how employees approach their work, collaborate, and resolve challenges, fostering either innovation or stagnation. In contrast, organisational climate pertains to observable workplace aspects that influence behaviour (Wallace, Hunt, & Richards, 1999). Effective leadership is key in shaping culture, requiring cultural intelligence to adapt to diverse norms and align culture with business objectives (Tadesse, Asgedom, & Taddese, 2024). Both culture and climate impact overall organisational effectiveness and employee engagement.
Organisational climate, on the other hand, refers to the observable aspects of the workplace that influence employee behaviour. While culture is embedded within an organisation over time, climate is more malleable and can shift based on immediate practices, policies, and leadership decisions (Bhardwaj, 2022). Organisational climate focuses on factors such as job characteristics, leadership styles, workplace procedures, and employee well-being, with early studies often centred on leadership and job characteristics (Schneider et al., 2011). Over time, however, research on organisational climate expanded to include dimensions such as structure, rewards, risk-taking, peer relationships, support, and innovation, among others (Ostroff et al., 2003). These elements directly shape employee engagement and performance, making climate an important driver of organisational success.  
A key point in the discussion of both concepts is the role of leadership. Effective leadership is essential for organisational success, and its approach varies significantly across cultures (Kleynhans, Heyns, Stander & de Beer, 2022). In a globalised business environment, leadership requires flexibility and cultural intelligence to navigate diverse teams effectively. Research has shown that leadership not only influences human resource management practices but is also shaped by them, with a positive leadership approach enhancing employee motivation and performance (House et al., 1999). However, many leaders struggle to apply leadership principles consistently across different cultural contexts, which underscores the importance of cultural sensitivity and adaptability in leadership (Den Hartog et al., 1999; Dickson et al., 2003; House et al., 2014).  
As leaders, authenticity and ethical leadership are essential for building trust and fostering a transparent environment. When leaders act with integrity and stay true to their values, they create genuine connections, encouraging openness and trust (Avolio & Gardner, 2005; Ravi, Bhatia, & Jain, 2023). Authentic leaders align their actions with their words, inspiring confidence and respect. By being approachable and relatable, they strengthen relationships, drive engagement, and support employees in reaching their potential. 
This aligns with VWNL’s goals of fostering trust, transparency, and ethical leadership. By promoting integrity and open communication, VWNL empowers leaders to create inclusive environments where employees feel valued. This commitment to authenticity strengthens VWNL’s mission to build a culture of respect, collaboration, and shared success. 
In addition to leadership, organisational maturity plays a critical role in driving growth. Maturity frameworks provide structured ways to assess and enhance organisational capabilities, yet many businesses fail to fully leverage these frameworks, missing opportunities for improvement. Organisational culture and climate are closely tied to organisational maturity, as both can evolve through strategic development and leadership interventions. Changing an organisation’s culture is a complex process, as it is deeply ingrained within the business and its people. Any cultural shift must be intentional, aligned with business objectives, and mindful of internal and external stakeholders to ensure lasting success. By equipping leaders with the skills necessary to lead with integrity and transparency, the organisation can improve employee trust, enhance engagement, and create a more supportive work environment (Moore, and Hanson, 2022).  
Furthermore, both organisational culture and climate are deeply intertwined with human resource management (HRM) practices, which influence recruitment, performance management, and reward systems. HRM practices shape workplace behaviours, reinforcing the norms and values embedded in the culture and climate. For example, an organisation that values innovation will likely implement HRM practices that promote creativity, risk-taking, and collaboration (Bhardwaj, 2022). Similarly, an organisation with a positive climate will likely focus on support, fairness, and employee well-being, which further enhances engagement and satisfaction (Danilwan and Dirhamsyah, 2022).  
Addressing employee engagement, the link between high-quality jobs, employee satisfaction, and organisational outcomes is clear. Employees who are happier, healthier, and more satisfied are more likely to be productive, innovative, and committed to their organisations (Young, 2004). This mutual benefits approach to motivation and people management is at the core of employee engagement. The insights from the VWNL Employee Engagement Survey 2024 (Appendix 1) offer valuable data for shaping a strategy to foster a happier, more motivated, and trusted organisational culture.  
Organisational culture and climate are pivotal in shaping the work environment and employee behaviour. By carefully considering these factors, organisations can develop strategic models that foster engagement, enhance productivity, and drive innovation. The interplay between leadership, organisational maturity, and HRM practices is key to creating an environment where employees are motivated to contribute their best work, ultimately supporting long-term organisational success.  

 1.2 Employee Engagement 
Employee engagement is a critical driver of organisational performance, with engaged employees being more productive, innovative, and committed to their roles (Young, 2004). The 2024 VWNL Employee Engagement Survey provides insights into strategies to foster a motivated and high-performing workforce (Drew, 2023).  
At the artifact level, employees expressed dissatisfaction with the office layout, which hindered collaboration and well-being. Additionally, inconsistent recognition practices revealed a gap between the company’s stated commitment to valuing employees and its actual practices (Moore and Hanson, 2022). These visible aspects of the work environment reflect broader cultural misalignments within VWNL. 
At a deeper level, employees raised concerns about psychological safety and hierarchical control (Koskinen, 2024). These ingrained beliefs stifle open communication, as employees fear retribution or feel their voices will not be heard. This misalignment between espoused values and underlying assumptions presents a significant challenge in improving employee engagement and organisational effectiveness. ‘Strategy is a rational decision-making process in which the organisations' resources are matched with opportunities arising from the competitive environment’ (Hseih and Chen, 2011, p17) 
 
1.3 Application of Schein’s Organisational Culture Model 
Edgar Schein’s (Schein, 2016), model of organisational culture provides a framework for understanding an organisation’s layers of culture. It identifies three levels: artifacts, espoused values, and underlying assumptions, which help assess an organisation’s culture and its impact on employee engagement. 
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(Schein, 1992) defines culture as the unconscious values, assumptions, and beliefs that shape an organisation, whereas climate refers to observable behaviours reflecting these values. Applying this model to VWNL helps identify discrepancies between the company’s stated values and employees' lived experiences, revealing gaps in employee engagement and psychological safety. 
Artifacts represent the visible elements of culture, such as office layout, dress codes, and recognition programs. The 2024 VWNL Employee Engagement Survey highlighted concerns about the physical workspace, which employees described as restrictive and not conducive to collaboration (Alankarage, Chileshe, Samaraweera, Rameezdeen and Edwards, 2024). This disconnects between VWNL’s espoused value of collaboration, and the actual office design reflects a mismatch between stated culture and workplace practices. Edmondson (1999) suggests that such discrepancies hinder psychological safety, as employees may feel undervalued and hesitate to engage. Addressing these gaps is essential for aligning VWNL’s physical environment with its cultural values (In Learning, 2020). 
Espoused values are the publicly communicated beliefs and goals of the organisation. VWNL promotes values such as trust, autonomy, and empowerment. However, the survey revealed a significant gap between these values and employees' experiences. Employees reported feeling excluded from decision-making processes, which undermines the authenticity of VWNL’s commitment to autonomy and trust. Kahn (1990) and Paulus (2023) argue that when there is a disconnect between espoused values and actual practices, employee engagement diminishes. If leadership fails to align actions with stated values, employees may become disengaged and demotivated (Edmondson & Bransby, 2023). 
At the deepest level, underlying assumptions are the unconscious beliefs that guide behaviour within the organisation (Zeng, et al. 2025). The survey revealed concerns about psychological safety and hierarchical control, with employees feeling unsafe to voice concerns or ideas (Koskinen, 2024). Edmondson1(999) defines psychological safety as the belief that a person will not be penalised for speaking up. When organisations prioritise hierarchy over openness, they create a fear-driven culture that stifles engagement. Kahn (1990) further supports the idea that engagement thrives when employees feel safe to express themselves without fear of retribution (Eisenstadt and Geddes, 2017). 

1.4 CIPD Maturity Model & Employee Survey Analysis
The CIPD Maturity Model (CIPD, 2017) provides a framework to assess HR practices, organisational culture, and climate. By evaluating strategic objectives, it helps organisations identify areas for improvement. Based on the 2024 Employee Engagement Survey, VWNL is at Level 2 of the CIPD Maturity Model, indicating key areas for growth, particularly in aligning its organisational culture and climate.
1.5 Current Position and Path Forward
At Level 2, VWNL has established foundational HR practices, but gaps remain in aligning values, climate, and daily operations. The 2024 Employee Engagement Survey identifies leadership practices, communication, and the alignment between values and employee experiences as areas for improvement. While VWNL promotes values such as trust, autonomy, and empowerment, employees feel these are not consistently reflected in practice. Leadership decisions often lack employee input or clear explanations, undermining trust and autonomy (Kleynhans, Heyns, Stander, & de Beer, 2022). One survey respondent noted, “Decisions are made without us understanding the reasons behind them.” This disconnect highlights the need for more transparent and inclusive leadership (Bor, 2024).
These findings stress the importance of authentic and ethical leadership in fostering trust and engagement. Leaders who act with integrity, communicate openly, and align their actions with organisational values help create a culture where employees feel valued and empowered. However, VWNL leadership has not fully integrated these principles. Strengthening leadership transparency and employee involvement in decision-making is essential to improving engagement and organisational maturity.
Additionally, employees expressed the need for better leadership development and clearer recognition of their contributions (Moore & Hanson, 2022). Addressing these gaps through ethical leadership and stronger communication will enhance engagement, improve organisational maturity, and foster a more motivated workforce.
1.6 Organisational Alignment and Climate
Level 2 of the CIPD Maturity Model (CIPD, 2017) highlights a gap in aligning VWNL’s values with daily operations. The 2024 Employee Engagement Survey shows that, despite promoting values like trust and autonomy, these are not consistently reflected in practice. This disconnect underscores the need for transparent leadership and better communication. Strengthening leadership development and fostering ethical leadership will bridge this gap and improve organisational maturity (Schneider, Ehrhart, & Macey, 2013).
1.7 Safety Climate
Safety in manufacturing practices is crucial, and safety climate reflects how an organisation prioritises both physical and psychological safety. The CIPD Organisational Culture and Climate (CIPD, 2022) suggests that organisations with higher strategic maturity embed safety into their culture, not just as a compliance requirement. However, at VWNL, while safety policies exist, operational pressures sometimes undermine these priorities. Leadership commitment is vital, but challenges remain in consistently aligning safety efforts with core values. In some areas, safety is perceived as a box-ticking exercise, weakening the overall safety culture.
The safety culture at VWNL is evolving, yet challenges persist. Policies are often seen as compliance-driven rather than part of the organisation's culture. As Edmondson (2020) notes, leadership plays a crucial role in shaping the safety climate. At VWNL, we recognise the need for leaders to encourage open reporting and remove hierarchical barriers. Employees sometimes view safety measures as token gestures, diminishing engagement with safety practices (Danilwan & Dirhamsyah, 2022). This reactive approach creates a disconnect between policy and practice.
Moving forward, VWNL is shifting towards a more proactive safety climate, where leadership demonstrates commitment, fosters transparency, and empowers employees to actively engage in safety initiatives. We aim to prioritise psychological safety, ensuring employees can voice concerns without fear of retaliation (Kahn, 1990). This cultural transformation goes beyond compliance, integrating safety into daily operations to create a genuinely supportive environment.
The 2024 VWNL Employee Engagement Survey exposes a gap, indicating that high workloads and tight deadlines lead employees to bypass safety protocols. This highlights that VWNL’s safety climate remains reactive, prioritising efficiency over well-being. To shift to a more strategic approach, VWNL must embed safety into workflows, enhance reporting mechanisms, and hold leadership accountable. Without these measures, safety risks becoming a symbolic gesture rather than a true commitment to employee welfare.
1.8 Ethical Climate
The ethical climate reflects how an organisation upholds ethical behaviour in practice. Strong ethical standards promote trust and transparency (Barattucci et al., 2021), but policies alone are insufficient. Leadership commitment and consistency between values and actions are crucial, yet often compromised in high-pressure environments where performance takes priority.
In a strategically mature organisation, ethics are embedded in daily operations, with leadership actively modelling ethical behaviour. However, this requires sustained accountability, which is not always guaranteed. In contrast, a reactive maturity level sees ethical codes treated as formalities, with leadership failing to reinforce ethical behaviour, creating a values-practice gap that erodes trust (Ghasempour Ganji et al., 2021).
Leadership plays a critical role in shaping ethical climate, but implicit biases can undermine decision-making. These biases may lead to uneven application of ethical standards, favouring certain employees and reinforcing workplace inequalities. If employees perceive ethical enforcement as biased or inconsistent, trust deteriorates, and ethical standards lose credibility.
The 2024 Employee Engagement Survey reveals a disconnect between VWNL’s ethical commitments and observed behaviours, suggesting a reactive ethical climate. Without stronger leadership accountability, bias-awareness training, and transparent decision-making, VWNL risks its ethical initiatives being seen as superficial. Aligning leadership actions with stated values is essential to fostering a genuinely ethical climate that is fair, inclusive, and resistant to stereotyping.

2. Conclusion:    
In conclusion, this analysis emphasises the critical need to address misalignments between organisational culture and climate, particularly in areas such as leadership, communication, and ethics (Rusu & Avasilcai, 2014). By applying frameworks like Schein’s (2016) model, the CIPD Maturity Model (CIPD, 2020), and the CIPD Organisational Culture and Climate (CIPD, 2022), it becomes clear that aligning both culture and climate is crucial for fostering a motivated, engaged, and high-performing workforce. 
Edgar Schein’s model was chosen for this report due to its comprehensive approach to analysing organisational culture. Schein’s framework is particularly valuable because it delves beyond visible aspects like office design and employee behaviours, and explores the deeper, often hidden elements of culture, artifacts, espoused values, and underlying assumptions. These hidden layers are represented by the iceberg analogy, (Dimitrov, 2013).  
what is visible above the surface constitutes only a small part of the true organisational dynamics. This model allows for a deeper understanding of cultural misalignments, particularly when examining how leadership actions and communication practices may conflict with the espoused values. For example, leadership inconsistency in modelling cultural values can lead to disengagement and a lack of trust among employees (Alankarage, Chileshe, Samaraweera, Rameezdeen, and Edwards, 2024). Although Schein’s model is highly effective in identifying these issues, it has limitations. Its focus on underlying assumptions makes it abstract, and in rapidly changing environments, these assumptions may shift more quickly than the model can account for. Additionally, the complexity of interpreting underlying assumptions can make the model difficult to apply without substantial organisational commitment to in-depth analysis. Nonetheless, when used correctly, Schein’s model provides a valuable tool for uncovering root causes of misalignments, which, if not addressed, can damage employee morale, trust, and the organisation’s long-term success (Affinito et al., 2025). 
The internal survey is essential for giving staff a voice, promoting inclusion, and boosting engagement. However, its success depends on effective implementation of the recommendations. Without action, the survey risks becoming a symbolic gesture (Bicheno & Holweg, 2023). To ensure impact, recommendations should be framed with SMART goals (Pietsch,  et al. 2024). 
 (specific, measurable, achievable, relevant, and time-bound) along with defined timelines and review dates. A bi-monthly steering meeting will assess progress, make adjustments, and maintain leadership and employee involvement in the change process. Continuous assessment will turn feedback into meaningful improvements. 
Sackmann & Phillips (2004) note that while organisational culture is deeply ingrained, climate is more adaptable to leadership and workplace changes (Schneider et al., 2011). A key challenge is bridging the gap between espoused values and actual practices, which can cause employee disengagement (Ostroff et al., 2003). This supports Schein’s (2016) view that misalignments between values and assumptions undermine culture. 
Addressing this requires leadership development, improved communication, and an ethical, supportive environment. Research shows that trust and transparency are critical for employee satisfaction, health, and productivity (Young, 2004). Edmondson (1999) highlights that psychological safety is crucial for empowering employees. 
The 2024 Employee Engagement Survey stresses the need for clarity in policies, procedures, and ethical standards to close the gap between stated values and reality. These findings align with the CIPD Maturity Model’s (CIPD, 2020) call for better strategic alignment to enhance employee engagement. By implementing leadership development, improving communication, and reinforcing ethical practices, VWNL now Arla Foods can foster a more engaged workforce during its transition from a family-owned business to a corporate one (Lim & Jeong, 2025). 
 
3. Recommendations 
Based on insights from the 2024 Employee Engagement Survey and the CIPD Maturity Model (CIPD, 2020), three key recommendations are proposed to enhance employee engagement: leadership development, communication and role clarity, and strengthening safety and ethical culture. These recommendations aim to address organisational gaps and improve employee trust, performance, and overall satisfaction. 
3.1 Recommendation 1: Leadership Development Program 
The first recommendation is to implement a comprehensive Leadership Development Program designed to address the gap between the organisation’s stated values and leadership behaviours. The programme should focus on ethical decision-making, communication, and emotional intelligence to foster trust and transparency. Leadership development is vital to improving employee engagement, but its success depends on integrating these practices consistently into leadership behaviour. 
Coaching should be personalised to refine leadership styles, yet this approach requires a strong commitment from senior leaders to be effective. If leadership does not fully embrace this initiative, the programme risks becoming ineffective. The in-house estimated cost of £40,000 annually for training, workshops, coaching, and external facilitators is justifiable, provided the outcome aligns leadership actions with organisational values. This will improve trust, engagement, and performance. 
 
3.2 Recommendation 2: Enhancing Organisational Communication and Role Clarity 
The second recommendation is to enhance organisational communication and clarify role definitions. A 360-degree communication strategy (Valentinaflorea et al. 2021) should be implemented to improve transparency and align teams with business goals. While this approach could foster a culture of openness, its success hinges on leadership’s active involvement in communicating priorities and expectations. Without structured communication, the strategy could fail, leaving employees unclear about their roles and the organisation's direction. 
In addition, formal and informal feedback mechanisms—such as anonymous surveys and one-on-one check-ins—should be established, but they need to be coupled with actionable steps. Without tangible changes, feedback could seem superficial. Cross-departmental communication must also be encouraged, but leaders must take an active role in facilitating collaboration, rather than leaving it to chance. Platforms like Culture Amp (Culture Amp, 2019) for performance management can help align individual objectives with organisational goals, but their effectiveness will depend on their proper implementation and consistent follow-up. The estimated cost of £30,000 for this initiative is significant, but it could result in improved role clarity, better alignment, and enhanced employee engagement, provided the organisation follows through effectively. 
3.3 Recommendation 3: Strengthening Communication and Safety Culture 
The third recommendation is to strengthen both communication and the safety culture and climate within the organisation. Establishing a clear ethical and safety framework aligned with recognised safety regulations and ethical codes of conduct is critical. While training programs such as IOSH Managing Safely (Managing Safely, 1996) will equip leaders to uphold safety standards, success will depend on leadership accountability and real-time communication. 
The IOSH Managing Safely course is particularly beneficial because it provides leaders with the necessary skills to identify and mitigate potential hazards, ensuring a safer working environment. It is a globally recognised program that focuses not only on legal safety requirements but also on practical skills that improve decision-making in real-world safety situations. This training ensures that leaders are not only compliant but proactive in managing risks and responding to safety concerns effectively. By equipping managers with the tools to conduct risk assessments and promote safety awareness, the programme directly contributes to a culture where employees feel safe to report concerns without fear of retaliation. 
Moreover, IOSH training supports a shift from reactive safety practices to proactive risk management, which can significantly reduce accidents and improve overall safety outcomes. With trained leaders, the organisation can foster an environment of trust, where safety is integrated into daily operations rather than treated as a compliance formality. Employees are more likely to trust a leadership team that is visibly engaged in safety and well-being, making them more comfortable in raising issues and participating in safety dialogues. 
The estimated cost of £25,000 for implementing the ethical and safety framework, communication initiatives, and IOSH training for managers is reasonable, given the long-term benefits of reducing incidents and improving employee trust. However, the true benefit of this investment will only materialise if leadership consistently reinforces safety practices and holds themselves accountable for maintaining the safety culture. 
3.4 Expected Outcomes and Business Impact 
Implementing these recommendations will lead to several positive outcomes, including improved leadership practices that foster a more engaged workforce with higher trust and satisfaction. Employees will feel their voices are heard, roles will be clearly defined, and the organisation will become more transparent, ethical, and accountable. The business impact is expected to include increased employee loyalty, reduced turnover, and enhanced productivity. As employees align with the organisation’s values and objectives, they will contribute more effectively, leading to a cohesive, high-performing workforce. 
3.5 Implementation and Monitoring 
To ensure successful implementation, the organisation should establish clear goals with defined timelines and regular progress reviews. A steering committee comprising key management personnel, such as the Head of HR, Factory Manager, Site MD, and HR Business Partner, should meet every two months to assess progress. These meetings will provide an opportunity to discuss improvements, share success stories, and identify new areas for growth. 
Regular monitoring and evaluation are essential for driving continuous improvement. This process should involve addressing real-time challenges and ensuring that feedback is acted upon promptly. By committing to these efforts, VWNL can reinforce its dedication to fostering a motivated workforce, improving operational efficiency, and cultivating a thriving organisational culture. This proactive approach will mitigate disengagement risks and position VWNL as an employer of choice, driving long-term success. 
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