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[bookmark: _Hlk130572615] Q1: Evaluate the advantages and disadvantages of the organisation structure in your organisation (or an organisation with which you are familiar) and evaluate the advantages and disadvantages of one other organisation structure. Within the evaluation, you should include the reasons underpinning the structure.
Admiral has a functional-hierarchical organisational structure this type of structure suits the organisation based on the 5000 people it employs in the UK and that it groups employees by speciality, for example Claims, Customer Services, Sales, HR, Finance and Marketing departments. Within these departments are multiple people competing similar roles, with a Manager, Operations Manager and a Department manager for each of those functions. Although the departments are independent and will have their own strategies, the premise of their strategies will be linked to the overall aims of the companies’ objectives, this is one advantage of the structure as outlined by Taylor and Woodhams (2022a)
Further advantages of this type of structure are increased skills and development seen as employees will be able to learn from their managers which can increase the opportunity for personal growth and development for employees. There is also clarity with knowing where to go for information relating to a specific department. 
Disadvantages of this type of structure could be a lack of flexibility with participation in decision making based on the varying levels of management Armstrong (2022), furthermore a disconnect from senior management can contribute to lower levels of productivity Taylor and Woodhams (2022a).
Another organisation structure to evaluate is that of Costco Wholesale, they operate under a divisional structure, this structure seems the likely fit as it segments employees based on products and/or locations rather than the role they perform. Costco might want to separate its durable goods such as clothing or electrical goods from its food or logistics. Furthermore, geographical structure is a key part of the divisional organisational structure and Costco is worldwide and operating in varying locations.   
Advantages of the divisional structure include accountability and transparency which makes it easier for management to be accountable for the decisions taken and it makes it easier to track the outcome of the decisions via the divisions. (Indeed, 2023) Furthermore, company advantage in local markets can be achieved by the autonomy given to management for decisions made in local areas in response to changes in the market. 
Disadvantage of this type of structure could be the cost, as it will likely need a centralised department to oversee the running of the overall business and it may encourage rivalries between the divisions rather than collectively working toward the overall aims of the business. (Indeed, 2023)  







Q2: Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. 
To achieve success most organisations will have a strategy that outlines how they will evolve and react to opportunities and threats, typically defined as a set of initiatives that are set to create value for the firm, its customers, suppliers and employees. Taylor and Woodhams (2022a) 
The strategy can be viewed as the engine of the business, allowing for the rest of the components of the business to move and operate. Performance management, employee/customer satisfaction and development of products and services may include individual plans outlining their aims and objectives, but they should be derived from, and working toward the overall business strategy. According to Harvard business school ‘’without a clear business strategy, a company cannot create value and is unlikely to succeed’’. Boyles, (2022).
Admirals’ strategy centres around people, process and technology. The company website explains that;
Our strategy remains highly focused on building customer-centric, sustainable businesses for the long term. We strive to keep doing what we're doing well and do it better year after year. (Admiral Group PLC, 2023)
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The strategy focuses on three areas, business diversification, which is the intention of the business to expand its services and products beyond car insurance to products like pet and loans. Secondly motor evolution, this is improving the motor strategy to keep in line with social and economic factors, for example a change to consumer habits searching for cheaper insurance has seen the company introduce telematics, this is fairer pricing for premiums based on monitoring customers driving and generating a premium based on that, as well as aiming to be the number one insurance provider for electric vehicle insurance with the rise in sales of electric cars. 
Admiral 2.0 is the businesses’ aim of operating in an agile way, with plans for enhancements in technology and automation expected over the next few years. Balancing technology with people will need careful consideration, there are risks to using automation and AI that have not been fully understood, such as compromising security and ability to change the technology, which can be detrimental to the business. The significance of treating technology and AI with People as a partnership, is critical to its overall success. (Mohdzaini, 2021)
At the centre of the strategy is the customer and the team, the company’s ethos of ‘’people who enjoy what they do, do it better’’ is crucial to the success of the business, these strategic priorities are linked with the HR strategy and the HR team play a pivotal role in establishing what the staff feedback is by analysing the Great Places to Work survey (GPTW) and Best Companies survey as well as other information like Absence and Attrition data. 
The HR team will suggest areas where concerns are highlighted in surveys or from staff feedback from focus groups and implement initiatives for improvement. The ability to change the strategy is essential to businesses and in Admirals case continuing its ethos of employee satisfaction, this is highlighted by Taylor and Woodhams (2022a) as one of the core areas of strategy.


















Q3: Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. 
In the current landscape Admiral faces distinct challenges emanating from external factors. An ideal framework to help identify these factors can be a PESTLE analysis, this is because it focuses specifically on external factors.  (Battista, 2023) 

The political aftermath of Brexit has compelled the company to scrutinise their supply chain and its impact on acquiring car parts from Europe. The time taken to settle claims is longer due to the price and time constraints of importing the parts, the longer it takes to settle, the more expensive it is, this impacts on the profit margins of the business. To navigate potential disruptions, the priority lies in strengthening the supply chain reliance and exploring alternative sourcing strategies for the business. Some potential ways the business can explore this is to find cheaper hire car companies for the replacement vehicles for customers whilst the claim is being repaired, this can reduce the spend whilst the claim is taking longer to settle. 

The legal area has introduced the FCA remedy, requiring a revision of the companies pricing strategies for renewals and new business. The focus remains ensuring compliance with FCA regulations to ensure fair and transparent pricing practices for customers (FCA, 2021). It means all car insurance companies will need to offer the same price at renewal as what they would if the customer was taking a new policy. 

This ensures fair pricing for the customer but has reduced the ability to apply discounts at either renewal and/or new business. It removes the potential for one customer getting a discount simply because they asked in comparison to those who had not. To ensure that the company continues to increase profitability they have branched out into other areas and now have household, pet and loans as further services they offer. 

Exploring the social-cultural aspect, ensuring that the HR team addresses the recruitment challenges that are associated with remote hybrid working is paramount. The companies’ priorities include developing robust virtual onboarding processes, cultivating a sense of belonging for remote employees, and implementing flexible work policies to attract and retain talent in the changing landscape. Although organisations have largely been working remotely since 2020, the business is still facing challenges with ensuring that they are flexible for employees and moving away from the thinking of the amount of time spent at desks and instead focusing on output. (CIPD 2017) 

The Business has created collaboration spaces and promotes the office days for collaboration, however, the increase in employees’ calendars being full of teams meetings and people often attending work and being on those during the office day, needs to be evaluated as it could be that office days are just an extension of home working but just in office, which defeats the object of collaboration. 





Q4:When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)

The debate about AI and the ever-changing landscape of technology and its impact on organisations is not a new phenomenon. There is a wealth of information about the benefits of technology but there is doubt too, enhancements to technology can provide great efficiencies and cut costs but it can also mean the reduction of some roles that are no longer required due to a system or robotics being able to complete it. An example of this can be seen when Henry Ford replaced the horse drawn carriages to carry the frames of the car and introduced a production line in 1913, by 1970 machines were used to replace some of the work carried out by humans and today, Ford only produces one car model. Chui et al (2016)

Changes in technology have already affected the way we work, globalisation and changes to remote working are some of them. The introduction of Microsoft teams and Zoom have enabled people to work from various locations thus increasing connectivity (CIPD, 2021b) Although the positives from this are enhancements to work life balance and less cost to running the physical business for the organisation, there is the downside of losing connection between employees in the physical sense and the benefits of collaboration that come with working physically in the office. (CIPD, 2021b) 

Although the possibility for more robots to take over our jobs is very much a reality, the main types of automation that companies are investing in currently are for those onerous tasks such as letter writing or manually inputting data to systems. Having such tasks automated can free up time to work strategically, it will be harder to code a robot to think creatively or to be able to negotiate as well as a human can and even with enhancements in technology that might not necessarily result in everyone taking it up. Excell has been around for a long time and not everyone understands that or uses it to its full potential (CIPD 2017).

The impact of automation on certain job roles can result in a lack of engagement and impact on the company’s culture. (Pritchard 2022) Call centres employ 800,000 people in the UK and the rise of chat bots has increased over the past few years with the technology becoming more sophisticated and enabled just as good a customer journey via a chat bot than that of a human being. This has allowed more time for the more nuanced conversations that digital can’t pick up to be focused by the employees. 













Q5: Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)

Edgar Schein’s model of behaviour consists of three levels the first being Artifacts and Behaviours this focuses on the visible aspects of culture, such as dress code, office layout and observable behaviours. This is what others would see as they walk around the office and observe from an outside perspective. 
The second level is espoused values, these are the stated beliefs and norms, often expressed in the organisations mission statement or official documents, some examples could include how performance is managed or how feedback is given, it focuses on the ‘’what should be done’’ and ‘’how should it be done’’. 
The third focuses on basic assumptions which are the underlying often unconscious, beliefs and values that shape behaviour. These are the core, taken-for-granted aspects of culture. Shein suggests that understanding and influencing organisational culture involves addressing all three levels but to change the culture you need to shift the assumptions.  (Mullins, 2007)
When a culture is strong employee interactions become more effective, this creates an environment of improved communication and collaboration which in turn increases productivity. (Armstrong, 2022) The organisational culture is the key to excellence and the purpose of leadership is the creation and management of culture. 
One prominent model to assess would be Maslow’s Hierarchy of needs. Proposed by Abraham Maslow, this psychological theory suggests that human needs can be organised into a hierarchy, and he uses a pyramid to explain them starting with basic physiological needs that need to be met and progressing to higher-level needs like self-actualisation. The model implies that individuals seek to fulfil lower-level needs before moving on to higher-level ones. (Mullins, 2007)
Taking the principles of Maslow’s hierarchy of needs and applying them in the context of an organisation can help highlight what is needed to ensure employee engagement remains high. Providing a safe and comfortable environment, ensuring effective communication between one another, spending time getting to know colleagues because this can help build relationships and foster a positive working environment as well as improving collaboration with one another. Praising the team and valuing their hard work as well as managing those who are underperforming all of which can have a positive effect of the behaviour of employees which in turn impacts positively on the culture of the organisation (Taylor and Woodhams, 2022b). 









Q6: Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2)

The Recruitment process is an important strategy that many organisations want to get right because it can impact on the diversity, quality and retention of staff. (CIPD, 2020c) Attracting the right people into an organisation is important for its culture, engagement and to reduce the effects and cost of people leaving. Waite et al, (2022) describes how the complete employee lifecycle needs attention, recruitment and selection can bring the right employees to the company but if there is a lack of development opportunities, or employee engagement levels are low this can cause an increase in employees wanting to leave.
Admiral promotes a diverse workforce, employing the right candidate and ensuring that everyone feels they can speak up about issues affecting them, this is marketed on their website and can be seen in practice through regular staff surveys and committees. Waite et al, (2021) describes the significance of how employees are introduced to a company early on will help shape how the employee connects to the organisation and understands the part they will play in shaping the organisations vision and purpose.
During the recruitment and selection process at Admiral, relaxed interviews are encouraged and a comprehensive induction programme that equips people with the right skills to perform in a timely manner. Regular meetings are held with new recruits to get their feedback on their induction process. Taylor and Woodhams, (2022b) discuss engagement as a positive condition connected to wellbeing and how it helps employees be more productive and remain loyal. 
Performance management systems play an important role in achieving an organisation’s goal, improving productivity levels and developing staff. Their significance increases the companies’ output, develops employees and manages those who are underperforming. Waite et al (2021) Admiral has regular 1-2-1’s and a perform and grow appraisal system to encourage goal setting and further development. 
Managers at Admiral adopt a non-directive approach to feedback and allow autonomy in the work that people do, however, this is not always the case across all functions of the business. The call centre functions rely heavily on call answer rates and employees answering calls and completing tasks in a timely fashion, this can be challenging with difficult customers or external pressures facing the employees that can impact on their productivity. 
Providing meaningful aims and objectives, supporting employees through comprehensive training and developing talent can improve employee engagement and foster a positive culture. Armstrong, (2022) However, if the callboard dictates that training needs to be postponed or if 1-2-1’s cant be carried out, the impact this can have can be detrimental to the engagement levels of employees.  





Q7: Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances. Explain two different models or theories to managing change. (AC 2.3)

Lewin’s Change Management Model, developed by psychologist Kurt Lewin, is a three-step process known as unfreezing, changing and refreezing. The initial stage, known as unfreezing, involves preparing the organisation for change by creating awareness and understanding of the need for it. It looks to break down existing mindsets and resistance to change. 
The second phase is where the changing is implemented, this would be where new processes, structures or behaviours are introduced and employees are encouraged to embrace these alterations. The final step is the refreezing, this involves solidifying the changes into the organisations culture. This includes reinforcing the new behaviours, norms and processes to make them a lasting part of the organisation. Roberts, (2023)

Lewin's model is straightforward and easy to understand, making it accessible for both leaders and employees. The refreezing stage provides stability by anchoring the changes in the organisation's culture, preventing a return to the old ways.

The model emphasises involving employees in the change process, fostering a sense of ownership, this is seen to help with buy in for the change to ensure that it is likely to stick and that the employees will help to positively drive the changes forward by having belief in the vision. Lewin (1951). The linear nature of the model may be too rigid for complex, rapidly changing environments, Lewin assumes that organizations operate in a state of equilibrium, which might not be true in dynamic industries. (Mullins, 2007)

The next model to explain is that of Kotter's 8-Step Change Model, developed by John Kotter, this model provides a more detailed and sequential approach to organizational change. 

The first step is establishing a sense of urgency, this is done by creating a compelling reason for change to mobilise the organization. The second is creating a guiding coalition by forming a dedicated team to lead the change effort. The third is developing a vision and strategy, by outlining the overall direction for the change and the plan to achieve it. The fourth is communicating the change vision, by ensuring that the vision is understood and embraced throughout the organization. (Mullins, 2007) 

The model is a comprehensive approach because it covers a broad spectrum of aspects in the change process, providing a holistic framework. The model stresses the importance of clear communication, reducing ambiguity and resistance. However, the eight-step process can be overwhelming and challenging to implement in fast-paced environments and it requires a significant investment of time and resources, potentially posing challenges for smaller organisations. (Taylor and Woodhams, 2022a)







Q8: A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)

The Kubler-Ross Change curve outlines the emotional stages individuals may experience when facing significant change or grief. The model initially focused on the stages of grief but has been adapted to understand the process of change in various contexts. 

The five stages identified in the Kubler-Ross Change Curve are denial, anger, bargaining, depression and acceptance. Initially applied to individuals coping with terminal illness, these stages have been adopted in organisational change management. A change unfolds, individuals often start with denial, resisting the reality of the impending change. Subsequently, anger may be felt as they grapple with the perceived injustice or disruption. Bargaining involves attempts to negotiate or find ways to mitigate the change, followed by a period of depression as the full impact is internalised. Ultimately acceptance is reached, signifying an acknowledgement and adaptation to the new reality. Kubler-Ross (1969)

While the model provides a useful framework for understanding the emotional journey of individuals during change, it has been criticised for oversimplifying the complexities of human emotions. Boanno and Kaltman, (2001) challenges the claims of these stages, specifically individual differences in coping strategies. Additionally, some argue that the linear progression from denial to acceptance may not accurately represent the nonlinear and dynamic nature of change experiences. Bridges (2003) 

Despite these disadvantages, the Kubler-Ross model remains a valuable tool in change management. Its simplicity can aid communication and facilitate a shared understanding of the emotional dimensions of change within organisations. Graetz et al., (2006). The ability to recognise the emotional reactions can help management to support employees through the change process. The importance of open communication during all stages of the change process between management and employees is important to not only ensure the new process is effective, but that the emotions to the change are discussed. Armstrong, (2022)
The Kubler-Ross Change Curve offers a valuable approach of emotional responses to change. However, its application should be approached with caution, considering the individual variations in coping mechanisms and the dynamic nature of change experiences. Encouraging open lines of communication is important because it will foster a better understanding of the change, normalising conversations around feelings and understanding that people may have external pressures that can contribute to how they deal with the change, is important.






Q9: The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing.
Workplace wellbeing is of paramount importance, influencing both individual job satisfaction and overall organisational performance. The recognition of employee wellbeing as a critical factor in the success of the business has grown substantially in recent years with extensive research exploring its various dimensions. 
One key aspect of wellbeing is its impact on individual job satisfaction. Job satisfaction is strongly linked to overall wellbeing, and the two reciprocally influence each other (Diener, 2001). High levels of wellbeing contribute to increased job satisfaction, creating a positive feedback loop that enhances employee engagement and performance Warr, (1999). 
Organisational success is also contingent upon the wellbeing of its workforce, Wellbeing positively correlates with higher levels of productivity and creativity. Taylor and Woodhams, (2022a) Organisations that prioritise employee wellbeing are likely to experience reduced absenteeism and turnover, contributing to a more stable and effective workforce. 
The latest data from the CIPD shows that 76% of the respondents who took part in a survey gathering data on absence, reported taking stress related absence with the top reason for taking absence listed as ‘’Management style’’ (CIPD, 2024d) The importance of manager interactions with employees is paramount to fostering a good culture, their ability to spot concerns with employee health and wellbeing is crucial in order to resolve matters quickly and offer help and support. Tayler & Woodhams (2022b). 
Several factors impact wellbeing at work. Job design and role clarity are crucial elements. Karasek’s Job Demand-Control model (Karasek, 1979) emphasises the significance of a balance between job demands and job control. Jobs with high demands and low control may lead to stress and negatively impact wellbeing. Similarly, supportive organisational culture and effective leadership play pivotal roles. Research by Nielsen et al. (2017) indicates that leadership support and a positive organisational culture, are associated with higher employee wellbeing. 
Work-life balance is another critical factor influencing wellbeing. Organisations that foster a culture of flexibility and promote a healthy work-life balance contribute to enhanced employee wellbeing (Greenhaus & Allen, 2011.) Additionally, physical work environment and job security are important determinants. For example, poor working conditions and job insecurity can lead to heightened stress levels, negatively impacting overall wellbeing. (Eisenberger & Stinglhamber, 2011) 
In conclusion, the importance of wellbeing at work cannot be overstated. It not only influences individual job satisfaction, but it also has wider implications for the success of the organisation. Understanding and addressing the factors that impact wellbeing, from job design to organisational culture, is crucial for creating workplaces that promote both individual and collective flourishing. 




Q10: The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)

The employee life cycle is a critical concept in human resource management, encompassing the stages an individual goes through during their employment with an organisation. This cycle typically involves recruitment, onboarding, development, retention and eventual exit.  Various people practices play an important role in shaping the employee experience. 

In the initial stages of the employee life cycle, the recruitment process is critical. HR professionals often in the role of recruiters, are responsible for attracting suitable candidates to the organisation. Their role involves creating accurate job descriptions, conducting interviews, and assessing candidates’ suitability. According to Stone (2008), effective recruitment practices contribute to acquiring talent that aligns with the organisation’s values and goals. 

Once a candidate is hired, the onboarding process becomes essential. HR practitioners, in onboarding roles, ensure a smooth transition for new hires. This involves providing necessary information, facilitating introductions to colleagues, and conveying organisation culture. As highlighted by Bauer and Erdogan (2001), a well-executed onboarding process contributes to higher employee engagement and faster integration into the workplace. 

Throughout the development stage of the employee life cycle, learning and development professionals play a crucial role. Their responsibilities include identifying training needs, designing programs, and fostering a continuous learning culture. According to Noe (2013), effective development practices contribute to improved employee skills, performance and overall organisational effectiveness. 

Retention becomes a key focus in the middle stages of the employee life cycle. HR managers, in roles emphasising employee relations and engagement are instrumental in maintaining a positive work environment. This involves addressing concerns, recognising achievements, and implementing initiatives to boost morale. As noted by Cascio (2018), strong employee relations positively impact retention rates and contribute to a motivated workforce. 

Thie final stage, employee exit, involves HR specialists in roles related to separation and offboarding. Their responsibilities include conducting exit interviews, these are helpful to understand the reasons people are leaving the organisation, particularly levels of dysfunctional turnover. Establishing the reasons why people are leaving, due to a dissatisfaction with the organisation, is important to understand as this can be changed by the managers interventions or organisations practices. Furthermore, the reason why someone is leaving can influence the previous stages highlighted above and changes can be implemented at those times to avoid the resignation in the first place. Taylor and Woodhams, (2022b)





Q11: Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)

Human Resource (HR) practices are important to fostering synergy across various organisational areas and advancing organisational strategies. This analysis explores the interconnectedness of HR practices, emphasising the HR business Partner model, Centres of Excellence (CoEs) and the alignment of HR strategies. 

The HR Business Partner model is essential in connecting HR practices with overall organisational objectives. According to Ulrich and Brockbank (2005) this model involves HR professionals working closely with business leaders, integrating HR functions into strategic decision-making. This collaboration ensures that HR practices align with the specific needs of the different departments, creating a cohesive approach to achieving organisational goals. 

At Admiral the HR team regularly undertake analysis and report findings to the business areas. A recent account of new employees’ feedback, undertaken by a series of meetings, concluded that the training period should be extended and conducted in-office for a longer period before allowing new employees to work from home. The business area’s concerns are attrition is increasing, particularly in staff with less than 12 months service, so the HR team, along with the managers work together to establish what can be changed to reduce attrition. This model can facilitate effective communication and decision-making which helps achieve the business areas strategy in reducing attrition as well as the overall organisations. 

Centres of Excellence (CoEs) further enhance this connectivity by providing specialised support in key HR areas. According to Lawler (1995), CoEs allow organisations to concentrate expertise and resources, ensuring that HR practices are tailored to meet the unique requirements of various departments. At Admiral the Talent Acquisition team can streamline recruitment processes, directly contributing to the strategic staffing needs of different business areas, in the example given above, a member of the Talent and Acquisition team are present at the feedback meetings. This support can directly contribute to the staffing levels of that business area, this specialisation ensures that HR practices are not only aligned with overall strategies but are improved for the specific business areas. 

In vertical organisational structures, HR practices are intricately connected with different hierarchical levels. For example, HR can support the top level by implementing leadership development programmes, for the next skilled executives. Simultaneously, HR practices at the front-line level can be centered around employee training and engagement, aligning with operational objectives. This alignment ensures that HR strategies resonate with the distinct needs of various organisational tiers. Ulrich, Zenger & Smallwood, (1999)

In contrast, horizontal organisational structures necessitate HR practices that foster collaboration across departments. HR strategies in such settings should encourage knowledge-sharing, skills development, and effective communication between different functions. For example, HR could implement cross-functional training programmes to enhance employees’ abilities to work seamlessly across diverse projects and teams. This horizontal alignment ensures that HR practices contribute to breaking down silos and promoting a collective approach to achieving organisational objectives (Lawler, 2003).

Q12: Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)

People practitioners play a crucial role in consulting and engaging with internal customers within an organisation. There are various processes that can be adopted to foster effective communication, collaboration and support. At Admiral establishing regular feedback is essential for the business, one way the company does this is by sending out the Great Places to Work Survey (GPTW) and the Best Companies to Work for Survey, they will use the data gathered to understand how employees are feeling to influence change.

Another method that is adopted is the Employee Committee Group (ECG), this is a collective of employees from around the business that meet regularly to discuss potential changes and express their opinions on new practices or procedures, they can consult with the ECG chair who reports back to the senior management and the board of directors. 

However, despite this forum existing it is not completely transparent about significant changes in the organisation prior to them happening. As noted in Taylor and Woodhams, (2022b) such forums were created by the introduction of the Information and Consultation of Employees (ICE) Regulations in 2005, but as discussed, even with the introduction of these regulations, there is little evidence to suggest that employers are involving employees in organisational changes before they happen. 

Additionally, HR professionals can utilise strategic workforce planning to align with organisational capabilities and aspirations (Taylor and Woodhams, 2022a) Admiral has recently merged two departments, Outbound sales with the Inbound sales team. The aim of the merge was both financial and ethical, due to the nature of Outbound calling. The challenges were skills gaps between the processes of the two functions and the shift times were different. By forecasting future skill requirements, identifying talent gaps and creating shift patterns that worked for all employees, the HR team proactively consulted with managers in ensuring the effective planning of skills and processes. 

The HR business partners at Admiral engage in monthly consultations with managers and discuss key challenges to align their support through a variety of initiatives. According to Taylor and Woodhams, (2022a) Building strong relationships with line managers is another key process that enhances effectiveness of HR interventions and ensures alignment with departmental objectives. 
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