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1. Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure. (AC 1.1)

A Divisional Structure is based on teams delivering a specific product or service, rather than a team based on job roles. These teams be based on geographical locations i.e. national/regional divisions. Organisations that choose to adopt a divisional structure do so to adapt to their competitive environments quickly, for example large multinational companies such as Coke a Cola or McDonalds. It allows organisations to tailor their product offer (e.g. cultural menus) and governance processes (e.g. employment law) to suit the region. Interestingly, Junge, Luger and Mammen’s study (2023) identified leadership operating divisional structures have a narrower environmental perception gap, they are closer to their competitive environment and can act accordingly to address any changes.  Another advantage of this type of structure is that each team has clear and specific remits, allowing greater supervisory control of employees and outputs. However, separated functions can fall victim of the silo effect, working across multiple functions or regions making whole organisation communication and change slow to implement. Competition between teams for funding and resources can also be detrimental to overall organisational goals. These factors could be further exasperated if the organisation increases levels of hierarchy. Taylor and Woodhams (2022) suggest the impact of the distance between the frontline employees and senior management could cause a disconnect, which in turn could lead to low morale and retention issues.  

Davis and Lawrence (1977) describe a matrix structure as a “multiple command” or “two boss” structure. This involves the layering of structures with line management from both the project development and functional activities. An advantage of working across functions is that it allows a coordinated approach to a project which provides greater communication and grows innovation with efficiencies. Working in a project team gives employees immediate access to expertise in each of the organisational functions. Nike is a multinational organisation that has adopted the matrix structure to benefit from executive operations with global branding and regional divisions for logistics and distribution, which supports their expansions into new markets. Egelhoff and Wolf (2017 p. 28) explore the development of matrix structures acknowledging that without careful leadership, confusion and conflict could occur with slower decision making and managers with differing priorities of the ‘two bosses’ pulling the teams in different directions. David and Lawrence (1977) described this referring to the need of ‘balanced matrix’. Recognising the impact of the different managers influencing the direction the team takes, whilst acknowledging this enables the team to react quickly to changes in the environment or strategy. 
2. Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. (AC 1.2)

Monmouthshire County Council (MCC) deliver services to meet the needs of the community it serves; the community is the customer. MCC’s Taking Monmouthshire Forward: Community and Corporate plan 2022-28 is a planned strategy as defined by Lynch (2003). The plan identifies the challenges faced by the residents of Monmouthshire and sets out the objectives and courses of actions to be taken from a set point in time. MCC use SWOT and PESTLE to inform their strategy. The plan also outlines the monitoring systems and an annual self- assessment when changes to realign objectives to meet the needs of the service user are drawn up based on strategic analysis and then presented to the council cabinet for consultation and adoption. 

The MCC strategy details ‘What the evidence tells us’ suggesting more in-depth analysis focusing on the service user is conducted. MCC use several tools to assess customers experiences these include, community focus groups, resident surveys etc. Local Government decision makers are elected by the community and are in office to represent the customer. Many councillors offer opportunities to meet with their constituents to understand the issues faced, this information is relayed to LA officers to take the appropriate action. Which in theory suggests emerging strategies can arise. However, in practice the drawback for local government is that several of the services are mandated and regulated, with strict funding criteria with job roles being legally defined. Combined with the hieratical decision-making and governance structures this can result in changes being slow to implement and in some cases the change can be out of date at the point of service delivery.  For example, MCC were one of the first to utilise digital technologies to adopt agile working practices, which meant the impact of Covid 19 for residents accessing services was not as great as it was for residents in other regions. Since the pandemic the digital innovation has plateaued, new digital platforms supporting services have been slow to fruition, leaving MCC behind advancements other LA’s have made, which impacts the ability to address the customer’s needs.

These issues highlight MCC’s ability to meet service users’ needs is closely aligned to its organisational and decision-making structures. CIPD (2023) explains the challenge many organisations face due to increasing pace of change and transformation which is demanding frequent re-design activities. MCC are undergoing structure changes in several areas to meet objectives set in 2022 e.g. vulnerable individuals leaving hospital or requiring support to access the community has led to a care staff restructure, with new teams and working patterns revised. The biggest challenge for MCC is the speed at which it can deliver on the strategy to meet current needs of its customers. 



	 


3. Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. (AC 1.3)

Impact of Interest Rates
The revenue funding for local government services is delegated from central government via the Welsh Government, it can then be topped up by council tax and other chargeable services. According to Hayes (2024) rising interest rates have made it more difficult for local authorities to service their debt, contributing to lower financial resilience. Combine this with interest rates increasing, the council’s ability to borrow for capital projects weakens and impacts on the council’s investment opportunities. The priorities for the council have been identified as Social Care, Homelessness, and Education, which require investment in buildings. Without adequate accommodation families will not move or stay in the area. Therefore, not addressing these capital issues, will impact on revenue raised, to fund crucial services. Seeking alternative funding structures is now a priority. 

Impact of Inflation 
Inflation rises have impacted Local Authorities dramatically as the costs associated with providing services has almost doubled. Planned expenditure on projects such as new schools have dramatically risen, leaving projects unfinished or scaled down. An example is the new Abergavenny 3 – 19 School, it was originally projected to cost £43 million, but it has now risen to £69.79 million, an increase of £26.79 million. As many of the services provided by the council are contract based e.g. schools catering or cleaning. The costs are often based on previous years interest rates, salaries etc. Therefore, the actual in year costs are higher. Hayes 2024 describes this impact as lag in the Local Authority finance. The priority for the council moving forward will be to formulate all contracts with increased contingency funds, to accommodate unprecedented inflation.

Impact of changes in Teachers Pay and Conditions in Wales 
There has been a move from what was a national School Teachers Pay and Conditions Document, to separate versions England and Wales STPC(W)D. However, a commitment was given by Welsh Government that there should be ‘no detriment’ to teachers in Wales. This became significant when the independent Welsh Pay Review Body recommended teachers should receive a 4.3% pay uplift in 2024, in England was 5.5%. The Welsh Government subsequently released a statement to confirm teachers in Wales would receive the full uplift. The impact on the local authority was the 1.2% difference was foreseen; budget plans were already agreed. The Local Authority and schools must now prioritise the development of future budgets with higher than anticipated contingency funds, this is a complex priority with funding streams ever decreasing. 



4. In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers, and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work. (AC 1.4)

AI can conjure up visions of robots, within the world of business thoughts turn to potential job losses. Waite et al (2021 p.25) describes AI as the creation of intelligent machines that work and react like humans. How this is applied within business organisations varies greatly on innovation, levels of risk, technological ability, and resources available.  The recent CIPD (2025) Focus on: impact of AI and the world of work explores the many ways in which AI is transforming the workplace. People practitioners must keep up to date with AI developments as employees look to HR for reassurance and guidance in areas such as its use, how ethical is it, security and data protection.  

The extent of AI use in Monmouthshire County Council (MCC) is in its infancy, with the initial focus on exploring its benefits for customer services which saw the introduction of ‘Chatting with Monty the chatbot’ in 2021. With over 9,000 users the impact of chat bot is yet to be quantified. However, it’s developers (We Build Bots) claim the automation of 80% of waster related queries reduced operational strain (on contact centre staff), being bilingual, it reaches more residents and cost savings come from streamlining.  It has provided service users with another way to find the information they need from the Council but can the reduction in calls to the call centre be solely attributed to the introduction of AI?  The quality of the service provided by AI is limited to the information which is put into to it, a study into its effectiveness and value for money is planned in the near future. 

The MCC Digital and Data Strategy 2024 outlines the strategy to explore AI capabilities further. Using generative AI and other emerging technologies to automate tasks and business processes to drive efficiencies and to deliver better services for users. The most significant move in AI generating efficiencies for MCC will be the use of Microsoft Copilot. ADSS Cymru, have recently undertaken an assessment into the readiness of Social Services departments to implement Microsoft Copilot into Adult Social Care to support the writing of client assessment reports. As report writing is a large aspect of local government workload, this is one area AI could support efficiencies in time, allowing officers to address the ever-increasing case load. The only caveat with utilising AI for report writing is ensuring the information is checked for accuracy and meets with data protection.  


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

Charles Handy’s Model of organisational culture considers four subcultures and how all four cultures can be present in an organisation at one time, but one will be more prevalent. (Waite et al 2021). 
Club/ Power Culture - This is based on the premiss of a spider’s web, the power coming from the spider and every move made is felt by all. Handy describes it as a ‘club of like-minded people introduced by like-minded people, working on empathetic initiative with personal contact rather than formal liaison (Handy p. 12 2009). This culture has its limitations, if the person with the power falters in anyway the organisation can become weak. However, decision making can be almost immediate, as all those involved are close to the decision maker.
Role Culture - A functional culture where all staff are in prescriptive roles, and follow all appropriate procedures, a stable environment is encouraged, and decision making is limited within the hierarchy. 
Task Culture - Focus is on teamwork to solve problems, its strength come from the point at which the differing departments meet together. Handy explains that this net like structure suits advertising agencies, working together creatively until the job is complete. It could not be described as a job for life. 
Person Culture - Each person is an individual, although they may perform the same role they do so in their own unique way, a collective, an examples being a GP Practice. Management is viewed as a function, Handy describes it as housekeeping, a necessity that should not impact on the outcome of the individuals.
David Rocks SCARF Model of Social Experience Figure 1.1

Figure 1.1 depicts the five drivers of human behaviours, allowing consideration of what motivates and what would threaten a person by each driver.
For example, with Autonomy, teams can feel empowered to make decisions, to take alternative viewpoints, to encourage collaborative working. However, with less autonomy a team may feel stifled, unable to suggest alternatives, experience micromanaging with limited output. 
In an organisation leaders and people professionals may use this model to gain understanding of the social interactions of teams and their ability to deal with situations. Sommers (p. 24 2018) states that when groups learn to work with these five social domains, they find solutions to group dilemmas that are elegant and sustaining. 
6. Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). (AC 2.2)
For employee development to positively impact on organisational culture and behaviours, it must provide more than a learning opportunity. Taylor and Woodhams (2022) conclude it must also communicate the organisations vision, be aligned to organisational and HR strategies, and be well received by the participant, so they find it of personal benefit to themselves. 

The positive impacts of a well-executed training and development experience are well documented and include increased productivity, high quality output, ability to adapt, increased motivation, and staff retention.  All these factors can positively impact on the organisational culture. However, the opposite impact could occur if the employee feels the training was ineffective, which in turn could be detrimental to the organisation culture.

Prior to 2024 Monmouthshire County Council operated a fortnightly Leaders Q&A facilitated by the HR Manager, inviting key officers to outline changes in the organisation, policies, and procedures. The Organisation and Workforce Development Team provided the formal organisational training programme facilitating the delivery of mandatory and health and safety led training. Whilst both provided leaders and employees with necessary information, feedback revealed it lacked cohesion, and did not fully reflect the culture of the organisation.
With the L&D static and at times overlooked, new staff were not necessarily engaging, it led to a behaviour of reliance with leaders approaching individual HRBP’s when they required information guidance or training, creating a silo effect with departments working independently.  Which meant staff behaviours didn’t reflect the culture Monmouthshire is striving for.

Monmouthshire County Council published their people strategy in 2024 outlining the organisation culture and values. It acknowledges that current development pathway for employees was limited and set new objectives. The objectives for Learning and Development are aspirational and align with the strategies and culture of the organisation: 
· Develop a series of face-to-face staff briefing...that promote the values and culture of the organisation and involve staff in developing the ideas that will be the lifeblood of future public service delivery.
· Launch the new e-learning system (Thinqi) ….to ensure staff can … take their career to the next level.
· Ensure our workforce have the knowledge and skills to achieve objectives in the Community and Corporate Plan.
The HRBP team, working with the Organisation and Workforce Development team provided focus groups where employees had the opportunity to share their views. As a result, the new training programme for managers has been rebranded from Manager Reset to Leadership Pathways, as employees felt this more accurately reflected the culture of the organisation.
 


7. An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change. (AC 2.3)

Kotter’s eight stage approach to change can be used by leaders or people professionals to manage change, however it relies on clear lines of communication, a promotional approach using key leaders to voice the benefits and underpin the rationale for the change. Kotter referred to these as ‘change agents’ (Taylor Woodhams 2021). To implement the strategic decision of all employees attending the workplace two days a week, leaders could follow the model below. 

Establish a sense of urgency. 
Create a communication strategy for hybrid working, develop the message in key focus groups allowing staff to identify the benefits of hybrid working for both the team and individual employees. Support this with evidence from the Office of National Statistics (ONS) Survey 2022 which concluded that the most common hybrid working pattern involved the worker being at home most of the week. Benefits identified by businesses in an ONS study 2021 included, wellbeing, reduced overheads, increased productivity, recruit from a wider demographic and reduced sickness levels. The benefits of coming into the office was socialisation, generating ideas, building relationships, and reducing the energy cost from home. CIPD survey 2025 noted over half the businesses that have mandated a return to the office have a set number of days in the office, and the number of days mandated per week in the office across every sector was 3, demonstrating that this organisations expectations are not unrealistic and more favourable than the current ‘norm’ for the employee. 

Create guiding coalition.
Enlist the support of key leaders to continue the message that Hybrid working is the best of both worlds. ONS 2022 revealed hybrid workers were the most common aged between 30 to 49, workers from this demographic are likely to be the key leaders to promote the message effectively. 

Communicate the vision. 
Develop the objective, clearly outlining how the hybrid working will operate and when it will be effective from, how it will be reviewed and when feedback will be collected.  

Empower others to take action. 
Ensure the message reaches the whole organisation, using key leaders to share the vision. Share success stories, how it has benefited individuals and teams. This can take place in training/focus group sessions allowing employees to ask questions, of how the change may affect them.

Generate short term wins.
Maintaining the pace of change, leaders should promote the benefits of the recent changes to the wider organisation celebrating the progress, but also addressing any barriers and communicating the positive change experiences. 

Consolidate gains and produce more change.
Leaders must keep the momentum going, are there any unexpected benefits to coming into the office that can positively impact the organisation, and should be celebrated throughout organisational communications. 

Institutionalise the new approaches. 
This is when the change becomes the norm. Working two days in the office is now part of the organisations culture with all the benefit hybrid working offers. 




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

Whilst the Kubler-Ross change curve (figure 1.2) was developed to consider the stages of grief, applying it to how change is experienced allows leaders to consider all aspects of change over time and help predict how it will impact on employees and the team they are leading.Figure 1.2


CIPD (2024e) describes change as an emotional process, which requires leaders and people practitioners to have an emotional awareness to be able to effectively lead change and design it in a way which supports the organisation. 

Change especially unpredicted can cause anxiety and negatively impact on the employee, fear comes from uncertainty. Hence the first stages being described within the model are shocked and Denial followed by Frustration, this can also be referred to as the resistance phase. If the change proposed is detrimental to the employee in any way the people practitioner or leader, must understand the issues faced by the employees and identify support that can be provided. For example, a staffing restructure/ organisation redesign can be an emotive process, there may be job losses, salary changes or changes to job descriptions. 

As the employee(s) move into the acceptance phase they experience exploration. The leader of change must take the opportunity to consult and allow the employee(s) to ask the questions and provide feedback on how the change has impacted upon the employee. When the employee(s) make the decision to commit to the change and then work towards integration the leaders of change have an opportunity to provide the employee with space for them to develop their own approaches within the parameters of the change strategy, so they feel both listened to and have some autonomy over what’s happening. Waite Et al (p.40. 2021) then refers to the ‘bounce back’ this is how an employee reacts and processes the change. The success of the acceptance can be reliant on several factors, their personality, their emotional intelligence, the reaction of others around them and the level of control they feel has been returned to them. 


9. The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy.  Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5)

Wellbeing in the workplace is multifaceted; organisations are encouraged to take a principles approach to developing a holistic wellbeing strategy. CIPD (2024) explains ‘that to gain real benefit, employee wellbeing priorities must be integrated throughout an organisation, embedded in its culture, leadership and people management’.											
The current issues facing organisations include absenteeism, stress at work, mental health and presenteeism, the latter having significantly increased with home working. Taylor and Woodhams (2022) discuss the links between home life and work life impacting upon one another and describes working from home as blurring the boundaries. 

An employer cannot address the health or life events (cancer, caring responsibilities and bereavement) for an employee but there is a duty of care to support and not add work life pressures as part of the challenges faced. It’s crucial that line managers are trained to be able to have mindful conversations and be aware of the support available via the organisation (counselling, occupational health, charities etc).  Left unchecked employee wellbeing can cause significant issues for an organisation, sickness absence is at a 10 year high, this has a knock on effect for other employees wellbeing in managing the additional workload. If prevalent enough unchecked wellbeing issues can do reputational damage to an organisation, ultimately impacting on staff turnover and the ability to recruit.   

CIPD (2024) identified the benefits to organisations focusing on wellbeing as greater morale and engagement, healthier and inclusive culture, and better work life balance. CIPD have also categorised the key domains of wellbeing, which include Good Work. 

Good work refers to the creation of a working environment that supports wellbeing through effective HR practice, quality relationships, psychological safety and enabling the employee to contribute to their role effectively. CIPD (2024) puts forward the following that can be put in place to support an employee achieve wellbeing in the work place: 

· Reward – competitive salary and non-financial benefit scheme. 
· Conducive environment – effective workspace, open and inclusive culture, HR practices
· Effective line management – line managers trained to effectively to spot and support wellbeing. 
· Well-designed work – job design, job roles, workload, hours, and work life balance 
· Autonomy – having control, able to innovate, whistleblowing policy in place. 
· Effective change management – Communication, consultation, leadership, and effective decision making. 

If this is achieved and combined with the other factors of Health, Values/Principles, Collective/Social, Personal growth, Good lifestyle choices and financial wellbeing an organisation can develop a holistic wellbeing strategy.


10. Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development, and separation stages of the lifecycle. (AC 3.1)

People professionals provide support for HR functions throughout the six stages of the employee life cycle. 

Attraction
Candidates are attracted to organisations based on their brand appeal. People professionals help shape the organisation culture, ensure appropriate pay and conditions are in place, promote ethical working practices, which all attributes to the organisations reputation. Surveys can provide an insight into why candidates were attracted and provide opportunities to improve the company brand.

Recruitment and Selection 
The recruitment and selection process should be seen as a two-way process, candidates gather an impression of the organisation during the process. It’s not just about leadership selecting the right candidate for the job, the candidate assesses if the organisation is a best fit for their goals and aspirations. 

People Practitioners can play a significant role in recruitment and selection supporting leadership from the initial job design through to final selection process, ensuring all processes are inclusive, non-discriminatory and functions are carried out within in employment law. 

It starts with challenging leaders’ expectations of the role i.e. asking if a ‘like for like’ replacement would be appropriate. CIPD (2024f) states that effective resourcing is not about filling a vacancy, it’s about using workforce planning, identifying the skills set required to meet the needs of the organisation.  

Onboarding
Effective onboarding includes a comprehensive induction and introductions to key colleagues, partners, or clients. People Practitioners have a role in ensuring it is planned and communicated to the employee, allowing them to feel engaged and part of the organisation in a positive manner. Waite Et Al (2021) highlight the psychological contract, the unwritten expectations of the employee and employer, if not met this can impact on the morale of the individual, and potential lead to their disengagement. Failure to provide effective onboarding, could lead to failure in retaining staff.

Employee Development
It is important to develop the skills and knowledge of new employees ensuring they maintain competence for the role at hand. This can be costly for an organisation; however, this may be outweighed by the benefits of skilled and motivated workforce. 

People Practitioner may provide the learning and development (L&D), developing mechanisms to identify learning needs and skills gaps, combined with knowledge of the organisation to identify the skills required in the future. There are many L&D methods, traditional ‘Chalk and talk’, online training, on the job training etc. Employees will have their own preferred styles for learning and People Practitioners will have varying skills sets in delivery. Therefore, an effective approach is to adopt a blended learning programme.  Due to the cost implications , people practitioner must evaluate the L&D offer for effectiveness and value for money.  

Retention
Retaining workforce depends on both internal and external factors to an organisation. Whilst the overall culture of an organisation impacts retention, it’s the factors that affect the individual such as work life balance, relationships, performance, job role changes, salary etc. which can tip the balance. People practitioners should ensure HR policies and training is available for managers, so they are able to identify and support Wellbeing and manage any potential conflict. 

Separation 
When an employee leaves the organisation, through retirement, resignation, redundancy, or termination (dismissal) it can be emotive. The role of the People Practitioner in separation should be one of support and understanding. Exit interviews can help the organisation understand the separation people professional can then feed this information into the review of policies and process that support retention. 

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

People practice should be present in all three areas of organisational strategy: strategic analysis, development, and implementation. The level of involvement is dependent on size of the organisations and structure of HR functions. CIPD (2024 Peters) states that Strategic HRM, or ‘people strategy’, is about creating a coherent framework for employees to be hired, managed, and developed to support an organisation’s long-term goals.  Aligning the organisational goals with people practice requires strategic integration. 

Vertical integration requires the alignment of HR people strategies and practice to the business strategy. The HR Manager on the leadership team must have strategic awareness, be able to contribute to the development of the organisational strategy, champion the strengths of the HR capacity within the organisation and interpret the organisation goals into an effective people strategy. In a climate of fast paced change HR strategist must adapt HR approaches to meet the business need. 
Horizontal integration requires people practice being consistent, ensuring all HR systems and functions align to the same goals. Armstrong (p.25. 2014) explained a process of horizontal integration as ‘Bundling’ which is the development and implementation of several HR practices together so that they are interrelated and therefore complement and reinforce each other. 

People Practitioners must therefore have a broad view of the organisation and have the ability to develop and implement HR policies and operational functions in line with the People Strategy that utilise consistent data, language and analysis, embedding strategic alignment. This requires people practitioners from throughout the organisation to work together, avoiding silos and have a shared understanding. For example, if recruitment focuses on attracting talent with AI capabilities, the learning and development programmes would reflect the new skills required and the performance management system would reflect the assessment of AI capabilities etc. The use of different data or terminology could result in the focus of one HR function being misaligned with another, causing a loss in synergy and effectiveness to attain organisational goals.  

Both vertical and horizontal integration should be present in an organisation to fully align strategies. However, implementation relies on People Practitioners gaining ‘buy in’ from line managers for any adjustments made to HR policies processes and procedures required by the strategic alignment. This is best described by Schuler (1992, quoted in Armstong 2014 p. 22) when he refers to “strategic human resource management as largely being about integration and adaption”. 


12. An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. (AC 3.3)

When facilitating change people practitioners benefit from following a change model such as the Kubler-Ross Curve or Kotter 8-Step Change Model that supports managers and employees navigate through the process. Change is more effective when it’s planned and consulted upon and clearly communicated.

Moving to a four-day week could be considered as transformational change. With such change people practitioner’s and senior leads become should predict some resistance, fear, or anxiety. If there is any detriment in moving to the four-day week it is crucial that the organisation adhere to employment law, the change must have strong business case and be consulted upon with notice. People Practitioners must be on hand to support leaders in their decision making. 

For this reason, it may be worth reviewing current practices, establish common working patterns used at present. A survey of all staff regarding working patterns and preferences would give Senior Leadership a starting point in terms of how much of challenge is faced. People practitioners may also gather external analysis to understand and learn from others experiences and anticipate questions they will face during the consultation. For example, is it being implemented on the same day throughout the organisation? Will there be a pilot study? Is this to avoid redundancies?

Before entering formal consultation with employees, People Practitioner should ensure a sound understanding of the strategy and the rationale behind the change is understood. Without a consistent message from leaders’ confusion will add to employees’ concerns. 
 
Employees will need to be invited to a meeting and have the opportunity to ask questions. Once formal consultation has begun, offering smaller focus groups for employees to allow greater dialog and input, supports the change further. An employee that feels listened to is more likely to engage in the change process, rather than feeling this is something that is being done to them. However, as this change involves a change in hours and/or salary People Practitioners may need to negotiate changes with trade unions. 
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