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Section 1.1:
Whilst Engagement strategizing has always been at the forefront of my job as a generalist HR Advisor, the outbreak of Coronavirus in March 2020 meant that the emphasis on ensuring that the employees at Hornbill Engineering being engaged and reducing the risk of burnout has augmented.
To set the scene, Hornbill are industrial electrical engineering contractors and are and SME of around 140 employees based around multiple different sites and only one HR professional. It’s a tough and tiring task to keep every single employee engaged, but that doesn’t mean that I won’t try.
Instead, I remember that the CIPD Core Purpose is to champion better work and working lives in addition to getting the best out of people and delivering great organisational outcomes. I turn to the CIPD Profession Map (2021) to help me focus on how I can achieve the best results and try to ensure that my task in engaging as many employees as possible is done with the core behaviours in mind as well as the ‘principles-led, evidence-based and outcomes-driven’ values.
To reflect on my delivery of engagement since the pandemic I refer to Gibbs’ reflective model (1988). 
One of the CIPD’s Core Behaviours is to value the people within organisations and to place them in the centre of their approach. As the pandemic forced remote management and leadership, emphasis had to be placed on the engagement of employees in order to ensure that they were working to a high standard, but continuing to feel connected to their Manager and the organisation. 
During the pandemic, the HR department oversaw the implementation of employee satisfaction surveys, in order to give employees a voice and to monitor how employees were truly feeling and what areas needed improvement in order to keep them happy and engaged as the CIPD core behaviour promotes (CIPD, 2021e). A Reward and Recognition Scheme was also implemented in order to give employees to further motivate and increase performance as Ali and Ahmed (2009) demonstrate, but also to show that the leaders recognise their work and that they support them to be their best at work.
Of course, getting employees to feel connected to the company was hard enough being contractors based across around a dozen different sites, but the pandemic made this even harder. Inevitably, this was an extremely daunting and challenging task and at first seemed almost impossible to achieve.
The plans that were carried out to ensure employee engagement were successful, however, there were many things that were learnt during this time. Whilst the Surveys did allow an insight into the true issues of employees and therefore gave scope to improve further, it also taught me that you can never fully please all employees. The Reward and Recognition Scheme was a huge success, and now we regularly have employees working above and beyond to get the rewards. Yet, on reflection, this does not mean that the employee is truly engaged but may have the opposite effect and result in the employee burning out. 
Evidently, engagement will always be a ‘working progress’ and it will always be a tough task to engage and inspire other leaders within the organisation to be a part of the implementation. Throughout implementing this task, I learnt that by understanding the clear benefits of putting the people at the centre of our values and purpose, and being able to share and promote these to the leaders then it is half the task. 
Going forward, there are some elements of the CIPD (2021) core behaviour of valuing people that were not as strongly considered during the implementation of my engagement plans, as others were. For example, Wellbeing will be focused on a lot more strongly in future and I will be striving to engage other leaders within Hornbill to sustain an improved level of employee wellbeing.

Section 1.2:
Adaptive leadership is one of the best suited approaches to leading in the context of the pandemic, this is because, as Dunn (2020) highlights, “adaptive approaches are capable of dealing with complexity, unpredictability and change”. The Covid-19 pandemic is the epitome of an adaptive challenge, as it is unprecedented, unpredictable and always changing. Furthermore, Ramalingham et al. (2020), states that this approach involves anticipation of future needs and events, articulation of those needs to gain an understanding, adaptation for continuous learning and response mechanisms and finally, accountability and transparency in decision-making processes. Ramalingham et al (2020) also demonstrated that the Pharmaceutical AstraZeneca demonstrated all of these elements in their response to Covid-19 and are succeeding by adopting this style of leadership.
In my organisation, who are an SME, providing Industrial Electrical Engineering services worldwide, adaptive leadership is practised among most of the leadership team. This is because, being a contracting company, the business environment is evolving on a regular basis and therefore the company has always been susceptible to regular change and a healthy amount of uncertainty.
In addition to this, trustworthy leadership is also one of the best suited approaches in the context of the pandemic. The CIPD (2021a) reported that during research for the British Academy (Lalot et al, 2020) showed that trust in leaders rose within the first few months of the pandemic as it is natural for people to have certainty, and certainty was found within their leaders. Furthermore, Hailey (2021) highlighted that even senior leaders’ had to rely on their and other’s judgement, which means that trust also had to be placed on the employees and other to share their ideas and expertise, and therefore create a culture of credibility. This further highlights that trust is an approach best suited to complex times, because this is where employees are able to find certainty.
Minnaar and Morree (2019) highlight that trust within the leadership role is a paramount aspect in ensuring success of a company, even without a global pandemic. The Corporate Rebels demonstrated this through an example of the Utrecht Law Firm, Brugging & Van de Velden, who proved how employees who are given more trust and freedom perform better, and so all decisions are decided amongst all 20 employees within the organisation, whether they are a Founder or a secretary. Furthermore, the Melbourne Company VERSA also decided to trust its employees and implement a four-day working week, resulting in revenue growing by 46% and staff retention raising from 77% to 88% (Minnaar and Morree, 2019), thus modelling the success of a trustworthy leadership approach.
Contrarily, in my organisation, trustworthy leadership is more likely to be a less popular approach. Unfortunately, leaders tend to take a more authoritative stance and tend to place little trust in employees. This can often lead to conflict between leadership and employees and often results in employees moving departments if not departing the company all together. 
However, Ulrich (2021) stated that HR also has a pivotal role during a crisis such as the Pandemic, and highlights how HR can help leaders in making bold decisions and model behaviours that employees should follow. This highlights that, despite the company not always having the best approach to leadership, the HR department has the important role of helping the organisation adopt the culture and leadership that is necessary in leading through a turbulent time. 
It is therefore, easy to see that with the pandemic being prone to uncertainty and volatility, being adaptive and trustworthy are both approaches best suited to navigating and leading employees through the pandemic.
Section 1.3:
The formal structure within Hornbill Engineering became a hindrance to the management of people during Covid-19. This was because, as a lot of employees were unable to work from home and were based on many various sites and with management working at home, decision making on urgent matters was becoming delayed and affecting relationships between clients and the company as well as between employees and leadership. This eventually lead to managers being forced to trust employees with the work that they were carrying out and relying a lot more on the informal structure of the company. Employees were instead finding new found trust and improved communication in their colleagues and project supervisors, where they usually would have had to rely on management. 
As Mckinsey (2020) highlights, companies who view hierarchy as the only way to structure an organisation are now finding the current volatile environment, paralysing. Furthermore, McKinsey (2020) further proves that when a company follows a flatter structure and dissolves the hierarchy, the company will see the benefits of speed, productivity and empowerment. This was certainly the case for Hornbill as a formal structure, increased autonomy for employees was the only way to progress through the pandemic and rely a lot more on our informal aspects. 
On the other hand, some aspects of the organisations formal structure proved to help the management of people during the pandemic. Standard operating procedures remained constant with some exceptions of health and safety procedures, which had to be updated regularly according to Government advice. However, even these small changes to procedure meant stability as the employees understood that the company was able to direct them in the best way forward informed by expert knowledge. In addition to this, employees were comforted by the fact that pay systems, and career paths were able to remain constant and unchanged and therefore in these instances, the formal structure did help with the management of people. Leavitt (2009) agrees that hierarchies fulfil people’s need for order and security, and despite criticisms, hierarchies still thrive to this day.
The informal structure of the company became a lot more of a help to people management, as employees became more connected with each other and worked together towards the company values of good workmanship and high quality work, essentially employees started to understand the values more than they had before. Furthermore, the organisational ‘norms’ were also relied on a lot more. With teams unable to get fast and urgent decisions from management and even professionals such as HR being furloughed, employees were tasked with making decisions themselves and following traditions that had been set by years of norms and sometimes unwritten rules.
Throughout the pandemic, Hornbill has relied more on its informal structure, and relate slightly more closely to the progressive nature of freedom and responsibility that Netflix (2021) and Minnaar and Morree (2019) promote. Whilst the organisation is a long way from become as radical as the ideas they promote, Hornbill has certainly experienced the benefits of trust, freedom and empowerment through the vast increase in work and decrease in staff turnover over the previous year.
Given the fact that the pandemic has highlighted the informal structure being more beneficial to the company than the formal structure, going forward the HR department will advocate for a more informal structure going forward. Taking inspiration from Netflix’s approach to culture and the Corporate Rebels, higher trust and more responsibility will be practised, and the need for an organisational hierarchy will be challenged and instead advocate a slightly flatter structure similar to the network-of-teams approach as demonstrated by Minnaar (2017). However, given the fact that some aspects of a formal structure has provided security to people during a crisis, it will be important for Hornbill to use this to their advantage and keep certain procedure in place to ensure employees keep their sense of security.

Section 1.4.a:
Upon returning to ‘normal’, Hornbill did pay careful attention to the small stuff. Throughout demonstrating this I will use the Rolfe et al. (2001) reflective framework. 
During the pandemic, all staff member who were operating from the company’s offices and were able to work from home, were told to work from home for as long as necessary, with the exception of a ‘skeleton crew’. When restrictions eased, employees began to practise hybrid working, for lots of staff this was a happy medium. However, the organisation then decided to ask all employees to return to the office for all of their working hours based on the fact that all restrictions had eased in the country and risk of infection was low.
When this was implemented, the HR department focused on ensuring that employees were receiving the ‘small stuff’ that they were used to at home as the article suggests (Wedell-Weddellsborg, 2020). For example, ensuring that employees were clear about how much space they needed to feel comfortable in the office among other people, implementing any safety measures that they wanted extra (e.g. plastic screens around desks.), vaccinations were strongly advised, employee assistance programmes were implemented. 
In addition to this, HR also focussed on the little treats that employees had grown so used to having around during home-working such as tea and coffee available at all times, therefore, it was ensured that the kitchen was always stocked with these as well as bread, condiments etc., luxury coffee machines were installed to give a little bit extra. With Christmas approaching, chocolates were also always kept stocked for employees to help themselves, as well as cakes and other confectionary, the office was decorated with Christmas decorations to make it slightly ‘homely’, and finally weekly ‘office breakfasts’ are organised in order to regather the team spirit within the office. 
Like the article stated, people needed the spaces to reconnect and rekindle the social life of the office, people also needed the home comforts that had now become an integral part of their working day. The company learned that some of the informal aspects of living and working from home needed to transfer to the office, and if we were able to do that, it would result in an easier transition. Therefore, the company took on-board all suggestions made by employees and if it was popular, the idea would come to life.
The company was correct, the ‘small stuff’ did in fact help with the transition. The care that was placed on employees to ensure that they felt safe at the office was appreciated, and the niceties that were now a part of their working day made them appreciate the office a lot more. 
This has taught the organisation that the small things should never go unnoticed. They are low cost but can have a large impact on employee productivity. The only thing that was not taken into consideration during this period was that, one reason employees preferred hybrid working was the flexibility it brought especially when it came to child-care. With employee’s children also learning from home on occasions, working-from-home meant that parents do not have to rely on others. Therefore in future, I would advocate for the implementation of hybrid working full-time. As Dierickx and Clark (2021) underlines, employees reconsidered their priorities as a result of the pandemic and up to 48% of employees state that they prefer a hybrid model of working to working solely from the office or from home (Harfoush, 2021). Therefore, the implementation of hybrid working would ensure optimal satisfaction amongst employees.
Section 2.1.a:
Precarity in the context of employment is defined as contractual insecurity according to Prosser (2016), this can mean less job security for permanent workers, and also includes atypical work such as agency, self-employed, fixed-term work and zero-hour contracts. Typically, people who work precariously include women, young people and migrants among other groups and in 2017 it was estimated that 10 million British people were working precariously (Butler, 2017). 
Precarious working can be suitable for some people, the flexibility it brings means that young people are able to work alongside studying through zero-hour contracts, women are able to work flexibly after having children by working part-time and therefore can be a positive notion however, it can also bring lots of challenges, in particular to the way leaders lead.
For example, when organisations hire agency workers to fill gaps, or give fixed-term contracts to cover projects, it can have an adverse effect on the remaining workforce. The people within these precarious roles will not have the same loyalty to the company. Standing (2011) explains that “the precariat is defined by short-termism” and may develop an incapacity to think long-term. This supports the fact that the precariat is likely to be less engaged and unlikely to perform to the same standards as a full-time, permanent employee as they may not be there to see the long-term goals and results of the workforce. This decreased productivity may also negatively impact the productivity of the typical workforce.
However, the CIPD (2021d) suggests that good employers will engage and motivate their atypical workers in similar ways to how they motivate their traditional workforce. The CIPD (2021d) stipulates that good HR practice is the way to achieve this by ensuring atypical workers understand their role, are properly trained, receive regular communication and are given a voice for proper representation.
Since the Pandemic, the amount of precarious work is likely to have increased due to a vast change in the supply and demand of lots of organisations. Even more so, the pandemic would have brought even more insecurity to those already precariously living. Gray et al (2021) noted that the Covid-19 Employment and Health in Wales Study showed that those on atypical contracts were 11 times more likely to experience job losses than those on permanent contracts during the pandemic. It is important to foresee that this risk and job insecurity during the pandemic is likely to have a negative effect on the wellbeing and motivation of atypical workers. Therefore, the task of leadership maintaining employee morale, motivation and engagement amongst all these precarious workers as well as the normal workforce is more important now more than ever.
At Hornbill, precarious workers are scarce. Hornbill finds that among the atypical site workers, it is extremely hard to motivate and engage them. The atypical workers generally join Hornbill without proper on-boarding and process as permanent employees would and therefore do not feel part of the Hornbill team. Going forward, Hornbill will follow the CIPD (2021d) guidance in ensuring that atypical workers are treated as any permanent employee would.
Section 2.2:
The CIPD Profession Map (2021) shows that culture and behaviour should be a core knowledge of all people professionals, and that it is important for the professionals to understand how to align different aspects such as the organisation culture and people practises to maximise the organisation’s performance. Furthermore, another core knowledge among people professionals should also be change, The CIPD (2021) stipulates that HR need business knowledge such as building a case for change, reporting costings and measures and planning and delivering projects.
HRM and HRD professionals lead a very important role in supporting organisations to adopt this style of working into the workplace. Changing a culture is a huge task that requires careful planning and robust evidence to gain buy-in from shareholders. HR professionals are the most practical people to do this, as Ulrich (2020) stated, HR can help leaders make bold decisions, and to do this, they must demonstrate the benefits. As the CIPD Profession Map highlights the importance of evidence-based knowledge, HR professionals should build a case in regards to implementing a freedom culture by gathering existing data.
HR would be able to demonstrate to leaders that most employers discourage freedom and trust among employees in fear that employees will take advantage. However, Minnaar and Morree (2019) highlight that only around 3% of the workforce is likely to take advantage of the system. Minnaar and Morree (2019) also stipulate that a TNO study by Kroft and Venema (2019) found that a growing problem in workforces was burnout and one of the main reasons for this is a decrease in autonomy among employees. Even further, according to Carney and Getz (2018) the company Decathlon grew from $9.11 Billion in revenue in 2013 to $12.79 Billion by 2017 after implementing more autonomy within the workplace. 
Even more so, HR professionals within organisation will have access to lots of organisational data surrounding the employees, their performance and also their satisfaction at work. Therefore, the best practise would be to measure and analyse employee satisfaction and performance before implementing and reporting on changes to this data after implementing the change to culture.
Finally, Business acumen is also a core knowledge for People professionals of the CIPD (2021) and therefore HR will demonstrate to senior leaders of their organisation how the change to a culture of freedom will fit into the organisations long-term strategy, enhance competitive advantage to overcome future opportunities and risks and how this strategy will contribute to how the company’s approach to being a responsible business. 
In my own organisation, freedom and responsibility is low amongst most employees, and in order to implement a change to having a more autonomous culture, I would take guidance from the CIPD Profession Map’ and drive the change by using the ‘principles-led, evidence-based and outcomes-driven’ values. 
Section 2.3.a:
Organisations without a doubt, should concern themselves with ethics and sustainability at the cost of profits, because prioritising these can mean that profit will look after itself in the long run. The Corporate Rebels use the company Patagonia to advocate this. Patagonia’s mission statement includes ‘Implements solutions to the environmental crisis’ and consistently make efforts to live up to this, regardless of whether it will hinder profitability. For example, Patagonia put $20 Million of revenue at stake in order to swap conventionally grown cotton in its products, which was severely damaging the environment and the wider community around them and use organically grown cotton as an alternative (Minnaar and Morree, 2019). The rationale for putting a higher purpose above the profits of a company is that, according to Parmar, Keevil and Wicks (2019), employee motivation is 17-33% higher when profit is not the main concern, according to Minaar and Moore (2019) the pursuit for a higher purpose and doing the right thing has been a stronger motivator than the pursuit for profit, for decades. Therefore, prioritising the impact of the wider community, customer and its own workers is paramount.
Georgescu (2017) also highlighted that most of the companies that the ‘Just 100’ companies, who are the most ethical companies in the US, consistently outperform their industry competitors, they also pay roughly 20% more workers a living wage and have almost 17% more women board members. 
Furthermore, the CIPD (2021b) underlines that organisations that take ethics seriously often have good morale amongst employees, form better relationships with customers and clients and form an improved reputation in the long run and finally in the long term they will even outperform their peers.
This highlights that when ethics and sustainability is prioritised, the benefits that it reaps, will mean that profit can soon follow, even if the company takes a cut to profit in the short-term. All of the points discussed, mean that motivation, satisfaction and engagement among employees are all heightened, and therefore will maximise productivity and ultimately profitability.
In my own organisation, ethics is very important to the leadership team and it is practised consistently. All policies reflect fairness and respect and doing the right thing for our employees, customers and the wider communities. In the previous years, discussions have been held around how to take our corporate responsibility to the next level. One issue that the company faces on the ethics front, is that as industrial electrical engineers we are often working in heavy industrial areas that are polluting the world. Hornbill are extremely conscious of this and constantly seek new way to improve our carbon footprint on the earth, this ranges from small changes such as swapping our vehicles to fully electric, to changing our long-term goal to be electrical engineers within the renewable energy sector.
In conclusion, ethics is extremely important in the world we live in today, and without question should have higher priority within organisations than profits.

Section 2.4.a:
Contrary to the statement, Lewin’s model for change is not too simple for the modern era. In a time when change management is more important than ever given the volatility of changes the pandemic brings, an efficient and established change management tool is necessary. Levasseur (2001) explains that Lewin’s model is quite the opposite too simple and is in fact an elegant and practical guide to complex issues that come with change. However, Levasseur (2001) also states that the Lewin model is not the only tool he uses when managing change.
On the other hand, Child et al (2005) points out that the world is so complex that change management requires more flexibility than that offered by the Lewin Model (Cummings, Bridgman and Brown, 2016) and agrees with the fact that it is too simplistic for today’s volatile environments.
However, the concept of the model is to identify and understand the key stage involved with making changes in order to increase the likelihood of change being managed effectively and managers making better informed decisions in relation to making the change (Rees and French, 2016). Furthermore, despite the criticism, the model is reflected in many other modern change management models. After exploring these opinions of the Lewin model,  Burnes (2020) concluded that the model was a robust approach to change management, and that it still has great standing in today’s environments as it did when it was published (Burnes & Cooke, 2012, 2013).
Managing change effectively is extremely important because failure to make an effective change can have adverse effects on the organisation. Failure in implementing change happens for many reasons such as, resistance from employees, lack of communication and poor leadership (CIPD, 2021c). According to the CIPD (2021c) failure of implementing a change effectively can result in loss of stakeholder credibility, loss of key employees and lower employee motivation and engagement. Therefore, it is vitally important, to utilise well-established tools in order to ensure effective change management and reduce the risk of failure.
Taking these points into consideration, Lewin’s model is practical and efficient, even today. In my own organisation, the Lewin Model of change applies to most changes whether the changes were planned or emergent. A recent planned change was the buy in of an additional three Directors. Employees were used to working under one managing director and therefore Hornbill had to unfreeze that environment in order to lower resistance to the change, this was done by communicating with management and employees what change was going to happen, make the change to become a directorship of four, which meant encouraging and developing new attitudes and behaviours. Finally, Hornbill had to re-freeze the structure so that employees are able to become more comfortable with the change, which meant stabilising, supporting and reinforcing the new conditions.
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