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. 
A divisional structure is a commonly used framework where a business is split into different units, based on the products or services they offer. Divisional structures are usually seen in businesses with large numbers of employees that are grouped together to focus on specific tasks relating to their speciality. 
Divisional structures can help maximise performance as it ensures each group has a set goal instead of lots of different objectives. Each group/ team is separate and follows different codes of conduct, but they can collaborate across teams if necessary to get the best outcome. (Boardmix, 2025) 
Divisional structures can help increase competitive advantage as different teams are responsible for different aspects of promoting and producing a product or service and it’s likely that at least one team will display its own competitive advantage such as cost or product design. (AIHR, 2025)
When organisations move towards a new company culture, a divisional structure can be beneficial as it allows teams to fulfil specific goals as opposed to multiple, varying objectives. 
Transparency and accountability are benefits of using a divisional structure. Divisions have their own management groups to lead them resulting in it ‘being easier to hold individuals accountable’. (Indeed, 2024)
There are some disadvantages of using a divisional structure within an organisation. Sharing best practice/ knowledge can be restricted as people are working in their own groups/ areas resulting in a lack of communication which could hinder efficiencies and innovation longer term. 
The cost of a divisional structure can be higher than other organisational structures as each group requires their own set of resources and management team which can significantly increase operating costs. 
A matrix structure is an organisational structure where teams can report to multiple leaders. A matrix structure is used when working on tasks requires a person or group of people to report into more than one manager. An example of this is when someone is helping to run a marketing project, they may need to report into the project manager as well as the marketing manager. Having a matrix structure keeps open communication lines between teams. 
Matrix organisations promote collaboration and sharing best practice to achieve the best outcomes for businesses and their customers. Cross team collaboration encourages knowledge sharing, problem solving and better decision making. Matrix organisations benefit from sharing pools of talented people with sound knowledge resulting in increased performance for the business. (Manatal, 2025) 
There are some challenges that come with a matrix structured organisation. There can be power struggles and conflicts therefore clear communication is vital so that each person has their own defined role. 
There can also be increased complexity in arranging an organisation accordingly understanding who is responsible for what in terms of business performance. 
1. Analyse the extent to which the organisational strategy in your organisation helps to ensure products or services meet customer’s needs. 
According to the CIPD, an organisational strategy is ‘the process and outcome of shaping an organisational structure to align it with the business purpose and context in which it exists’ (CIPD, 2025). 
An organisational strategy is a business’s long term strategic plan that sets out a roadmap towards the company’s goals and visions. The goals and visions are usually set out to show what the company would like to achieve in the future. The timeframe for an organisational strategy is usually between 3-5yrs so that actions can be seen through to implementation and so that staff are motivated to reach those objectives.   
Admiral’s organisational strategy has and continues to be customer focused; the customer is at the heart of everything the business does. Admiral has an ‘engine of revolution’ which has ‘the customer’ and ‘the team’ underpinning the organisations strategic goals. (Admiral Group, 2025)
Admiral has 3 main focuses in its strategy to maximise market share and increase profits. The first is business diversification and this is branching out further than just being a ‘motor insurer’, it’s offering a range of financial products and services beyond motor insurance. Secondly, it’s continuing to evolve as a motor insurer understanding there will be different ways motor vehicles will be used in the future (such as electric vehicles, autonomous vehicles for example). Thirdly, it’s continuing to work on Admiral 2.0, using data and analytics to ‘enhance agility, efficiency and speed of delivery on customer needs’. (Admiral Group, 2025) 
Communication is key in Admiral and the business knows how to do this well. The organisation’s full and half year results are shared with each team within the business as well as being shared on an internal intranet too highlighting where the business has performed well and what areas the business has at the forefront of priorities over the next few years taking into account the needs of customers. 
Admiral is agile - the organisation understands that quite often, things will need to change subject to regulatory updates or law changes and the business thinks and acts facts to be ahead of the curve.
Admiral aligns its products, services and branding with the target customers’ needs and preferences. The organisation completes exhaustive market analysis and in-depth customer research to ensure it continues to offer products and services that meet customers’ needs. Admiral aligns its marketing with customer values and expectations and continues to work with customers to understand their needs and expectations as well as encouraging feedback on the service they have received. 
1. Analyse the current impact of interest rates, inflation and one other external factor on your organisation. Identify organisational priorities arising from your analysis. 
Interest rates affect the insurance industry in several ways. When insurance companies receive premiums, they are usually put in high interest bank accounts. When interest rates are better, this benefits the business as they get a higher return however when interest rates drop, this also impacts overall profitability. As a result, it’s important for insurers to move their money around, to ensure the highest possible interest for maximum profitability.  
Inflation also affects Admiral in several ways. Inflation in general results in the increased cost of labour and parts which has ‘driven up the cost of vehicle repair’. (Allianz, 2025)
This has a direct impact on underwriting and the cost of premiums which of course, impacts the customer. As a result of this, the organisations priorities include adjusting the cost of premiums to ensure the business is profitable. 
Inflation also impacts the general day to day running of the organisation such as the cost of renting buildings, energy prices in offices and salaries for staff. As a result of this, insurers may need to take cost cutting measures such as outsourcing some work to other countries and using AI where possible to automate. 
Changes in the law can affect the insurance in quite significant ways; from the way it deals with liability for a motor claim to the way it processes employee’s personal information. The risks for Admiral not keeping up to date with these changes could be huge – from multi-million-pound fines to being stopped from trading. As a result, it’s important for insurers to be on top of any potentials changes to the law, having audit teams to ensure the organisation is compliant and ensure there’s adequate training in place so that employees are aware of any new requirements. 

1. Assess the impact that AI is or could be used in your organisation and assess how AI impacts work. 
‘AI is technology that enables computers and machines to simulate human learning, comprehension, problem solving, decision making, creativity and autonomy.’ (IBM, 2024)
AI is becoming increasingly popular across a variety of industries, it’s developing at high speed and is transforming aspects of modern life. 
AI has been introduced in Admiral with a clear ‘use policy’ so those using it are aware of guidelines/ rules. 
‘Co-pilot’ licenses have been rolled out to some departments within Admiral and this software can help generate new text, provide feedback on existing content and summarise emails, presentations and other documents which can be useful in saving time. Not all departments have been given these licenses as the software may not be suited to those areas that are regulated and need to be thoroughly risk assessed before deciding if it’s suitable to use. 
Within HR, AI is starting to be used to review grievances and appeals summarising key points within the information received so these points are clear for the investigating manager to review. Within recruitment, AI is being used to create job adverts and helping the business find the right talent by matching job applications and CVs with job adverts. AI is in place within data systems so employee’s performance is tracked over a 12-month period which helps managers complete performance reviews and set realistic objectives for the next. 
There’s lots of ways in which AI can continue to be used within Admiral. For example, within learning and development, AI can analyse an employee’s skillset and career aspirations and recommend training courses and workshops which will help keep employees motivated. Another way AI could be introduced specifically into frontline HR is via a chatbot. When an employee has a question about a policy or a procedure, they can ask these directly to the chatbot to deliver this information which allows the HR department to concentrate on strategic tasks. 
CIPD have set some recommendations for employers to follow when introducing and using AI to ensure best practice. These recommendations are to ‘set guidance based on principles’ – this is to ensure organisations understand how they can approach AI and other technologies and ensure these are communicated clearly so there’s no room for misinterpretation. The ‘guidelines’ or rules should be ‘ethical and responsible principles to ensure ‘human-centred, transparent and accountable use of AI’. Organisations should ‘engage and develop people’ to help develop skills, share best practise and talk about the benefits and risks of different technologies. CIPD also encourage organisations to ‘think strategically’ to understand how AI and other technologies may impact their business. (CIPD, 2025)
AI impacts work in several ways, transforming the ways we are used to working. Many manual tasks can now be automated reducing the need for human intervention which can result in increased productivity. Robots are being used in manufacturing and whilst again this does reduce the need for human intervention, roles are evolving as people are needed to control the requirements of the robots. 

5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. 
All organisations have certain values, and no two organisations have the same culture. According to Handy, culture ‘affects everything from decision-making to employee behaviour’ and argues there are four types of culture that organisations follow. These are: 
· Power Culture – The power remains in the hands of a few people; these people are the major decision makers and delegate responsibilities to other employees. The other employees have no other option than to follow what their superior says and have no option to share their views or opinions. 
· Role Culture – Every employee is delegated to roles and responsibilities according to specialisation, education qualification and interest to get the best out of them. Employees decide what best they can do and they are accountable for the work that’s assigned to them. 
· Task Culture – Organisations form teams to achieve targets or solve problems. Individuals with common interests and specialisations are put into teams usually of around 4/5. Every team member has to continue equally and accomplish tasks in the most innovative way. 
· Person Culture –Individuals are more concerned about their own self rather than the organisation. Employees come to the office just for money, they aren’t loyal towards the organisation and will never decide in favour of the organisation. As a result, the organisation eventually suffers as a result. (HRC Online, 2025)
Handy’s model helps organisations shape the type of culture that will be of most benefit to their organisation and being able to distinguish and identify these traits helps leaders make more informed decisions and improve employee satisfaction.
Dr David Rock SCARF model represents 5 key social factors that have the power to affect how people feel and behave as part of a group. (World of Work project, 2025). All of the factors within the model can affect individuals feel socially threatened or rewarded. If an individual feels frequently socially threatened, they are likely to feel stressed and anxious frequently. The aim of the model is to encourage organisations to interact with other people in a way that minimises threat and maximises reward. 
The 5 factors that make up the SCARF model are:
· Status – This is about the perceived social importance of members of the group. Everyone wants to feel important even without a level of status and if an individual doesn’t feel this, they tend to feel less valued and less secure within the group. 
· Certainty – This relates to the ability to predict the future, the more an individual is able to do this, the happier and more certain they feel. When certainty is threatened, an individual can start to feel unsafe which can lead to feeling stressed. 
· Autonomy – This is the sense of control over ourselves, what we do and what happens around us. When an individual has autonomy, there is a risk of feeling psychologically unsafe. 
· Relatedness – This relates to safety with others, those with the same goals/ objectives are likely to make others feel safe and positive. Being able to relate to those around you may result in feeling a threat response. 
· Fairness – This factor relates to the sense of fairness and equality in the actions that take place around us. If someone works in an organisation where poor conduct is addressed, they are likely to feel things are fair. If an individual senses things aren’t fair, they can feel unhappy and unsafe. (Model Thinkers, 2025) 
The SCARF model is a useful tool for leaders of organisations as understanding and focussing on these factors can provide good self-awareness resulting in more effective leadership and influence. The model encourages a proactive approach instead of a reactive approach.

6. Assess how employee development impacts organisational culture and behaviour in your organisation. 
Employee development is the process designed to increase professional knowledge, develop new skills and attitudes of employees to help them progress towards long-term professional goals. Investing in employee learning and development is benefits both the business and the employee. In a Forbes article, published in 2023, managing director Hazel Kassu argued that ‘learning and development are key to workplace culture’. (Forbes, 2023)
In a 2025 factsheet produced by the CIPD, it is argued that enabling career development as a practice to improve retention and that organisations should ‘provide opportunities for employees to develop their skills and grow their careers. (CIPD, 2025). Although promotions aren’t always possible, employees can be supported to develop their skills for moves sideways in businesses. 
Employee development ensures organisations attract good talent. When searching for a valuable employer, development opportunities will usually be an attraction to the organisation. Admiral promotes recruiting from within where possible. Recruiting organically from within motivates employees within the organisation and encourages employee growth. Employees feel motivated when they have something to work towards and having a clear development plan helps achieve this. 
Another reason why employee development is so important is because it helps organisations retain employees. According to research done by McKinsey, a lack of development opportunities ‘let to around 60% of employees to leave their jobs’. (McKinsey, 2022). If employees feel they aren’t learning or improving their skills, they can become demotivated and look for other challenges and opportunities outside of the organisation. 
Development has a significant impact on an organisation's bottom line. By developing employees, organisations improve their overall performance as employees enhance their skills. Training makes employees better, which positively affects the business’ success. Customers are more likely to have better experiences when interacting with trained staff who understand the product or service they provide and the company's vision. Admiral ensures that every staff member has a learning and development plan with clear objectives. These objectives are reviewed monthly, quarterly, and annually to ensure continuous learning. 
Developing employees results in better innovation. Training and a learning culture encourages sharing ideas and practise to improve the products/ services an organisation is providing. 
In terms of behaviour, developing employees encourages a growth mindset, making them more resilient and open to constructive feedback. Continuous learning and development are crucial for maintaining employee engagement and motivation. Repetition of training builds lasting habits, and continuous feedback aligns behaviour. Positive and constructive feedback should be frequent, helping employees understand what they did well and what they can improve. 

7. Explain how Kotter’s approach to managing change could be used to successfully implement this change.
Having observed the way leaders introduce change in their organisations, Kotter ‘identified and extracted common success factors’ and introduced an 8 step approach for leading change. (KotterInc.COM, 2025). 
These 8 steps are: 
· Create urgency – Communicate openly and honestly about why change is needed and what could happen if this change doesn’t take place. 
· Form a powerful coalition – It’s important that the right people are on board and understand that the change is necessary. Ensure there are stakeholders on-board from all areas and levels within the organisation and ask for commitment from these people. 
· Form a vision for change – Without a clear vision, it’s hard for people to understand the true task at hand. Strategic visions and initiatives should be created. 
· Communicate the vision - It’s important the end goal is discussed often so that people don’t lose sight of this. Communicate and talk about the vision frequently.
· Enable – Remove any barriers/ obstacles, talk to those resisting the change to see what’s needed. 
· Generate short-term wins – Give updates on ‘quick-wins’ within a short space of time so that staff can see the benefits of the progress.
· Build on the change – Quick wins are just the beginning, change management is a continuing process analysing what’s worked well and what needs improving. 
· Anchor the changes – To ensure the change remains in place, it should be at the core of the organisation, in all areas within the business. It’s also important that leaders and staff continue to support the change. 
When managing change, organisations can ‘benefit greatly from a solid theoretical understanding to help guide decision-making’. (Indeed, 2024) 
An organisation should communicate openly about the current situation and the necessity of change, highlighting the risks of not implementing it. Forming a working group with representatives from each department to drive the change and communicate its benefits would be the next steps to take. There should be a clear strategy developed with goals and milestones, with the ability to modify if needed. There should be regular updates provided to the organisation on progress and any concerns should be addressed transparently. Educating employees and convincing those apprehensive about the change should help remove any barriers. There should be a consideration to incentivise those that encourage and maintain momentum. Sharing small milestones to the organisation will help boost morale and keep up momentum. There should be opportunities throughout the change to reflect and evaluate the plan, making necessary modifications as and when needed, taking an agile approach. Finally, it’s important to secure the change into the culture by leading by example and continuously reviewing the impact of the change. 

8. Using the Kubler-Ross change curve, discuss how change is experienced 
Dr Kubler-Ross introduced the ‘5 stages’ which reflect common emotional responses to change or loss. While often presented in a linear sequence, the stages are not necessarily explained in a fixed order. Since it’s introduction, the change curve has been used as a method of ‘helping people understand their reactions to significant change or upheaval’. (University of Exeter, 2015). 
	There are numerous versions of the curve in existence however the cycle typically involves the following emotions: 
· Denial – The initial reaction is disbelief or shock due to fear of the unknown and lack of information. At this stage, communication is key to give some reassurance and perspective to support those feeling this way. 
· Frustration – After the initial denial stage, individuals can become frustrated or angry. This anger is usually directed at the organisation, a group, an individual or a situation.
· Uncertainty – CIPD reference this stage as potentially being ‘the most difficult time’. When people feel uncertain, they don’t perform well as they don’t know what to expect. (CIPD, 2025)
· Depression – Before the change is implemented, individuals can feel sad become withdrawn. 
· Acceptance – This stage is when the change has been integrated and a more ‘optimistic and enthusiastic mood’ becomes apparent. Individuals start to think about what opportunities could now be presented and a sense of relief that the change has been implemented. By this stage, the change has been fully implemented and becomes ‘the new reality’. (University of Exeter, 2025)
Using the model helps organisations to focus on their people which demonstrates it cares about individuals’ thoughts and feelings which can help with engagement. Another benefit is that the model provides clear framework recognising and understanding emotions. 
The CIPD argue one disadvantage of using the model is that it’s ‘based on research into grief and loss’ which means that it’s hard to see any potential benefits of the suggested change. Another disadvantage is that the model isn’t universal as not everyone will feel the same emotions at the same time. (CIPD, 2025) 
The change curve is a useful tool for organisations to use to help individuals and groups of people deal with workplace changes however this should be applied along with good clear communication, time and empathy.
9. Assess the importance of wellbeing at work and assess how good work could impact wellbeing. 
Wellbeing is a combination of a person’s physical, mental, emotional and social health factors which are strongly linked to happiness and life satisfaction. The importance of wellbeing at work is vital for organisations for several reasons. 
Promoting wellbeing at work can help create a ‘positive working environment’ by minimising stress, improving employee engagement and satisfaction and to help employees thrive. (Benenden, 2025) 
In a 2021 article written by Karen McIntyre, director of HR at ‘Intelligence’ for People Management, it is argued that ‘businesses that truly champion mental health and staff wellbeing will be able to attract and retain talent’ which is only of benefit to both the individual as well as the organisation. Company culture is crucial and ensuring staff are supported with their health and wellbeing is good for business as well as staff. (Karen McIntyre, People Management 2021) 
In a CIPD podcast, November 2023, Rachel Suff, Senior Policy advisor at CIPD argues that organisations need to ‘really understand how they can best support the whole person’ especially as all people throughout their working lives will experience certain life events such as ‘starting a family, menopause and bereavement’. Its is important that support is put in place at the earlier opportunity to help people cope with what they are going through. Nick Pyle, CEO of Society of Occupational Medicine argues that ‘it’s the right thing to do’ to support employees and that there is a ‘return on investment’ by intervening as soon as possible. Pyle also comments that there is ‘more legal and government interests’ requiring organisations to ensure their employees wellbeing is supported. (CIPD podcast 201: Embedding a principles-based wellbeing strategy) 
A survey completed by the charity MIND found that ‘60% of employees say they’d feel more motivated and more likely to recommend their organisation as a good place to work if their employer took action to support mental wellbeing’. (MIND.org.uk, 2025) 
Wellbeing at work improves employee engagement; when people are supported by their employers, they are engaged and want to do well. Whilst some stress is good, too much has the opposite effect and having a wellbeing strategy in place can reduce stress and build resilience. Staff are less likely to go off work if they feel supported. 
Wellbeing at work helps reduce costs for organisations, particularly around absenteeism and employee turnover. Promoting a healthy lifestyle and providing access to wellbeing programmes  can help reduce the number sick days taken by employees. If employees aren’t supported with their wellbeing, it is likely they will require more frequent/ prolonged absences therefore affecting business costs. 
The CIPD define ‘good work’ as being: 
· Fairly rewarded 
· Gives people the means to securely make a living 
· Provides opportunities to develop skills & a career giving a sense of fulfilment 
· A supportive environment with constructive relationship's 
· Allows for a good work life balance 
· Physically and mentally healthy 
· Accessible to all. (CIPD, good work index, 2025)
Good work has a significant effect on wellbeing has benefits for both employees and employers. Good work offers a variety of benefits for employees such as ‘job security’, an income and ‘gives people a purpose’ which contributes to physical health and wellbeing. (Healthy Working Lives, 2025). 
When employees feel work is ‘meaningful’ and they are ‘valued and supported’, they will usually have better wellbeing and a result, perform better. (MIND.org, 2025) 
10. Provide a brief overview of the employee life cycle and discuss people practise roles at the recruitment, development and separation stages of the lifecycle
The employee lifecycle refers to the stages of an employee’s time with an organisation. The cycle focuses on ‘nurturing positive relationships and experiences for employees within their role and culture’. (PeopleHR, 2025).
There are 7 stages of the employee lifecycle which are:
· Attraction - where an employee is first exposed to the organisation. 
· Recruitment - where an individual goes from being an applicant to an employee. 
· Onboarding - when the employee starts working within the organisation; where they start to understand the organisations values and culture.
· Retention - keeping employees motivated and satisfied with the work they are doing and the benefits they are rewarded with as a result. 
· Development - employers help employees get better at their roles, provide mentorship and opportunities to grow.
· Separation - employees decide to leave the organisation and move on to seek new opportunities elsewhere. 
At the recruitment stage of the lifecycle, people professionals are responsible for developing recruitment plans, tracking objectives, creating job adverts and building talent pools, networking and conducting interviews.  
At the development stage of the lifecycle, people professionals are responsible for identifying training needs, creating development plans and objectives. HR professionals can help provide access to learning and development opportunities such as online courses or mentorship programmes. People professionals can help organisations create a culture of growth and continuous learning. 
At the separation stage of the lifecycle, people professionals are responsible for understanding employee’s reasons for leaving the organisation. It’s important to understand this to improve upon the employee experience. Using exit interviews is good way to gather feedback and understand the employee’s experience. 
11. Analyse how people practise supports organisational strategy through vertical integration and how people practise supports wider people strategies through horizontal integration. 
Brief intro to the concept of vertical and horizontal integration in the context of people practise – 
Through both vertical and horizontal integration, people practise can support strategies for organisations. 
According to CIPD, HR leaders must ‘strategically guide and shape the future of their organisation’ (CIPD, 2024). Aligning people practise strategy with an organisations strategy effectively contributes to the success of a business by improving productivity and performance, enhancing employee engagement and maintaining a competitive advantage. 
Vertical integration is the ‘integration of the HR strategy with the organisation’s strategy’ (AIHR, 2025). An example of vertical integration in a wider context is ‘Apple’. The organisation keeps control of the whole manufacturing process for the products they offer to customers. 

Vertical integration requires a specialised workforce therefore its important organisations have plans in place to develop skillsets and encourage continuous learning. In people practise, vertical integration manages people processes, ensuring these meet with the organisations overall strategy. An example of this is HR can help departments putting development plans in place for employees along with recommendations of training courses to aid skills to ensure training and development is a continuous cycle to contribute to overall business success. Performance management systems are designed to meet strategic objectives of organisations by setting goals and measuring performance of individuals to contribute to the overall strategy. 
Collaboration between departments is vital through vertical integration and HR can help employees work together to strategize and achieve the same goal. There are some risks with vertical integration such as difficulties in carrying out the same approach for all employees. For example, using the same performance management systems across the organisation needs to be communicated clearly to all as if not, this could result in inconsistencies throughout the organisation. 
Horizontal integration aligns people practises such as training, recruitment and performance management to create a coherent people strategy. This supports employee development and reinforce organisational culture by ensuring HR policies and procedures are consistent across an organisation. Through horizontal integration, all HR processes such as applying for a role, onboarding and training and development align with each other which leads to increased impact for employees. 
There are also some risks with horizontal integration in that processes may become overly standardised resulting in little flexibility when required for some departments within an organisation which can result in frustration. Clear communication needs to be executed to ensure consistency. 
Horizontal integration – HR can support wider people strategies by ensuring clear and consistent policies and procedures are put in place across organisations. This is important for ‘organisation reputation and the ability to attract and retain talent’. (CIPD, 2024)
HR can help organisations improve their culture by sharing values, strategic visions and behaviour expectations with employees. This is important as it provides clear guidance and direction to employees which in turn leads to employee satisfaction and improved morale. Having this guidance ‘eliminates the need for guesswork regarding what behaviour is deemed acceptable’. (HR dept, 2023). 
According to CIPD, there isn’t a ‘one size fits all’ and ‘organisations must define their own strategy according to their specific culture, context and objectives’ (CIPD, 2025).   

12. An organisation is planning a 4 day 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 5-day to 4-day working week. 
There are many processes the people function can use to consult and engage with organisations to understand needs. 
Putting together a working group with stakeholders from all departments would be a positive first step. Each stakeholder would be responsible for their own areas needs and feedback and would bring the information back to the working group to collaborate and share ideas/ best practice. Working together as a project group would also allow for risks to be analysed appropriately as well as a clear communication plan in line with the proposed changes. 
Another process the people function could use would be staff surveys. A blog by ‘Great Places to Work’ in July 2023 highlighted the importance of staff surveys and how they can ‘play a huge role in shaping a positive culture’ and ‘driving better business outcomes’. (GPTW, 2023). 
Surveys could be used to gather feedback from employees on what their thoughts would be on change. Using this information would allow for better risk management as well as employee engagement as staff are likely to feel comfort in the organisation gathering their thoughts and feelings before making the change. 
Communication and sharing the strategy is another process that can be used so that employees are clear in what the change would look like and encourage feedback off the back of this. This is important as employees can visualise what the change looks like and how it will impact them. Having a shared Q&A session off the back of this would be positive to encourage employee input. 
If there has been a trial of the change in hours with the organisation, it would be positive for this to be shared to eliminate any concerns about the potential changes. 
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