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List of Abbreviations
	Abbreviation
	Full Term

	ACEs
	Adverse Childhood Experiences

	AI
	Artificial Intelligence

	AP
	Alternative Provision

	ATS
	Applicant Tracking System

	BSC
	Balance Score Card

	CIPD
	Chartered Institute of Personnel and Development

	CPD
	Continuing Professional Development

	CPH
	Cost-Per-Hire

	DEI
	Diversity, Equity and Inclusion

	DSG
	Dedicated Schools Grant

	DSL
	Designated Safeguarding Lead

	EHCP
	Education, Health and Care Plan

	eNPS
	Employee Net Promoter Score 
(a measure of staff likelihood to recommend Rootwings as a workplace) 

	ESFA
	Education and Skills Funding Agency

	GDPR
	General Data Protection Regulation

	HR
	Human Resources

	HRM
	Human Resource Management

	LA
	Local Authority

	MAT
	Multi-Academy Trust

	MIS
	Management Information System

	PRU
	Pupil Referral Unit

	QTS
	Qualified Teacher Status

	SEMH
	Social, Emotional and Mental Health

	SEND
	Special Educational Needs and Disabilities

	SHRM
	Strategic Human Resource Management

	SIMS
	School Information Management System

	STEM
	Science, Technology, Engineering and Mathematics

	TNA
	Training Needs Analysis

	VFM
	Value for Money














Key HR Challenges
Meeting Technological Advancement
Technological advancement at Rootwings Academy is essential due to pressures in the AP sector, facing unstable financing influenced by local authority commissioning and per-pupil allocations. Council budgets require demonstrable value, efficiency, and measurable student outcomes (CIPD, 2023). Investing in digital HR systems, such as AI-driven Applicant Tracking Systems (ATS), aims to reduce administrative workload, improve recruitment accuracy, and demonstrate cost-effectiveness to commissioners and governing bodies.
AP environments support vulnerable learners with SEMH needs and complex safeguarding histories. The Department for Education enforces strict recruitment standards, which make manual systems prone to error. Digitised workflows and Management Information Systems (MIS) such as Arbour or SIMS improve compliance and traceability for Ofsted inspections. Weak data infrastructure can harm reporting and reputations. Implementing HR technology improves recruitment efficiency and defensibility, with real-time dashboards providing key workforce metrics critical for leadership and safeguarding. The Equality Act 2010 states that UK GDPR data protection obligations heighten recruitment risks involving sensitive personal data. Inadequate system configurations or insufficient training can lead to legal penalties; therefore, any implementation of AI and ATS must incorporate strong data protection protocols, encryption, access controls, and staff training. Student identity exposure and sensitive AP information must be protected when using social media.
Technological advancement in education faces challenges due to digital capability gaps among veteran educators. While experienced AP leaders excel in relational pedagogy, they often struggle with advanced MIS and predictive analytics. It's essential to identify candidates with emotional intelligence and digital skills while upskilling current staff to prevent digital stratification in leadership.
The shift to hybrid learning post-pandemic poses challenges, as AP settings increasingly rely on digital platforms for students with attendance issues. The new AP Manager must possess pedagogical leadership, digital curriculum skills, digital safeguarding expertise, and remote engagement analytics to adapt to changing educational needs.
Failure to modernise exposes Rootwings Academy to recruitment risks and inefficiencies, threatening its financial resilience. Embracing technology like AI-enabled ATS and digital dashboards can help navigate unpredictable subsidies, regulatory scrutiny, workforce gaps, and evolving educational models, demonstrating a commitment to innovation and effective risk management.
Talent Acquisition and Retention
The UK is experiencing a recruitment and retention crisis in education, particularly in Alternative Provision (AP). with 38% of teacher-training targets missed and a 44% rise in staff turnover, particularly in STEM fields (CIPD, 2024). Traditional recruitment methods are inadequate. The AP Manager role at Rootwings requires Qualified Teacher Status (QTS), expertise in Special Educational Needs and Disabilities (SEND), and strong emotional intelligence to support vulnerable students. Staffing shortages in Pupil Referral Units (PRUs) and AP settings are often underreported, underscoring the urgent need for qualified professionals to help at-risk youth.
Attracting and retaining high-quality talent in the Alternative Provision (AP) sector is challenging, especially in the fragile UK education labour market. Rising teacher attrition rates, particularly within the first five years, are driven by workload intensity, accountability pressures, and well-being concerns (CIPD, 2023). In AP settings, these issues are exacerbated, leading to burnout and high staff turnover.
At Rootwings Academy, retention must be viewed in the context of competition from mainstream schools, multi-academy trusts, and specialist SEND provisions, all vying for the same qualified leaders. The flux of Local Authority aid in AP settings further complicates long-term planning and stability, potentially deterring experienced leaders. Primarily driven by the ‘high needs block’ of the Dedicated Schools Grant (DSG), roughly £10,000 per place, with top-ups commissioned for students with an EHCP, grants are harder for APs to obtain, as mainstream and specialist school pupils have higher priority due to a more standardised National Funding Formula. In contrast, AP students require higher costs due to their varying levels of need. For the first two years, 100% of MAT placements are funded by the Education and Skills Funding Agency (ESFA), which is initially more attractive to LAs. Still, after this period, the ESFA deducts approximately. £5833 per place from the LAs' budgets, reducing the support available for APs (Perera, 2019).
To address these issues, an intentional retention framework is essential. Beyond competitive salaries, a Total Reward approach that includes professional autonomy, structured CPD, clinical supervision, flexible work arrangements, and wellbeing support is crucial. Employer branding should position Rootwings as a psychologically safe and developmental environment that fosters long-term leadership resilience in a competitive labour market.
Diversity, Equity and Inclusion (DEI)
Students in AP settings often come from minority ethnic backgrounds and lower socio-economic backgrounds, yet this diversity is rarely reflected in senior leadership roles. Structural inequalities, such as limited access to mentoring and qualifications, hinder advancement into headship. Additional barriers, such as unpaid leadership placements and mobility constraints, further restrict access to senior positions. Thus, the underrepresentation in leadership is a systemic pipeline issue, not just a recruitment problem.
Addressing unconscious bias in recruitment through methods such as blind shortlisting and diverse panels treats symptoms, not the causes. While Rootwings Academy can enhance shortlisting diversity, it may not lead to meaningful senior-level representation. True DEI requires systemic changes beyond recruitment, such as structured interviews, inclusive job descriptions, proactive leadership development, mentoring for underrepresented staff, and clear promotion criteria. Monitoring DEI metrics and pay equity is essential to identify stagnation. By overcoming recruitment and systematic barriers, Rootwings can advance from compliance to leadership that reflects its student community and strengthens its competitive advantage as an inclusive employer.




Evaluation of Contemporary HR Practices

Transitioning from traditional personnel management to Strategic Human Resource Management (SHRM) is crucial for addressing the complexities of the alternative provision sector (Armstrong and Taylor, 2023). The following section evaluates contemporary practices to mitigate the three core issues identified.

Meeting Technological Advancement
The adoption of Applicant Tracking Systems (ATS) and AI tools marks a shift to data-driven workforce planning. While ATS increases efficiency by parsing CVs and ranking candidates, it poses organisational risks. If based on biased historical data, ATS may perpetuate demographic imbalances, favouring traditional career paths linked to higher socio-economic status and elite education. This bias is evident in tools such as LinkedIn and Indeed.
Predictive analytics can forecast candidate performance and employee turnover, but may be biased and oversimplify human motivation, overlooking essential contextual factors like emotional labour and safety in high-stress environments.
Virtual interviews and digital assessment platforms expand geographical reach and accessibility. However, digital literacy disparities may disadvantage candidates from lower-income backgrounds or those less technologically confident, subtly filtering the applicant pool. In addition, asynchronous video tools risk privileging candidates with greater presentation confidence rather than relational leadership competence.
Employee analytics platforms enhance engagement tracking and performance management, but excessive monitoring may generate surveillance perceptions, undermining psychological safety. Therefore, technological integration at Rootwings must be accompanied by bias audits, human oversight, transparent governance, and ethical design principles. Digital competence cannot be forced. Kotter's first step (Create Urgency) in his 8 Step Change Model implies that an AP manager should frame new safeguarding AI as vital for regulatory compliance. Step 5 (Empower Action) suggests that HR must provide necessary training to tech-resistant staff to overcome structural limitations. Without critical scrutiny, digital efficiency may inadvertently entrench inequality rather than resolve it.
Talent Acquisition & Retention
In a competitive education labour market, salary alone is insufficient to attract or retain an AP Manager. Procter-Legg (2025) found that early-career teachers in England, including those in special school settings, are most at risk of leaving within 5 years. A Total Reward framework combining transactional and relational aspects is essential. While pay may entice applicants, intrinsic motivators like professional growth and meaningful work are crucial for long-term retention, along with structured supervision and wellbeing initiatives.
Total Reward models pose challenges, as informal distribution of development opportunities can reinforce power hierarchies, limiting advancement for underrepresented groups. Transparency in Training Needs Analysis (TNA) is crucial for equitable access to opportunities (Torrington et al, 2020).
Competency-based selection methods, such as micro-teaching from Kolb’s Experiential Learning Theory, enhance predictive validity by assessing skills through simulations rather than self-reports. However, they may disadvantage non-traditional applicants. Emphasising cultural fit can perpetuate homogeneity, necessitating equitable implementation and transparency to prevent the reinforcement of leadership inequalities.
Departmental managers must consistently monitor the Cost-Per-Hire (CPH) to ensure it remains within the £3,000–£5,000 threshold. Any variance should trigger a review of the "Strategic Sourcing" mix to ensure maximum Value for Money (VFM).
Diversity, Equity, and Inclusion (DEI)
Rootwings uses a scientific recruitment approach to enhance Diversity, Equity, and Inclusion (DEI) through methods like blind shortlisting, which aim to reduce bias. However, despite improved fairness in trials, minority representation at senior levels remains low, suggesting more profound discrimination in decision-making.
Diverse interview panels are intended to minimise in-group bias, in line with Social Identity Theory (Tajfel and Turner, 1979). However, diversity doesn’t guarantee fair outcomes if influenced by dominant organisational norms. Without shared authority and structured scoring, panel diversity might remain symbolic rather than transformative.
The distinction between equity and equality is essential. Reasonable adjustments align with the Equality Act 2010 and reflect Adams’ (1965) Equity Theory, which emphasises fairness through proportional treatment. However, unclear equity practices may lead to perceptions of favouritism, threatening organisational cohesion due to opacity.
Language auditing of job ads, using software to eliminate gender-coded terms, can broaden applicant pools. However, without focusing on progression pathways, mentoring, and promotion criteria, these efforts may be merely performative (Muller, 2018). Rootwings demonstrates procedural fairness, but meaningful change necessitates fundamental alignment that influences leadership representation and organisational culture.
Rootwings Academy's contemporary HR practices focus on creating a resilient, tech-savvy, and inclusive workforce ready to meet the unique challenges of the alternative provision sector. The effectiveness of these practices can be evaluated using measurable performance frameworks, such as the Balanced Scorecard.
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(Interaction Design Foundation, 2024)

A Critical Evaluation of How Departmental Managers at Rootwings Academy Can Ensure Urgent Implementation of Contemporary HR Practices
Rootwings Academy needs modern HR practices to support digital transformation, DEI, and quality leadership, such as the AP Manager. Factors such as accountability and labour market instability create a limited “window of opportunity” for reform. Kotter (1996) emphasises that successful change starts with a strong sense of urgency to counter complacency. In education, reforms are often slow due to tradition and autonomy, so urgency must be managed to prevent mere surface-level reform. Recruitment requires a legally defensible decision architecture. Departmental managers are crucial for effectively implementing these policies. 
Rootwings must ethically govern AI-driven recruitment and ATS to avoid perpetuating biases (Raghavan et al., 2020). Managers should implement oversight, conduct bias audits, and maintain human authority in selections. Integrating AI governance indicators into the Balanced Scorecard can measure digital adoption in terms of fairness and quality, but qualitative reviews should complement it to prevent performative accountability (Muller, 2018).
However, Muller (2018) warns that reliance on metric-driven accountability risks procedural conformity rather than genuine behavioural change. The Four-Stage Learning Agreement addresses this by integrating within leadership routines, clarifying expectations, diagnosing digital and DEI capability gaps, operationalising applied learning, and reviewing outcomes.
Purcell and Hutchinson (2007) emphasise the role of front-line managers in shaping HRM performance. Resistance from middle managers to reforms, such as blind shortlisting, may arise due to perceived threats to norms. Social Identity Theory (Tajfel and Turner, 1979) highlights how in-group dynamics can hinder inclusion, underscoring the need for transparent communication about equity-based changes. Adams’ (1965) Equity Theory suggests that perceptions of fairness depend on the proportionality between inputs and outcomes, rather than on identical treatment. Therefore, departmental managers should effectively articulate the DEI rationale, using data dashboards, stakeholder briefings, and performance evidence to build legitimacy and sustain trust.
Resistance from middle managers and reform fatigue represent institutional roadblocks to HR modernisation. Educational settings are particularly vulnerable to cultural inertia, where professional autonomy and reform saturation generate passive resistance. Kotter (1996) argues that without visible short-term wins, urgency dissipates and change momentum stalls. Rootwings must deliberately stage implementation, demonstrating early gains such as reduced time-to-hire and strengthened safeguarding compliance.
Retention strategies should focus on a Total Reward approach that combines competitive pay, professional development, wellbeing initiatives, and recognition. Herzberg’s Two-Factor Theory (1959) indicates that intrinsic motivators drive engagement more sustainably than financial incentives. Development opportunities must be equitably available, especially for underrepresented groups, as inclusive management is essential.

Departmental managers have a fiscal responsibility to protect the Recruitment Budget Strategy. Given that a failed hire costs 30% of an annual salary, managers must implement the "90-day review" as a financial safeguard. By tracking Cost-Per-Hire (CPH) against candidate performance, managers provide the "Scientific Decision-Making" data needed to justify future HR investments (Metaview, 2025).
CPH RECRUITMENT METRIC= 
Rootwings Academy is a small, independently commissioned AP constrained by LA funding cycles and per-pupil allocations. Full-scale ATS implementation may not be immediately financially viable. A phased approach, beginning with a low-cost tracking tool such as Pinpoint or Hireful, would be more appropriate, scaling towards AI-enabled platforms as the APs' digital maturity and budgets allow. 
Given current budget constraints, urgently establishing a fully resourced DEI function may not be feasible. A more practical approach would be to designate an existing senior leader, such as the SENCO, and conduct a basic annual audit using free tools, such as the CIPD's Inclusion Health Checker.
To address funding uncertainty, non-pay retention strategies — such as flexible working and structured supervision — should be implemented immediately as a priority strand of the Total Reward framework. Standardising a 90-day induction for new hires can reduce early attrition. Long-term, applying for DfE grants can fund supervision programs, thereby enhancing motivation, as identified by Procter-Legg (2025), and positioning Rootwings as a competitive employer.
Delay increases inspection vulnerability, heightens exposure, and exacerbates competitive fragility in the AP labour market. While urgency is necessary, it must be ethically balanced. Purcell and Hutchinson (2007) highlight that front-line managers are crucial in the HRM-performance chain. When they embrace reform and embed strategy into everyday practice, HR modernisation becomes sustainable rather than merely symbolic. Using the Four-Stage Learning Agreement alongside Kotter’s change framework as a strategic tool effectively translates strategy into behaviour.
.









Contemporary Practices
The following pages will detail how Rootwings will implement these practices to explore the effectiveness of each model.
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Conclusion

For Rootwings Academy, contemporary HR reform is not a discretionary enhancement, but a strategic necessity shaped by heightened accountability expectations, financial uncertainty, labour market constraints and regulatory scrutiny. Consequently, technological modernisation, equitable talent development and equity-centred organisational transformation must operate as interconnected mechanisms that strengthen institutional resilience rather than as isolated initiatives.
While the Balanced Scorecard provides a structured framework for aligning performance objectives with organisational strategy, ethical AI governance and transparent career progression systems ensure that principles of fairness and accountability are translated into operational practice. In addition, the Four-Stage Learning Agreement framework and 8-Step Model bridge the gap between policy formulation and managerial behaviour by embedding reflective learning, responsibility and continuous improvement into leadership practice.
When implemented through coherent governance structures and ethical oversight, these reforms reposition human resource management from a largely administrative function to a strategic capability that supports sustainable organisational performance. In doing so, HR becomes a central driver of leadership stability, workforce engagement and long-term institutional legitimacy within the Alternative Provision sector.
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BALANCE SCORECARD

FINANCIAL PERSPECTIVE
Strategic Question: How do we demonstrate value-for-money and sustainability to Local
Authorities and governors?

AP operates under unstable commissioning funding. Efficiency protects lon,

{ Stra G arge Stra |
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Manager pressure

reliance on J % reduction in agency -15% YoY Improves budget stability
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Ratio of CPD investment  85% retention Links Total Reward to
to retention rate post-CPD financial sustainability
Safeguarding audit pass  100% Reduces legal/inspection
rate risk

STUDENT & STAKEHOLDER PERSPECTIVE
Strategic Question: How do we deliver measurable impact for students, parents, and
commissioners?

Inspection frameworks prioritise safeguard/ng inclusion, and measurable student progress.

argef Strategic Rationale

S % safeguarding checks 100%  Reduces Ofsted
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% students transitioning to +15%  Demonstrates provision

ng mainstream/post-16 effectiveness

INTERNAL PROCESS PERSPECTIVE
Strategic Question: What must we excel at operationally to meet compliance and fairness
standards? Inspection risk often arises from process failures, not from strategy failures.

tionale |

Strategic Objective LG argef Strate

Ethical Al % recruitment cycles bias- 100% Prevents algonthmlc
re itment audited inequality
e hiring | % roles using blind shortlisting 100%  Strengthens DEI practice
npliance | MIS data accuracy rate 98%+  Protects GDPR compliance

to- Days from advert to -25% Reduces operational gaps
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LEARNING & GROWTH PERSPECTIVE
Strategic Question: How do we build long-term leadership capability and resilience?
Sustainable transformation depends on capability, not just compliance.

rategic Objective Targe! Strategic Rationale |
Digital literacy ‘ Staff Al/MIS competency 85%+ Addresses the
eV score digital skills gap
rship % underrepresented staff in +20% from the Tackles structural

middle leadership current baseline inequality

‘ Annual turnover rate Below the national Stabilises workforce

AP average

Employee Net Promoter +10 improvement Signals
Score (eNPS) psychological safety

This Balanced Scorecard ensures:

Technology is measured for fairness, not just speed

DEl is tracked structurally, not symbolically

Retention is linked to financial sustainability

Safeguarding is operationalised through measurable compliance
Funding pressures are addressed through efficiency indicators
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4 STAGE LEARNING AGREEMENT

This framework integrates Behaviourist, Cognitivist, Experiential, and Humanist learning theories to
embed organisational change.

STAGE 1: COMPLIANCE & FOUNDATION (DAYS 1-30
Theoretical Lens: Behaviourism (Skinner, 1953)
AP settings operate under high safeguarding scrutiny. Behavioural compliance must be immediate to
reduce inspection and legal exposure.

Col Detail

e | Establish mandatory safeguarding, GDPR, and Al governance competence
juired Advanced Safeguarding Level 4, Safer Recruitment certification, GDPR

| ning training, Al-bias awareness workshop

[ Application | Demonstrate correct use of MIS (Arbor/SIMS) for safeguarding reporting

W XTE A Signed competency verification by HR & DSL

Link | 100% compliance within 30 days

STAGE 2: COGNITIVE INTEGRATION (DAYS 31-60)
Theoretical Lens: Cognitivism (Bloom’s Taxonomy)
Moves the manager from procedural compliance to critical evaluation of systems.

Component

Objective Develop digital literacy and DEI analylicaf capability

|

equired ‘ Training in ATS oversight, bias audit processes, and retention analytics
|
|

dashboards
Conduct a mock bias audit on one recruitment cycle
untability Present findings to the Senior Leadership Team

Recruitment fairness score 2 90%
(measured by blind shortlisting compliance rate and panel diversity audit)

STAGE 3: EXPERIENTIAL APPLICATION (DAYS 61-90)
Theoretical Lens: Kolb’s Experiential Learning Cycle (1984)

Bridges theory and practice. Tests reform under pressure.
Component Detail
| Apply HR reforms in a live operational context
| Lead one real recruitment cycle using blind shortlisting & structured interviews
| Conduct post-cycle evaluation on bias risk, candidate experience & time-to-hire
e Written reflective portfolio submitted to HR
Link I Time-to-hire reduced by 20% without diversity regression

rning

lication

tive

lired Action

ction

STAGE 4: HUMANIST DEVELOPMENT & SUSTAINABILITY (ONGOING)
Theoretical Lens: Humanism (Rogers, Maslow)

Prevents burnout and change fatigue in an emotionally intense AP environment.

Component Detail

Dbjective ' Sustain leadership capability and psychological safety culture
Bi-monthly reflective supervision + wellbeing review

d Action

]
nent Plan Personal CPD pathway aligned to the Total Reward framework
| Accountability | Annual 360° leadership review
[ KPI Link Retention of leadership staff above the national AP average
To prevent performative compliance: Integrated Monitoring (Linked
*  Learning Agreement embedded into appraisal system to Balanced Scorecard)
e Quarterly review by HR Committee

This model ensures the following process commitments:

Learning BSC Perspective
*  Urgent yet staged reform, sequenced to prevent change fatigue Stag
and passive resistance (Kotter, 1996) Stag—e 1 Internal Process
e Clear managerial accountability at each stage, embedded into (Compliance)
appraisal rather than a one-off initiative Stage 2 Learning & Growth
*  Data triangulation combining quantitative KPIs and qualitative (Digital Maturity)
reflection (Muller, 2018) Stage 3 Financial &
When implemented with fidelity, the expected outcomes are: Student Outcomes
*  Ethical Al governance with bias audits embedded into the Stage 4 Retention &

recruitment cycle
e DEI practice that moves beyond procedural compliance to
structural representation in leadership
e Reduced safeguarding exposure through verified, time-bound competency certification
e Long-term retention stability, addressing the intrinsic motivational deficit identified by Procter-Legg
(2025) as the primary driver of early career departure in AP settings

Engagement
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KOTTERS 8-STEP CHANGE MODEL
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1. CREATE URGENCY
Present data-led evidence of
safeguardingrisk, recruitment crisis
and LA funding pressure to all staff
and governors
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COALITION
HR Reform with Py al, HR Director,
SENCO, DSL and Finance Manager

3. FORM A STRATEGIC VISION
Co-create a values-aligned HR vision
connecting digital capability, equitable
talent and DEI to Rootwings
therapeutic mission
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EVALUATION

While the Balanced Scorecard and the 4C Model provide valuable frameworks for evaluating
organisational performance and workforce capability, they do not offer detailed guidance for
implementing change quickly. In contrast, Kotter's 8-Step Change Model directly focuses on leading
organisational transformation, making it the most effective framework for ensuring the urgent
implementation of contemporary HR practices at Rootwings Academy.

The Balanced Scorecard can still play a complementary role by measuring the outcomes of HR
reforms, while the 4C Model can support workforce capability development. However, Kotter's model
provides the most practical structure for departmental managers to introduce technological
innovation, strengthen recruitment processes, and embed DEI initiatives into organisational culture.
It represents the most appropriate and effective implementation framework for Rootwings Academy.
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The Skills 4 All case study offers a practical example of various HR strategies highlighted in this report.
It demonstrates how alternative education providers can incorporate digital skill-building, such as
robotics, coding, and Al development, into their curriculum. This integration requires HR to recruit and
develop staff members who possess both teaching skills and technical expertise.

importantly, the case study underscores the report's focus on a tiered CPD framework and on the use
of technology informed by a trauma-sensitive approach. it shows that for staff to effectively adopt new
tools, they need HR-led mentoring and ongoing training systems that enhance professional practice
without adding to the already significant workload pressures faced in AP settings.
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AP providers, such as Skills 4 All, ly integrating technology
into their curricula to engage learners with hands-on tech skills, including

robotics, filmmaking, coding, and Al development. Students use industry-
standard cameras, robotic kits, professional software, online platforms and green
screens as part of their learning pathways. This helps learners build real-world
skills that support future employment and further education whilst reengaging
those who struggled in mainstream settings.

HR needs to recruit staff with pedagogical and digital skills or train existing staff.
Digital teaching demands systems for tracking tech use, measuring outcomes and
providing regular feedback on digital pedagogy. Staff adoption of new tech is
supported by HR-led training, mentoring, and ongoing support systems that enhance,
not overwhelm.
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Recruiting an Alternative Provision (AP) Manager at Rootwings Academy represents
a strategically significant decision within a sector characterised by funding volatility,
safeguarding scrutiny, inspection accountability, and labour market fragility. AP
settings support learners with complex social, emotional and educational needs,
requiring leadership that integrates crisis management, relational pedagogy, digital
competence, and regulatory compliance. Consequently, recruitment in this context
extends beyond vacancy fulfilment and becomes a mechanism for organisational
resilience and risk mitigation. Rootwings needs a strategic leader, not an operational
manager.

This report critically examines the interrelated challenges of technological
advancement, talent acquisition and retention, and Diversity, Equity and Inclusion
(DEI) within Rootwings Academy. It evaluates contemporary HR practices through a
tactical lens, assessing both their potential and the structural limitations that shape HR
decision-making. Furthermore, it analyses the pivotal role of departmental managers
in translating reform into sustained practice, linking HR interventions to measurable
performance outcomes and long-term institutional sustainability.
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The Balance Scorecard Approach (The Performance Measure)

The Balanced Scorecard (BSC) by Kaplan and Norton (1992) helps Rootwings Academy align the
AP Manager's performance with strategic objectives across financial, stakeholder, internal process,
and learning perspectives. It emphasises multidimensional value creation in education by
incorporating technology, talent development, and stakeholder satisfaction into measurable
outcomes, ensuring accountability and long-term sustainability (Kaplan and Norton, 2004).
However, its reliance on quantitative metrics can oversimplify complex factors like culture and
morale, and measuring qualitative impacts is often challenging. Successful implementation requires
a strong data infrastructure and managerial capacity; otherwise, the BSC may become bureaucratic.
In summary, while the BSC offers clarity and alignment, its success depends on careful indicator
design, regular review, and integration with qualitative assessments.

The 4-Stage Learning Agreement (The Implementation Tool)

This framework aims to help departmental managers streamline the on boarding of the new AP
Manager. The Four-Stage Learning Agreement provides a structured method that includes:

(1) clarifying expectations,

(2) identifying necessary skills,

(3) applying learning, and

(4) reviewing outcomes. (Torrington et al., 2020)

It emphasises capability-building over mere compliance. In contexts such as Al recruitment and
equity-based rewards, these agreements help formalise accountability and incorporate ethical
considerations. Success relies on genuine managerial engagement; without it, the approach risks
becoming merely compliant. When linked to performance appraisals, it can improve ownership of
HR initiatives and promote adaptive leadership.

Kotter’s 8-Step Change Model (The Transformative Method)

Kotter's 8-Step Change Model serves as an effective framework for the successful implementation
of contemporary HR practices within organisations. This model underscores the importance of
generating a sense of urgency, forming leadership coalitions, and integrating change into the
organisational culture (Kotter, 1996). At Rootwings Academy, departmental managers can leverage
this model by first articulating the pressing need for technological innovation, inclusive recruitment
practices, and enhanced talent retention strategies. Managers should then provide support to staff
through training, eliminate obstacles to change, such as gaps in digital skills, and reinforce progress
with measurable short-term outcomes, such as improved recruitment efficiency and heightened staff
engagement. By incorporating these practices into organisational policies and leadership
behaviours, HR reforms can transform from temporary initiatives into enduring cultural norms.





