1.1 Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure.

Organisational structures are present in every business regardless of size. The structure forms the pillars upon which the business is run (Miller, 2021). Unique to each organisation, the respective policies and hierarchies must be clearly defined for clear development and growth (Del Vecchio, 2014). Structures defines how tasks need dividing, how jobs are delegated, and how workers are organised into their departments or individual roles. They clarify employees’ roles in achieving business goals. If planned well, employees know exactly their place and progression route (Bartram, 2022).
Many structures exist, namely, hierarchical, functional, divisional, projectized and non-hierarchical, Matrix, Virtual, and Holarctic (Taylor and Woodhams, 2022). Implementing the right structure according to the support the organisation needs, depends on the challenges and advantages each one brings. Enhancing efficiency, company culture and management style (Alam, 2024).
Multinational corporations usually prefer divisional structures. Each division is focused on delivering a particular product or service which allows teams to collaborate and hare the organisational goals, while focusing on their individual goals. Each division has its own executive who manages how that division operates. It would also have its own HR and IT function for its own area of specialism. The company would have a headquarters that would provide direction for the division and hold its own business function (Taylor and Woodhams, 2022). 
Concerns here over duplication of efforts, and the creation of silos that inhibit collaboration. The geographical distance can also promote poor integration and lack of communication between divisions.
A ‘Matrix’ type structure combines the traditional departments seen in functional structures, with project teams (Matrix structure, 2021). Teams report to multiple leaders. The fluid design allows open communication which can result in more innovative products and services. 
Matrix structures are used in project-based organisations or industries requiring cross-functional collaboration as promotion of flexibility allows for projects to be completed effectively in accordance with allocation of limited resources, issues may arise in reporting relationships and recognition of reward as many hands have an oversight. This opens potential for conflict (Asana, 2024).


1.2 Analyse the extent to which the organisational strategy in your organisation helps to ensure products or services meet customer needs.
A company’s organisational strategy is its long-term plan, determining how they plan to use resources to support the business, a blueprint outlining its goals, objectives, and the pathway it intends to follow to ensure success (Kothari, 2024). 
Carmarthenshire County Council (CCC) arranges its strategy to ensure its sole purpose of delivering to the community is met. Integrated into building this strategy and management of over 9000 employees are both internal and external factors. 
Strategy is built on the seven principles of conduct. A strong focus on legislative framework, purpose, and a constant motion of change, forming a manageable unified functional structure that is equipped to support and serve the community. Services provided range from Education, Children and Family Services, Corporate Services, Economic Development Infrastructure, Sports and Leisure, and Community Maintenance. We then collaborate with local partners and residents to determine and deliver on these priorities. 
A Unified functional structure method suits this business model well as the many services require specialism and focus on different areas simultaneously. Each function is consolidated to satisfy the customer's needs (Kothari, 2024). Each department has a functional head. Development and spending can be allocated clearly to different departments to ensure the development and maintenance of the strategy, which coincides with the needs of the community. This commitment to continuous improvement allows for constant adaptation of emerging challenges and changing customer needs (Jurevicius, 2021).
The most crucial aspect of the strategy must be the implementation of it. My organisation typically works in silos, concentrating on their expertise of work and not cross functionality (Baumgarten, 2023). This promotes clearer decision making offering a clear chain of command through the head of each department, group-based expertise allows pinpointed focus on specialised areas increasing efficiency. The one drawback is sight of the bigger picture (the authority’s overall objectives) could be lost. This however is hopefully offset with the seven principles of conduct offering unified guidance. Upon further analysis, whilst this works for local government, other business could benefit from Horizontal Integration to reduce competition and access possible new markets leading to industry consolidation, preventing silos where departments operate in isolation, focusing solely on their own objectives (Bordoloi, 2022). 
Some business models explore ways of expanding customer markets by broadening the market scope, budget, and customer loyalty programmes. A broader customer base is found by lowering product costs, and diversification of products and services. In doing so they would require a ‘Vertical integration.’ This allows a company to simplify and streamline its operations, taking sole ownership of of its production process instead of relying on external contractors or suppliers (Hayes, 2023). The outcome is more rapid production of said product due to shorter supply chains, and providing stability and flexibility, allowing companies to adapt quickly to changing market projections (Seawak, 2018). Apple would be a good example where they own all the supply chain management, manufacturing, and distribution minimising reliance on other companies (Dessler, 1994). 
 
1.3 Analyse the current impact of interest rates, inflation and one other external factor on your organisation.

By auditing the external environment, a PESTLE analysis can detect and understand broad, long-term trends. If we focus on the economic situation, we can gather an extensive understanding of the external landscape (Frick, 2022). 
Inflation can be positively correlated with rising interest rates. This lack of purchasing power caused by overexpansion of monetary supply due to increased demand with limited supply to the economy affects the interest paid for borrowing money. The constant change and development of the economy sometimes makes this effect unavoidable (Casico, 2016).
Interest Rates impact local government significantly, Higher Interest Rates increase the cost of borrowing, this makes it more expensive for us to finance infrastructure projects, thus delaying or even cancelling proposed projects, however higher interest rates could boost its revenues due to increased returns on any investments (Pereira, 2023).
In a state of inflation, this dislocation in flow of money can cause the economy to quickly break down as capital does not satisfy expenditure. The Bank Rate was almost zero (0.1%) at the beginning of December 2021. It is now 5%. (Heakal, 2024) This drastic increase has many effects on local authorities. Costs of goods and services increases e.g. construction materials, energy and wages. Existing budgets are strained heavily, causing cuts in vital services and the increase in council tax payments needed to deal with the shortfall (Battista, 2024). Resources are spread too thinly and focus on development halts as a result. Effective financial management is needed to mitigate these risks and threats. For the authority to maintain the same level of service, more effective funnelling of capital is needed, and senior management must uphold the pillars of the internal strategy to ensure short as well as long term survival (Ochuba, 2024). 
Although significantly negative, we can deter some positive factors from this hardship as a proof in testing of the internal strategy. Loans made to local enterprises are recalled at a higher rate, which increases liquidity to redistribute to core areas of service (STATUTORY GUIDANCE ON LOCAL GOVERNMENT INVESTMENTS (3rd Edition), no date). This is of course a short-term solution, and so organisational priorities scheduled long term must be overlooked until more capital becomes available. 
Another external factor must be mentioned as a critical growing concern for local authorities, Climate change, the need to invest in sustainable infrastructure and the transition to greener energy sources to deliver net zero targets, require substantial financial resources, (Climate Change Committee, 2020) the need for balancing and prioritising available budgets against environmental responsibilities can pose many challenges.  Local Authorities will need to maintain financial stability and operate a long- and short-term strategic plan to continue providing essential services to its communities as well as implementing legal and ethical requirements.

1.4 Assess the extent that AI is, or could be, used in your organisation and assess how AI impacts work.
Advancements in technology, namely, the rise of AI are paving the development of the modern world (Mohdzaini, 2021). 
Local Government is experimenting and has seen some benefits of AI through predictive analytics helping predict an outcome and assist in ensuring adequate resources are available for a particular risk area (Local.gov.uk, 2024), administration automation processing applications and managing records freeing up staff and possibly reducing the need for so many staff members, this is offering significant potential opportunities in evolving jobs and job roles and enabling departments to work faster and smarter (CIPD, n.d.) fairness and a just transition should be sought if staff members are affected by job losses.
The swift rise in AI and its potential impact plays a significant part in the workplace moving forward and People Professionals must lead in ensuring it is responsibly, ethically, and potential data security issues and GDPR issues addressed (Fine, 2022).
As People Professionals, we can leverage advances in AI. Some interesting options could be atomization of the initial screening processes to speed up the hiring process. Chatbots could be used to answer queries and create interviews (CIPD, 2020). The onboarding process can also become more personalised based on predictive analytics generated from the employee. Moreover, employee communication can be more frequent and scrutinised more heavily through automatically generated surveys focusing on wellness, feedback, benefits, DEI, and more (BCS, 2022). L&D have embraced the benefits of digital learning. Being able to hold workshops and training sessions remotely also attracts greater numbers due to no limitations on office space etc.
AI can assist with clear business goals and provide clarity on objectives and metrics. KPIs such as revenue, market growth, and customer satisfaction surveys can help monitor overall progress, maintain business-technology alignment, and keep teams leveraging in constant motion (Alcazar, 2024).
CCC should now be allocating sufficient resources to maintain their position and penetrate and invest in the new avenues unveiled. AI has the potential to significantly enhance local government operations, making them more cost effective, efficient, and responsive. Strategically, investing time and understanding of the benefits of AI can assist in increasing return on Investment and growth in the local community for years to come.

2.1 Explain Charles Handy’s model of organisational culture and David Rock’s SCARF theory.
Several models seek to explain the principles underpinning organisational culture, but the most well-known are the theories developed by Handy, Schein and Hofstede (Personnel Today, 2023). 
Charles Handy’s model states that there are four company culture types. The first is an autocratic model focusing on power. Power culture exists in small organisations with flat structures, major decisions made by one or a couple of senior leaders and employees take instruction from above. An organisational model such as this hierarchical one, wouldn't suffer from, where possible, adopting a collegial environment where employees and managers lead and constitute a democratic inclusive environment where all input is valued and welcome (Sharma, 2024).
Additionally, task cultures are suited to organisations with project-based work e.g. design and advertising (www.myorganisationalbehaviour.com, 2011). It involves specialised individuals coming together to work on a project as a team, influence is based on expertise and not seniority. Moreover, personal cultures where the organisation is seen to help achieve personal goals the focus is on the individual and not the organisation. This may be seen in GP surgeries or law firms; individuals work individually and focus on their own careers and not a wider organisation.
Lastly, role culture is one of the most common allowing individuals to be assigned roles/ responsibilities according to their skill set and qualifications. Given clear procedures and targets, and a clear structure is present to allow for a career in the industry and can work their way up the career ladder (Personnel Today, 2023). This model can be interchangeable with a Custodial model whereby the motive is security either economically, or resourcefully. Essentially a level of dependency on the organisation. 
David Rock’s ‘SCARF’ theory investigates the way in which neurology enables us to interact with others in an organisational culture. The SCARF model involves five domains of human social experience: Status, Certainty, Autonomy, Relatedness and Fairness (Rock. 2008). He explains how although the five factors are interlinked, there is benefit to be had from separating them out and analysing each one individually to understand the science behind human behaviour. For example, when someone's status might be threatened, the response will be isolation. This may fester and lead to surprising feedback questioning the overall organisational approach. 
To analyse this theory overall, we see a constant pattern between threat and reward (Maxwell, 2021). Threatening any one of these factors will result in lack of potential and so as People Professionals we must ensure we are always embodying a sense of reward to cultivate a healthy working environment. 
Organisational behaviour consists of multiple factors. Priority is to understand how individuals and groups behave within the context of an organisation (Taylor and Woodhams, 2022). Understanding behaviour in the workplace allows People Professionals to motivate and promote positive team dynamics.

2.2 Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation.

The work of people professionals’ influences and is influenced by organisational culture because every business is made up of human relationships and interactions (CIPD, 2020). 
Strong organisational cultures that are open and honest will encourage employees and in turn the company, by positively influencing quality, efficiency, and ultimate ability to reach goals and retention rates.
[bookmark: _heading=h.30j0zll]HR Policies, e.g. ethical practices, anti-discrimination, anti-bullying, gender, and disability can set the tone for what a company stands for and ensure correct values/understandings are shared throughout the organisational hierarchy (Cote, 2023). 
People managers play a vital role in influencing people's outcomes, good and bad; they are the front line and influence day to day relationships. Sometimes, organisation is put before the development and wellbeing of the employees, and this can negatively impact on a given situation requiring the help of PP to successfully strive for a positive outcome, to encourage positive beliefs and values through ensuring openness and trust about the organisation with which the employee works, aiming to ensure continued faith in the company. We can therefore say PP proves integral to people's strategy and practice (CIPD, 2020). 
[bookmark: _heading=h.c4e2eth2wu3s]Managing employee development along with day-to-day operational demands is challenging but PP can assist managers to balance the scales and get things right. Employee development is paramount to the health and future of the organisation, investing in staff development and ensuring staff acquire new skills and develop existing ones, will boost confidence, overall performance and a equip a skilled workforce able to adapt to change in a fast paced, changing business world (He et al., 2006). 
CCC must be providing development and staff opportunities, this will show we value growth and career progression, it will promote a sense of belonging, committal, trust and care.  Valued employees are more likely to stay with us and in turn, time and effort spent on their development is money well spent and reduces turnover rates. Investing in leadership skills will ensure we develop capable leaders who are available to lead and inspire their teams whilst aligning our organisational goals (CIPD, 2020). 
Employee development shapes organisational culture (Just Resources, 2014). Promoting an adoptive culture that allows a strong sense of responsibility for organisational performance can enable an organisation to achieve positive outcomes whilst maintaining employee wellbeing and policy. 
2.3 Explain how Kotter’s approach to managing change could be used to successfully implement a change to hybrid working.

[bookmark: _heading=h.1fob9te][bookmark: _heading=h.6xogugujwys7]For organisations to implement change and ensure employees' understanding is crucial. If there is misalignment internally, or miscommunication, the process can become very difficult and possibly fail (Anderson, 2001).
[bookmark: _heading=h.tjaq1p4uneb]The ability to incorporate the change requires a thoughtful strategic approach. Kotter's eight stage model (Laig, 2021).
[image: Change Management Models - Kotter's 8 Step Model | Changemethod]
(Anon, n d.)

The diagram depicts the model for ease of reference, but when we decipher each stage closely, we see a clear roadmap of how this changing requirement of a hybrid working model can be navigated and implemented successfully (Waite, 2021). 
If we utilise stage one and create a sense of urgency, we must communicate the importance of returning to the office two days a week, highlight the benefits of innovation and collaboration and identify the potential risks of decreased team cohesion and reduced productivity for prolonged durations of time. Whilst assessing the general response and pushback, it is important to build a guiding coalition through identifying employees who are keen to return, they will drive less enthusiastic employees if they see positivity from others (Al-Habaibeh, 2021). Through low urgency, reduced cohesion will be experienced and reduced motivation resulting in reduced time and effort relayed by the employees in overcoming this new inconvenience and change (Ansari, 2009). 
Moreover, the formation of a strategic vision. This might be the most difficult step to ascertain as we have a new generational workforce with alternative visions and plans to the older workforce (Budoian, 2024). However, a clear vision on how the company wants to look moving forward must be showcased. A give and take method of flexible working schemes with the hybrid model being proposed, can indicate this and avoid full resistance to the plan. 
The next stage focuses on the level of communication required to enforce this change. The report written by (Pollack, 2014) indicates how engaging communication as opposed to repetition is far more effective at ensuring the change is accepted from senior level and filtered down. One suggestion is the use of PowerPoint presentations which can leave an impression and cause reason for enhanced conversation and investment of more time and energy regarding the topic of incoming change (Lambertson, 2018). 
To enable the action into motion, any feedback and concerns should be addressed and solutions and understanding found immediately. The removal of these obstacles is a constant reminder of encouragement. This will then lead nicely to the sixth step which is to generate short term wins and celebrate any immediate successes ensuring momentum is maintained towards the long-term transformation (Majka, 2024).
In the final stages of this changed structure, it is imperative that acceleration is sustained to maintain the momentum and discover innovative ways to ensure the communication is open and management is considerate. The updated policies can be ongoing whilst the new system is seen less as enforcement. The company and employees can simultaneously benefit from the new ways of working. 

2.4 Using the Kuber-Ross change curve, discuss how change is experienced.
Variable responses to change have been explored to better understand our relationship with it and many models exist to assist. Change is inevitable, and without using a change management model the survival of any business could be down to plain luck.
One model was devised by Elizabeth Kubler-Ross, a physiatrist who authored a book detailing the five stages of grief (Mulholland, 2021). 
1. Shock
2. Denial
3. Anger/frustration
4. Depression
5. Experiment/bargaining
6. Decision
7. Integration/Acceptance

Shock/Denial is typical of many individuals' instant responses, when the change is announced it is met with surprise and shock. This is the period to expect the most resistance with protest and questions raised why it is needed? individuals are happy with the current state of being, they are stable and secure; they prefer to keep the familiar.
This could lead to anger/frustration and complaints in the hope that the company will change their mind. When the company does not back track, the employee feels the company has not listened, they don’t care about the employee and have no regard for their feelings. it requires acknowledgment and confronting fears (Tahir, 2019).
Next comes bargaining where individuals try and negotiate or make deals to avoid the reality or lessen the impact of their loss. When the new process is implemented, some will see the benefits instantly and some will just adjust but either way there is acceptance of the change. Depression comes when no deal can be struck and the reality of the change begins to become a reality and then acceptance where we come to terms with the change, we will not always be in favour of the change, but we acknowledge it and try and move forward.
Other phycologist theory exists, one being ‘Tannenbaum and Hanna,’ developed by Robert Tannenbaum and Warren H. Hanna they devised a three-stage structured approach: (ResearchGate, n.d.)
1. Homeostasis/Holding on
2. Dying /Letting go
3. Rebirth/Moving forward

This process again highlights Individual reactions to change, both models involve working through a series of natural psychological stages. Understanding the individual's cause of resistance, will need closer management and Introduction of the change in a way that looks compelling and appealing. Managers should identify strong influencers in a team or management structure that can assist in convincing others not so convinced and alleviate fears and concerns. Education and clear communication about the change will increase commitment and motivate employees to be ready for change when it arises, which will help reconcile opposing views (Abbas, 2022).
Training is the best way to facilitate change, having skills and knowledge required to adapt to change will reduce anxiety in the individual. Simultaneously, discussion sessions will help allow the individuals to vent frustrations and encourage them to discuss fears so they can be addressed.
2.5 Asses the importance of wellbeing at work and assess how good work could impact wellbeing.

Employee wellbeing constitutes mental, physical, emotional, and economic health. Influenced by workplace relationships, resources and decisions to the degree an individual is engaged, happy and satisfied at work (Marinaki, 2020).
Promoting and monitoring wellbeing at work will boost employee’s productivity and performance. When an individual has a healthy mind, they display healthy behaviours and make better decisions. Promoting wellbeing boosts morale, employees feel valued and cared for. Candidates will be enthused and work collectively towards the company's mission (Marinaki, 2020).
Wellbeing is the responsibility of the whole organisational hierarchy, not just HR professionals. Building effective leadership skills are needed, promoting 1-1 meetings, and understanding your employees are a good start. Employees quit their bosses, not the job.  Poor management style can increase employee stress. Micromanaging is inefficient and exhausting the employee is left feeling incompetent and unreliable. An unrealistic workload will create doubt, fatigue, and frustration. A supportive environment is required to inhabit effective collaboration (Suff, 2023).
The employment relationship is not only contract bound, but also holds a psychological contract that describes the non-contractual relationship between employers and workers. The ‘psychological contract’ was developed by organisational scholar Denise Rousseau (Personio, 2021). 
It is built on everyday actions and statements made by one party, and how they are interpreted by another (CIPD, 2024). The CIPD describes how both parties agree to give and take something and that’s what makes it contractual.
Getting the balance right can be challenging, if an individual doesn’t feel their work conditions are meeting their expectations, physically or mentally, they lose interest, and their work suffers. Maintaining motivation is in both party’s interest, as an uninterested employee will be far less productive and resilient to working in the changing environment (Personio, 2021). This will result in reduced attendance, capability, and efficiency.
Motivation and expectancy in the workplace have been studied by many, one popular theory was provided by Victor Vroom, a Canadian psychologist (Sutton, 2024). He suggested that an “individual’s behaviour was motivated by anticipated results or consequences, and the intensity of their work was driven by the perception that their effort would lead to the desired outcome” (Zajda, 2023).
The theory suggests managers will need to create and demonstrate the reality of two links. First, between high effort and high performance; and second, between high performance and a positive outcome. These automatically create a third link – between high effort and a positive outcome – and so help motivate individuals (PH. D, 2024).

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

Employee lifecycle covers the entire relationship between an employee and the organisation. It describes the stages an employee goes through from the moment they are hired to when they leave (Verlinden, 2020). HR professionals play a paramount role in this relationship.
Attraction: People Professionals can optimise the attraction stage, create an attractive employer brand, employees can be drawn to a position based on company reputation on culture and values. 
Recruitment: Attracting candidates that are not only best qualified, but best fit for the company. Strategically plan to source talent from all available avenues to expand the research pool. Eliminate bias and ensure a fair recruitment process is in place that allows for constructive feedback for unsuccessful candidates (Fields, 2023). One of the most important here is interviewing and ensure the process is efficient and engaging.  
Onboarding: Employees should be made to feel welcome and included to know their place and purpose. Promoting a supportive and proactive environment, encourage socialisation with colleagues. 
Development: Giving employees purpose allowing them to communicate how they would improve the role, identify any problematic areas or areas that may need attention to ensure they remain motivated. Identifying any training needs will encourage motivation as opposed to a sense of insecurity and disheartenment. A strong L&D strategy is crucial here, along with adequate resources and investment will promote employee engagement and retention and allowing them to become the best they can be (Qualtrics, 2021). 
Retention: A focus on leadership, development, and career growth. It is crucial that we continue to support employees that are long standing, offer meaningful recognition, rewards, and developments. It is always a great loss to lose skilled workers to a competitor. Performance reviews should be conducted, getting honest feedback from employees seeing where improvements can be made. 
Exit and Advocacy: If an employee does decide to leave, we must ensure it is on good terms, they will be an advocate for the business, employees that share positive experiences will generate potential employees and not rule out the employee returning in the future. Exit interviews or surveys used to better understand what we did right and more importantly what we did wrong, it’s important to listen, learn and adapt (People Managing People and Bartram, 2022).
The different areas of PP (HR, L&D, and OD) need to be in cohesion to ensure these stages are implemented immaculately. There needs to be unity within the organisation so that harmony can constitute the employee to achieve higher levels of productivity, lower employee turnover, reduction in recruitment costs and a stronger employer brand.

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

Vertical Integration involves aligning HR practices with the strategic goals of the organisation. People professionals play a pivotal role in implementing this, they assist in building shared collaboration, ensuring all areas are as one, sharing the direction and core purpose of the company (CIPD, n.d.). HR should act as the honest and unbiased voice of the workforce, aligning all to the business strategy and connecting the wider workforce with senior management (Anon, n.d.).
HR professionals need to think like business leaders, not just HR specialists, being the leading voice in the need for training programmes, promotions, and new hires across the organisation. Aligning these people function capabilities to meet the organisational objectives allows for swift transformations in constant motion (Coogan, 2023). 
Recruiting skilled employees that align with the organisation strategic goals is key ensuring they contribute effectively, providing training and development opportunities ensure employees have the necessary skills to carry out the company’s goals, develop leaders who can drive the strategic vision and possibly align and developing reward systems to motivate staff to deliver strategic goals always keeping one eye on the future to ensure long term success (CIPD, 2024).
Horizontal Integration involves ensuring HR practices are constantly applied equally across the different functions and departments, People practice can help the organisation work together and support a unified approach applying consistency to policies and practices (Christina, 2017).
Consistency and fairness are applied to all functions including standardised recruitment process and executions, availability of training programmes, basically ensuring all employees are treated fairly and all follow and adhere to the organisational values and goals. Cross functional collaboration is sought to promote a more integrated approach, so efforts are aligned with organisational goals shared learning. 
To maintain successful organisational strategy it will take effort from all parties of the organisation, led by the HR department, the key objective will be to have the right people, with the right skills, and the right motivation to do and be the best they can (Bhayani, 2023). To enable the workforce, it requires the HR professionals to adapt and implement policies to ensure consistency and clarity, up skill and develop, to drive better business performance.

3.3 Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five – four-day working week.

Implementing a four-day working week is a significant change. It would require consultation with all levels of personnel, to ensure the planning and implementation is as seamless as possible (Kampf, 2020). 
Stakeholders are Internal customers working within a company. These types of employees have certain expectations around the customer service provided internally. It would be wise to start the discussions at this level as regular interaction with stakeholders shows clarity and transparency, it shows shared values within projects and plans. 
The first point of action might be a survey to obtain initial feedback (Penny, 2022). The analysis of this feedback will be crucial to decipher preliminary results. Further investigation is then necessary. Nevertheless, a series of classification models for employee attrition prediction will be useful (Parker, 2023) as an analysis method to determine points for later evaluation. 
Simultaneously, involving focus groups from different departments would be beneficial to determine the impact on different department and service productivity and to have constant open discussion with the stakeholders and senior executives (Angela, 2014).
A series of interviews might then be useful to discuss the results and data at hand to ensure senior management believes that this system could work amongst their workforces. Educating managers allows an organisation to understand their stakeholders needs, and builds a shared understanding, boosts accountability, gathers insights and builds on mutual trust. It can pre-empt risks and this insight allows effective strategy development to be built. Workshops and group sessions will educate employees and managers about potential benefits, having examples on how it worked well for others would be helpful (Connelly, 2020).  
To implement, a trial will be beneficial in certain quick fix departments to gather feedback before rolling out to other teams. A full analysis will then be conducted, and next steps determined. Being flexible is inevitable for the implementation. For example, compressed hours may work better for some teams and individuals instead of staggered days.
Whilst momentum is up and confidence is building, we must highlight early wins and celebrate positives no matter how small, people professionals can revisit earlier concerns to make sure the change is making the desired difference, and all concerns are alleviated or addressed to ensure no backward steps and keep sharing the company’s vision for the future (BiteSize Learning, n.d.).
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