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

Divisional organisational structure is a hierarchical structure, where a leader sits at the top, with layers of management below, who will manage a division of the company which has its own functions. Each division functions as a self-contained entity with its own management, HR, finance, marketing etc, and its own area of specialism. Commonly seen in larger organizations such as multi-national corporations and has advantages such as flexibility, as each function operates independently, allowing for quick responses to change (within individual functions), accountability, as each division is answerable for its own results. Divisional structure can lead to increased innovation and expertise as each function is specialised, managers and employees have specific roles and responsibilities that relate to their own area of expertise, and goals to achieve that help the overall performance of the company.  Disadvantages to this structure is due segregation of each department the business can be slow to adapt to change, as knowledge is retained specifically within each function. Divisions don’t communicate with each other leading to lack of knowledge about each other’s goals and objectives.  Functions and resources are duplicated from team to team, for example multiple finance teams. (Mullins etc al 2023) MacDonald’s is an example of where a divisional structure is in place, with their hierarchy consisting of CEO, COO CPO etc, below that being departments such as corporate affairs, marketing, human resources, finance, legal, customer services etc.
Matrix structure is where multiple organisational structures overlap, and team members report to multiple leaders, e.g. their day-to-day line manager, plus a ‘project’ manager.  Matrix structure is a cross-team effort to bring different roles together, creating a grid-like reporting structure instead of a hierarchy. For example, functioning teams would include HR and Merchandising, with divisional teams looking at products and geographic locations.  An example within HSBC is where managers and staff have their function (day-to-day job) in which to perform, but are also tasked with contributing ideas and practices to evolve ‘culture’ in engagement, diversity and inclusion etc. Individuals have a line manager overseeing their day-to-day performance but also a ‘culture’ manager overseeing contribution to their chosen field.  Benefits to this structure are shared knowledge and bringing experts from each functional area together to address a specific challenge. Better informed decisions are made, the cross functional nature of a matrix structure means leaders and teammates share more freely as everyone communicates with both functional and divisional teams and more perspectives allow leaders to make better decisions.  A Matrix structure can boost employee engagement and morale due to the sharing and building of knowledge, skills and expertise. Matrix organisations also have disadvantages, it can cause confusion, there can be management conflict, where functional and project managers have conflicting goals and priorities, and also lack of clarity around roles and responsibilities, e.g. which part of the role is considered the ‘priority’.

2. Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. (AC 1.2)

All organisations have a strategy, either planned (objective defined in advance) or emergent (based on meeting needs based on circumstances, that continually evolves and can’t be summarised in advance) (Lynch, 2003).  There are 3 areas to defining strategy: Analysis, Development and Implementation.  In the analysis phase leadership teams reflect on the overall mission and objectives of the company, considering economic environment, customers, competitors, market trends plus internal data such as finance and resource.  Those involved in forming strategy need to be agile thinking, be prepared for open and honest conversation and be prepared to challenge and be challenged, they also need to be flexible to changing strategy if a new direction is introduced.  Development stage is typically executed by the leadership team, with support from varying business functions or departments, such as HR.  This stage involves discussion, analysis of data, and use of strategic models such as SWOT, PEST(LE) or Porters Five Forces Model to shape a final strategy.  Implementation stage takes numerous forms depending on the strategy itself, but broadly will consist of communication, allocating resource, reviewing organisational structure and aligning people strategy.  Any organisational strategy will include defined outcomes, such as adapting new technologies or hitting a sales revenue target. 
HSBC has a planned strategy which supports their ambition to be the preferred international financial partner for its clients, simply put to be the ‘worlds local bank’.  Through the analysis and development phase they identified 4 strategic pillars which align to their purpose, values and ambitions. These pillars are Focus ( maintaining leadership in scale markets international, connectivity and maintaining costs) , Digitise ( automate and simplify at scale, delivering seamless digital experiences and partnering with innovators), Energise (investing in the development of people, inspiring leaders to drive performance and preparing the workforce for the future) and Transition (transitioning to be more sustainable, both supporting customers and becoming a net zero company ).  When these pillars are implemented, HSBC should achieve their goal of being the worlds local bank.  
HR plays a pivotal part in supporting the implementation of HSBC strategy, specifically the Energise pillar.  HR strategies help inform business strategy due to its impact on people within an organisation and how they are managed and developed (CIPD, 2021b).

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

For HSBC, interest rates play a pivotal part in how it performs and how it pivots products and services to meet customer’s needs. High interest rates will deter customers from borrowing, low interest rates will discourage savings/investing opportunities.  A Bank needs deposits (savings) from customers to lend to customers wishing to borrow. It needs to be competitive with rates to attract customers from another provider.  The Bank of England sets the Base Rate to influence UK economy and depending on whether the base rate increases or decreased, banks including HSBC will tailor their rates accordingly to encourage people to save or spend, having an impact on UK economy.  Currently interest rates are high and have been since 2022, the economy is recovering post pandemic, but consumers are currently still experiencing higher levels of interest, which is forcing a saver economy over a spending one.
Inflation is the rate at which the price of services and goods rise over time.  Due to external factors such as the War in Ukraine, and post Covid problems causing shortages on food, oil and gases, many prices have increased such as gas and electric bills and petrol station fuel prices.  Inflation has an impact on all financial institutions including HSBC.  When daily spending costs more, less disposable income is available impacting whether customers are in a position to save money which banks need in order to recycle funds into lending.  A high price of living can mean customers taking out loans and credit cards allowing them to purchase essentials or pay for unexpected eventualities.  This benefits the bank as it will be profiting from the interest charged on such products.  
An external factor impacting Banks like HSBC is ESG (Environmental Social Governance.)  ESG is a set of standards used to measure the social and environmental impact of any organization, essentially rules and conditions that have been set that will help deliver the desired outcome of ‘Net Zero’ (CIPD 2022).  HSBC is a multinational company that can make a difference globally towards ESG, and their policy promotes sustainability across all levels of operation. HSBC has created business practices to ensure they support the global effort to combat climate change (Environment), act with social responsibility (Social), and to ensure governance standards (Governance and Ethical practices) are upheld.  They commit to reduce their own and customer’s carbon footprint, they are present in the community with initiatives such as school bank sessions, educating children on how to use money securely and safely, and their Governance and Ethical practices has a lens on all ethical decisions, making sure risk teams have policies and procedures to ensure corruption is prevented, and that global regulations and standards are compliant.  This is instilled in employees through regular learning, training and monitoring as all employees have a part to play. (HSBC 2025)

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

The use of AI has become more common in the workplace with many companies using to improve performance, such as decreasing costs, increasing efficiency and productivity or delivering quicker decision making.  AI is commonly used for things like creating documents, policies, communications where the same information is being delivered to masses, or in creating job adverts.  HSBC has integrated AI into many aspects of the workplace, which have benefits for both the business and its customers.  Some of these functions include Fraud detection, with AI being used to detect unusual patterns in spending behaviour which could be a indicator of fraud.  AI has been used in Operational processes where routine or repetitive checks are done, which free’s up back-office staff to do more intricate checks.  Chatbots have been created in most departments, allowing customers to reach out any time of day and have simplistic information provided to their queries, which in turn opens face to face agents to be available for more complex queries.  AI is not replacing humans within HSBC, it’s allowing simplistic work to be done quicker and more efficiently, allowing human workforce to be upskilled on a more complex workload which in turn creates a more engaged workforce as the role is more varied.
Ethics is key for any company using AI and HSBC has stated ‘We’re striving to be a leader in the ethical and responsible development and deployment of AI in financial services.’  They have outlined the ‘how’s’ on the registered website, which include needing technology experts, having risk and control teams and having subject matter experts who understand how and where to utilise AI.  EJ Achtner, who is the Head of Applied Artificial Intelligence for HSBC believes that the successful use of AI comes from a combination of human and machine working together, he believes that staff need to have the right level of upskilling and has introduced bank wide literacy programmes ensuring all staff are ready.  This is seen across all departments that use any form of AI, with strict regulations around its use, and robust training programmes and accreditations that need to be completed.
5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)

Charles Handy’s model of organisational culture contains 4 individual cultures.  The first is Power Culture.  There is one central leader, who holds the control, that delegates decision making or authority to a significantly small group around them.  This model is commonly seen in smaller companies, i.e., family run business where the company owner wishes to retain control and make decisions.  There are relatively few rules or procedures as what is done is decided by the small group that retain power.  Whilst decisions can be made quickly in Power culture, they are not always the right decisions as there is no wider consultation.
Role Culture is where each person plays a role that’s controlled by procedures and rules.  Employees gain their role based on qualifications and skill set, as they work up the career ladder, each step above gives them more power or control within the business.  HSBC is a classic role culture, with senior leaders at the top, filtering down the chain of command to each level of management, with lower management and employees having a clear job role, governed by procedures and rules to follow.  Decision making in a role culture can be slow due to bureaucracy and formality.
Task Culture is a collaborative culture with people coming together with individual skills and expertise to get a task achieved.  In power culture individuals are trusted to make their own decisions in their own area.  Project Management teams is an example of Task culture, where teamwork is important to get an outcome.
Lastly Person Culture which is centred around an individual rather than a task or the business itself.  A Medical practice for example, where numerous GP’s work for the same practice, sharing space, technology, and support staff, but their case load, patients etc, are specific to them, they don’t work collectively as a team but rather individually, which can indicates quite a selfish culture. (Armstrong 2017)
In 2008 Dr David Rock developed the SCARF model, which is a framework that analyses social human behaviour that impacts interactions and output in the workplace.  Rock recognised 5 key dimensions of motivation, that when increased encourages an individual to engage and perform however when these areas are challenged or threatened, they cause the opposite.
The first of the domains is Status, how important an individual feels within the workplace. Status can be threatened by actions such as being singled out, getting unexpected negative feedback, being overlooked for opportunities, however, can be reaffirmed with actions like acknowledgement and praise.  The second is Certainty, individuals excel with certainty, and lack of it can cause anxiety.  Actions that have a negative impact include unclear goals or constant changes to shift patterns, however positive actions such as having clear goals and clear understanding of any changes would alleviate the anxiety.  Next is Autonomy, it’s human nature for individuals to want control over their own actions or decisions and being micromanaged can have a negative impact. Allowing individuals to maintain some sense of autonomy, being flexible where possible or welcoming input into decision making can all lead to a more productive employee. Relatedness comes next, feeling of being part of a team, feeling welcome, valued and ‘known’ by your employer.  Disconnected leadership can cause feeling undervalued whereas genuine connections between employer and employee builds strong relationships and desire to do well.  Lastly fairness, equality in the workplace, not having favouritism, keeping promises, explaining ‘whys’ when this is not possible, essentially consistent treatment for all employees.

6. Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). (AC 2.2)

Employee development in any workplace is key to both individuals and organisations as improving competence and skills makes for a more engaged and productive worker.  Well trained employees are productive, HSBC for example, train on ‘call handling’ allowing an employee to perform more efficiently on a call, and soft skills which improve customer service skills, both key performance indicators. By performing better on KPI’s they improve their standing within their peer group and their opportunity for greater reward, without this development they could be underperforming.  If an individual see’s that the business is invested in making them a better employee, engagement increases as they feel valued within the organization and an engaged employee is more likely to perform in their role. Providing employees the opportunity to develop skills has a direct impact on retention, a valued employee is more likely to stay loyal to their employer which benefits the business as a high turnover environment can be costly. (CIPD 2025)
HSBC offer development opportunities/secondments into new roles, which allows an employee to learn new skills in new departments.  This gives the employee the chance to consider career progression into a role they had previously not experienced, but also helps the business create a resource from one business area to another, without needing lengthy or costly recruitment when perhaps the need for the additional resource is a temporary one. (Taylor and Woodhams 2022) These opportunities allow a short-term gap to be filled when demand in a particular department is high.  This approach encourages collaboration, as employees experience new styles of working, best practice can be shared and new innovative ways of working initiated, assisting overall operational performance.
By investing in developing its people, a business is creating a promotion or leadership pipeline as well-trained individuals are more ready to step up. Promoting employees from within rather than externally helps build confidence and morale as it shows the company recognises high performing individuals, rewards commitment and creates a clear line of sight of career progression.  A company that puts emphasis on employee development is thinking ahead about gaps in their workforce, and future planning to ensure stability.  (CIPD 2024).  Employee development breeds a positive and productive workforce. An employee will be more engaged, satisfied and likely to remain with that employer and a business retains their best people and attracts Top Talent externally as companies that invest in their employees are deemed a more attractive employer.

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

Kotter’s 8 step change model was created to assist organisation’s implement change successfully.  The 8 stages break down into 3 sections. Section 1 covers the first 3 steps and is labelled ‘Create Climate for Change’ (CIPD 2024).  The first step is ‘Create urgency’, you initially need to convince others of the case for change.  In relation to an organisation wanting to move from home to hybrid working, this would be sharing reasons why hybrid is beneficial to employee and organisation, e.g. flexible working arrangements, better work life balance and higher productivity. The second step ‘Build a Coalition’, is getting key stakeholders on board to lead from the front and set example, this could be department leaders coming together to plan the implementation of hybrid and deciding effective communication channels. ‘Create a Vision’ is step three, ensuring there is clear line of sight of how the organisation will look once change is implemented and why the need for change,  including setting out terms for the way of working, the 2 day expectation, the flexibility around employees being able to choose their own working days, and initially perhaps a phased approach, one day building to two.   
Stages 4 to 6 are considered the ‘Engage and Enable’ section (CIPD 2025). Step 4 ‘Communicate the vision’ is getting buy in from everyone concerned, communication needs to be clear, concise and needs to explain the benefits but address any potential worries or concerns. Communication should be through various methods to ensure it is seen by all, emails can get buried, so other channels are vital.  Communication would include outlining how desk sharing works, car parking or travel arrangements, IT assistance etc. Whilst communicating electronically is key, setting up focus or Q&A groups would also be beneficial.
Step 5, ‘Empower others’ is removing barriers and identifying those who are resisting change, supporting employees to feel comfortable returning to an office environment. When HSBC implemented Hybrid (HSBC 2025) they initially held team meeting mornings so that employees could feel comfortable being in an office space, understanding lay out, where to find IT support staff etc, before moving to a phased return. Step 6 ‘Create quick wins’ is celebrating what’s working well at this stage that helps reinforce the benefits of the change.  HSBC did this by piloting 2 teams and sharing outcomes of increased productivity, team spirit and high engagement which encouraged other teams to get involved. 
Steps 7 and 8 are considered the ‘Implement & Sustain’ section (CIPD 2025). Step 7 ‘Build on The Change’, reinforces for any real change to embed takes time and steps 4-6 will need to be repeated, so once one team is on board, roll the change out to more, make sure feedback is listened to, and if changes need to be made, make them and communicate why, for example, if starting off with 1 day per week and moving to 2, share the successes of how well one day has been received. The last step ‘Embed the Change’, is making the change a business as usual process and part of organisational culture.  Include hybrid working as standard in any job adverts or moves between departments and promote the flexible work life balance it brings.

8. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
The Kubler-Ross change curve was adapted from the model ‘5 stages of grief’, as emotions experienced from personal loss are broadly the same as when change is happening in organisations.  The first stages are Shock and Denial, when an individual hears bad news the automatic response is to deny that news is true. If change is not deemed positive, or individuals don’t understand why it’s happening, they can avoid acceptance and need time to adjust.  People leaders should ensure clear communication that is concise to the impact on the employee.  The next stages are Frustration and Anger. Once a change starts to sink in individuals may feel anger or resentment at the situation outside of their control, may start ‘acting out’ and becoming vocal about their unhappiness of the situation. People leaders need to remain calm at this stage and continue to communicate logically around any concerns or worries that may be raised.  Next comes Depression which is notably the hardest stage for an employee. When realisation sets in that the change is going to happen individuals can feel overwhelmed and demotivated.  This can impact their productivity and engagement. People managers need to be respectful of this stage, listen to any concerns and look for positives in the situation to share.
Experiment and Decision are the next phases, individuals admit change is going to happen and start expressing wanting to embrace it.  Individuals become open to training, discussing barriers, start implementing parts of the change and once comfortable moving to another.  People managers still need to be supportive at this stage as individuals will still be vulnerable, praise and patience is key. The last stage is Integration.  Employees have accepted the change, are learning new skills and adapting to new ways of working with support from their leader.  For change to be successfully embedded people leaders need to understand that emotional intelligence and common sense is needed to support individuals affected as they go through each stage, no employee is the same, and some may not go through each stage, others might go experience all of them, and at varying speeds. (CIPD 2025)

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

A wellbeing at work strategy consists of offering solutions to health issues (physical and mental), looks after the emotional health of individuals, promotes a positive reward and recognition environment and also offers inclusive channels whereby employee’s feel safe to openly communicate. (Armstrong 2017).  Organisations that commit to employee wellbeing embed it in its culture, with its leaders modelling healthy behaviours and championing use of the programme, e.g. HSBC have an online Health and Wellbeing Centre, and an app that can be downloaded to employee’s phone for ease of use.  All staff are educated on this resource during onboarding and regular refreshers are delivered periodically through e-learning or team meetings. (HSBC 2023)
A wellbeing programme includes providing an Employee Assistance Program that offers medical and mental support. Support resources, such as the HSBC app mentioned above, offering guidance on Financial and Social Wellbeing and work life balance.  A good wellbeing programme has tailored approaches to flexible working arrangements, making sure the office environment is suitable to meet needs, such as adjustable desks, dyslexia hardware etc.  Other benefits include a reward and recognition system, where employees can openly give and receive praise, and safe spaces where employees can report bullying and discrimination, for this HSBC have a dedicated helpline called HSBC Confidential.
Employee wellbeing strategies benefit the employee and have significant positive impacts on organisations.  Employees who are healthy have reduced levels of absenteeism, engaged employees who have job satisfaction are more likely to perform stronger and be loyal to its employer, increasing productivity for the business and helping retention rates.  Wellbeing programmes are integrated to give the employee the best experience at work, however companies also benefit as those who invest in their employees’ health are deemed to be more ethical, in turn increasing reputation, making individuals want to work there.
In addition to wellbeing programmes, employers also have a responsibility to provide a ‘good work’ job quality for their employees. CIPD publish a report annually with results from a survey of over 5000 employers from various sectors who are asked about key aspects of their employment and role.  The purpose of this report is to provide evidence-based information for people professionals to help improve work and working lives.  The seven areas of work which are captured are pay and benefits, contracts, worklife balance, job design and nature of work, relationships at work, employee voice and health and wellbeing.  (CIPD 2024) There is a direct correlation between these seven areas and wellbeing, it supports a fair working environment and creates productive organisations that have engaged employees which will ultimately produce a strong economy and culture, which is what wellbeing programmes are also designed to do.

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

An employee life cycle is the journey an employee goes through with any organisation, from recruitment through to separation/exit.  If a life cycle is managed correctly, it can improve retention and enhance employee experience with increased morale, job satisfaction and productivity.  The stages of the lifecycle are Attract, Recruit, Onboard, Retain, Develop, and Separate. 
The recruitment stage begins with writing a job advert, ensuring key organisational skills and culture are conveyed, establishing recruitment strategy, job fairs, social media, recruitment agency’s etc, to shortlisting candidates based on role requirements and working the way through perhaps a multiple interview process.  Some companies do online assessments, particularly if looking externally, others go straight to face-to-face interviews, or assessment centres.  For larger companies and external roles, these processes will be done by recruitment teams or HR specialists, for internal adverts and more senior roles these tend to be done by heads of departments or senior leaders as there is already a working knowledge and skill base established, so what the employer is seeking is a best fit. (CIPD 2023)
The development stage is how the employee develops and grows within an organisation.  This part of the process is integral to ensuring an employee remains engaged and motivated in either the current role or being provided with support to get to the next level.  This can include online training, mentorship programmes, opportunities to learn new and additional skill sets, or development opportunities/secondments into other teams.  Ongoing development needs to be supported by line managers through 1:1’s and Personal Development Plans. If an employee feels supported, valued and encouraged to progress within a company, they will be a more energised and loyal worker. (Armstrong 2014)
Separation is the end of the employee life cycle, when the employee leaves an organisation, either through resignation, redundancy, retirement, or being terminated.  Ideally employees leave on a positive note, and the relationship between the employee and exit manager is key at this stage. If the employee was a strong performer, an organisation would always want them to feel they could return, and also will want the leaving employee to advocate working for that company.  The exiting manager should try to keep the individual motivated during notice period and it is essential that the line/exit manager completes an exit survey to understand the reasons why the employee is leaving and can learn from any feedback to help retain staff in the future. (Armstrong 2014)

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

Horizontal and vertical integration are two processes followed by businesses in order to align business goals to HR strategy.  Horizontal integration in HR is the alignment of HR functions across an organisation, the goal is ensuring that different practises within a company, such as recruitment, compensation, employee relations etc are not working in silo, but are connected and in sync with each other.  Each function within HR should have the same values, culture and overall goal, and should demonstrate uniformity and consistency across an organisation.  All HR functions should collaborate with each other to ensure that processes reinforce each other, delivering a consistent employee experience.  By these functions working together rather than independently they will support the employee experience and the organizations strategy, culture and goals. Benefits of Horizontal Integration in HR include increased efficiency through lack of duplication and conflicting policies, a stronger company culture is created as functions are focused on the same goal, employee retention is increased and the overall employee experience is greater as each stage or interaction through their life cycle is underpinned by the same message. (CIPD 2016).
Vertical integration in HR is the alignment of HR polices and procedures to the strategy or goals of an organisation.  Each function within HR needs to have its programs and policies aimed and created in line with company strategy.  E.g., if a company’s strategy was concerned with digital transformation, the recruitment function should be writing job adverts and recruiting employees with strong digital awareness skills, the learning and development teams should be upskilling employees around digital literacy and performance management policies and KPI’s would be aligned to digital outcomes.  The benefit to vertical integration in HR is that all policies and practises are aligned to strategy and goals, and this alignment means that they can help drive recruitment, development, performance management etc towards the company mission and help its success in its goal. (Armstrong 2020)

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

When any organisation plans a big change, such as changing the structure of a working week, it is vital that HR engages and consults with all involved to gather feedback and address any concerns before implementation.  There are many ways that HR can do this starting with a simple survey which invites employee voice.  When reaching out to a large population, a survey can be a quick and easy way to reach the masses to capture concerns and preferences. They can be devised with both open and closed questions, allowing for quick and specific responses, but also allow the individual the opportunity to elaborate when needed. (CIPD 2023) Focus groups are another way to consult on a smaller scale than surveys.  These can be split into managers and employees, or business area, and allows HR to have more in-depth conversations outlining plan, benefits and barriers and concerns.  Focus groups are a great method when trying to promote dialogue and discussion.   Q&A sessions also have a positive impact on embedding change, these can be drop in sessions either face to face or on zoom or organised by team for example, and allow employees the opportunity to ask questions that are important to them, to understand concerns of others.(Bryman 2015) It is key through any change that engagement is maintained, one way to do this is maintain regular communications throughout the process, whether this be a Teams page or dedicated email inbox, or regular town halls or drop in sessions and is vital for any change to land successfully.  Essentially these methods are to engage with those effected. extract opinions, thoughts and feeling on a change, that will then allow the HR function to be able to communicate clearly, break down barriers and embed the change successfully.
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