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Executive Summary 
This report critically evaluates how much Sofidel UK’s organisational culture contributes to delivering ‘good work’ using Schein’s (2010) organisational culture model and the CIPD Good Work Index (2025). Operating within a highly regulated and safety-sensitive manufacturing sector, Sofidel UK has an organisational culture where there is a strong emphasis on structure, compliance and operational discipline. Although this provides for consistency, contractual security, and safety performance, this also creates contradictions around employee autonomy, employee voice and work-life balance.
Through application of Schein's (2010) three-layer model, the study identified a strong correlation between artefacts and espoused values at the structural layer, including visible investment in training, governance systems and mechanisms to provide employees with a voice. However, when we explore the underlying assumptions further down the layers, we find a continued emphasis on control, productivity and the need for physical attendance in the workplace, rather than trust-based empowerment and participative management approaches. The mismatch created by these conflicting assumptions leads to inconsistent delivery of 'good work' in different roles and managerial contexts.
A review of the CIPD Good Work Index, however, highlighted three key areas of contradiction: flexibility, career development, and employee voice. Formal mechanisms are present, however, they can be limited by the actions taken by managers, rather than being embedded in broader strategic frameworks. As such, employees in different parts of the organisation may experience the organisation differently, which may create perceptions of unfairness, lack of psychological safety, and reduced long-term fulfilment.
The report concludes that Sofidel UK achieves a degree of 'good work' effectively in terms of structural and compliance-based aspects of the employment relationship, it is currently only partially aligned with current conceptualisations of 'good quality work', based upon trust, meaningful involvement, and sustainable engagement. For the organisation to develop beyond a primarily transactional employment relationship, it will require to move away from its reliance on control-based cultural assumptions and instead focus upon creating greater levels of trust, transparency and responsible leadership practices.
The proposed recommendations structured career pathways with mentoring, formalised hybrid work arrangements and strengthened employee voice action groups), therefore, aim to align artefacts, values and underlying assumptions and thus embed 'good work' as a consistent organisational norm, rather than as a discretionary managerial outcome.


Introduction 
[bookmark: _Hlk221865732][bookmark: _Hlk221868347]Organisational Culture – Definition and importance:
Today’s organisational climate is significantly shaped by culture, which plays a critical role in performance, innovation, health and safety outcomes, employee wellbeing, and the ability to adapt to change (Asif, 2010; Owens & Steinhoff, 1989). In this context, this report examines the organisational culture at Sofidel UK, a multinational tissue manufacturing company operating in a highly regulated and safety-sensitive environment (Sofidel, 2023). Organisational culture can be defined as the collective values, norms, beliefs, and both conscious and unconscious assumptions that shape how individuals perform tasks and make decisions within organisations (Lundy & Cowling, 1996; Odiakaose ODOR, 2018). Simply, it can be identified through “the way things are done around here”, shaped by observable and unobservable elements including employee behaviour, managerial priorities, and organisational practices (Williams, 2022; Motilewa et al., 1970). The phrase “culture eats strategy for breakfast” illustrates that even a well-developed strategy will fail if it is not supported by an appropriate organisational culture (Buchanan & Huczynski, 2023). Consequently, understanding organisational culture is essential, as it influences organisational success beyond formal structures and strategic plans.
Research has shown that a positive, values-based culture is directly associated with higher levels of employee engagement and commitment, as well as reduced turnover intentions (Martins & Terblanche, 2003; Robbins et al., 2016).  The relationship between positive working cultures, employee performance, and retention is further evidenced by the Chartered Institute of Personnel and Development (CIPD), which found that 91% of employees who felt respected by their manager met their job objectives, compared with 75% of those who did not share the same experience (CIPD, 2025; Young & Tong, 2025). Furthermore, Colaco and Loi (2019) affirmed that when employees feel valued, respected, and committed to their employer, they are more likely to demonstrate improved performance and reduced intentions to leave. 

Critical Analysis of Sofidel UK’s Culture and strategic approach to ‘Good Work’ using Schein’s organisational culture model.
[bookmark: _Hlk221870739]Edgar Schein’s organisational model provides an effective framework for analysing culture at Sofidel UK, as it enables examination of how visible practices, espoused values, and underlying assumptions interact to shape behaviour and decision-making beneath the surface (Schein, 2010). It is particularly suitable for evaluating if Sofidel UK’s stated values of “clean living for everyday needs, a healthier planet, and integrity and respect” are reflected in managers’ and employees’ daily work experience (Sofidel, 2023), while supporting assessment of whether organisational culture truly embodies communicated values (Hogan & Coote, 2014; Schein, 1992). Unlike other frameworks, it enables analysis of the unconscious beliefs driving managerial behaviours, including Sofidel’s focus on governance, environmental responsibility, and disciplined operations (Sofidel, 2024; Maull et al., 2001). This is particularly relevant given Sofidel’s global scale and the need to align strategy with employee experience to maintain organisational coherence (Sofidel, 2025; Whelan, 2016). 
While alternative cultural models offer some insight, they also present limitations; for example, Hofstede’s cultural dimensions primarily address national cultural differences rather than organisational-level practices, limiting their relevance for analysing internal people management processes (Alankarage et al., 2024. Similarly, Deal and Kennedy’s cultural typology categorises culture types but provides less understanding of how underlying assumptions shape day-to-day managerial behaviour (Minkov & Kaasa, 2020; Hofstede, 2011). In contrast, Schein’s model provides a more effective lens for critically evaluating Sofidel UK’s organisational culture and its capacity to support ‘good work’ by linking visible artefacts, stated values and deeper assumptions about control, productivity, and employee trust. By examining these interconnected layers, Schein’s model enables a comprehensive assessment of how culture shapes job quality outcomes in practice, making it the most appropriate framework for exploring the alignment between Sofidel UK’s stated values and employees’ lived experience.

Artefacts, Espoused values and basic assumptions at Sofidel UK:
[bookmark: _Hlk222055147]Sofidel’s culture will be analysed across three levels of Edgar Schein’s model: artefacts, espoused values, and underlying assumptions. While there is an emphasis on structure, compliance, and performance at all three levels, this is accompanied by tension in terms of flexibility, autonomy, and employee voice.

Artefacts:
Artefacts within Sofidel UK reflect a strong focus on structure and compliance.  Examples include formal governance structures, International Organization for Standardization (ISO) certifications, ethical policies, and role-specific uniforms, all of which reinforce consistency, control and risk management within high-volume manufacturing operation (Sofidel, 2025; CIPD, 2025).  One notable artefact is the 12-hour rotating shift system for blue-collar operational staff, governed by strict KPIs. These rigid, non-negotiable systems enhance production efficiency and reliability at shop-floor level by removing significant levels of employee discretion and decision-making (Sofidel, 2024). Although effective in terms of consistency and output, they promote a standardised way of working and limit employee autonomy. Specifically, sales and operational performance-based incentives are largely reserved for senior staff, while blue-collar employees primarily receive attendance-based bonuses rather than rewards for contributions or professional judgement. This clearly signals the organisation’s priorities and its emphasis on control within the workforce (Sofidel, 2025). Overall, the observed artefacts promote behaviours centred on compliance, risk avoidance, and acceptance of hierarchical authority. Over time, these practices normalise a culture that emphasises process adherence over employee initiatives and challenge, particularly in operational roles. 

Espoused Values
Sofidel UK’s mission, vision, and “clean living” philosophy reflect its values of sustainability, product quality, and a people-first approach (Sofidel, 2023), which are reinforced by its governance, ethics framework, and sustainability initiatives promoting professional responsibility (Hattangadi, 2020). While these values are clearly communicated, this analysis focuses on wellbeing and flexibility, and development and progression, where a gap between espoused values and lived experience is evident. At Sofidel UK, employee wellbeing is formally supported through private healthcare and occupational health provision; however, flexibility is applied inconsistently in practice (Sofidel, 2024). Blue-collar employees have virtually no access to flexible working, whereas white-collar staff typically access flexible or hybrid working arrangements at managerial discretion, creating uneven experiences across departments and roles (Sofidel, 2025). 
Development and progression are also advocated at the policy level; however, structural limitations such as pay-banding rules that restrict internally salary progression may inadvertently discourage internal promotion and instead create a preference for external recruitment over developing talent from within (Sofidel, 2025). This creates a conflict between Sofidel’s espoused commitment to career development and employees lived experience. 

Underlying assumptions 
In line with Schein’s (2010) model, Sofidel UK’s underlying assumptions are reflected in consistent organisational behaviours rather than stated values. Despite formally adopting a wellbeing agenda, everyday practices imply a belief that discipline, control, and standardisation deliver stronger performance outcomes than flexibility or employee autonomy (Hogan & Coote, 2014; CIPD, 2025), which are evident in the way trade-offs are made in practice. When competing priorities arise, managers have historically prioritised output, consistency and control. Fixed shift rosters, high KPI intensity for blue-collar roles, and expectations of physical presence for white-collar employees are treated as “the way it has always been” and are reinforced by a long-serving management population (Sofidel, 2025). Over time, these assumptions have become normalised, contributing to reduce employee voice and increased turnover, particularly among operational and early-career employees. This conflicts with contemporary definitions of ‘good work’, which emphasise trust, autonomy and meaningful employee participation (CIPD, 2025). Overall, while Sofidel UK’s culture supports safe and reliable operations, its control-based assumptions limit opportunities for flexible working arrangements, employee voice, and overall job satisfaction. This misalignment between cultural assumptions and stated values significantly restricts the organisations’ ability to create ‘good work’ as defined by CIPD (CIPD, 2025).
The Extent to Which Sofidel UK Provides ‘Good Work’

The CIPD define ‘good work’ as work that is fairly paid; provides security and opportunities for career development; supports a healthy working environment; enables work–life balance; gives employees a voice; and promotes choice and accessibility (CIPD, 2025; Clark, 2025). The CIPD Good work Index (2025) assesses the degree to which employers enable ‘good work’ through seven different dimensions of job quality (Fig 1). 
Furthermore, job quality is shaped by an organisation’s ability to effectively implement HR practices and manage people (Dobbins, 2022; Young, 2024). To understand why Sofidel UK delivers ‘good work’ unevenly, it is necessary to examine how its cultural assumptions are translated into people management practices. Drawing on the CIPD Good Work Index (2025) alongside Schein’s organisational culture model, the analysis below explores how managerial actions, underlying beliefs, and operational priorities shape the quality of employees’ job experience in practice. 
The extent to which operational practices at Sofidel UK reflect ‘good work’ as an overarching organisational culture has yet to be stablished. Therefore, this section examines how ‘good work’ is experienced in practice across Sofidel UK. It critically evaluates three key areas of ‘good work’ within Sofidel UK: work-life balance and flexibility; skills development, fulfilment and career progression; and employee voice and participation. 
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Figure1: CIPD Job quality Index (Source: Warhurst, 2019)

[bookmark: _Hlk221889634]
a) Work-Life balance and flexibility: Espoused commitment vs Operational 
Work-life balance is a core dimension of job quality, encompassing the provision of a healthy and supportive working environment, as well as employees’ ability to exercise choice and maintain control over their working schedules.  Nevertheless, there is a marked disconnect between Sofidel UK’s espoused commitment to employee wellbeing and experiences of flexibility. Employees who report to more relational or people-centred managers tend to experience a greater flexibility than those supervised by more autocratic mangers (Drouin‐Rousseau et al., 2024). Since flexibility is not formally defined within a company-wide framework, as noted previously, employee experiences of flexibility differ across departments (Purcell & Hutchinson, 2006).
[bookmark: _Hlk222058833][bookmark: _Hlk222059814]The Blue-collar workforce, for instance, faces constraints in achieving flexibility due to the nature of the production process, whereas the White-collar workforce experiences a more deeper-rooted cultural conflict regarding flexibility (Sofidel, 2024; Kelliher & Anderson, 2009). White-collar employees have generally been denied the opportunity to work from home, except in exceptional circumstances, reflecting a long-standing managerial belief that physical presence in the workplace signifies higher commitment and productivity (Henseke & Felstead, 2017). Although some flexibility is granted to white-collar employees, it is largely limited to minor adjustments in working hours, such as altering start and finish times or taking time off for appointments. However, this is discretionary, sporadic, and heavely dependent on the individual manager to whom the employee reports (Sofidel, 2024; Kelliher & Anderson, 2009). According to Edgar Schein’s organisational culture model, beliefs and assumptions of this nature are often unconsciously held by individuals and the guide managerial behaviour. These underlying assumptions reinforce a culture characterised by low levels of trust in employees and high levels of managerial control (Hattangadi, 2020; Schein, 2010). 
In the context of the CIPD Good Work Model, reliance on managerial discretion undermines job quality by creating inequities, uncertainty, and perceptions of unfairness.  To foster good work, organisations need to provide consistent, transparent and empowering environments that gives employees control over their work-life balance (CIPD, 2025). When such control is lacking, employees are likely to perceive a deficiency in psychological safety and trust within the organisation (Edmondson, 2018). Internal audits at Sofidel further highlight that the which identify the absence of home working presents as a significant barrier to recruiting and retaining white-collar talent (Sofidel, 2024). As flexibility has become a core expectation in most roles, its absence is likely to intensify these recruitment and retention challenges (CIPD, 2025; Kossek et al., 2015). Additionally, the CIPD (2025) reports that employees with very low levels of control over their working hours are generally less satisfied with their jobs and significantly more likely to leave their employers compared to those with greater autonomy. This helps explain the high turnover rates among Sofidel UK employees within their first year (Sofidel, 2024). 
According to Bekker & Demerouti (2007), from a Job Demands-Resources (JD-R) perspective, restrictive assumptions regarding employee autonomy reduce job resources while maintaining high operational demand, increasing the likelihood of disengagement and withdrawal behaviour. This indicates a clear culture disconnect between Sofidel UK’s stated commitment to employee wellbeing and its actual practices. Restrictive assumptions continue to limit employee flexibility by constraining how employees can be visible, in control, and productive, thereby reducing the organisation’s ability to provide ‘good work’ to all (Sofidel, 2024; Schein, 2010). From a strategic perspective, reliance on managerial discretion to manage flexible working combined with the absence of formalised framework, suggests minimal strategic integration of flexibility in terms of policy consistency, leader accountability, and standardised metrics for measuring flexible work. 
b) Skills Development, Fulfilment, and Career Progression
	Sofidel’s investment in employee development demonstrates a clear commitment to enhancing employees’ skills, knowledge, and experience. This approach aligns with the CIPD’s Good Work Index, which identifies learning, developing, and career progression as key dimensions of job quality. Globally, Sofidel has delivered approximately 110,000 hours of training, demonstrating a strong organisational commitment to developing its workforce (Sofidel, 2024). As underlined by Schein (2010), this investment in training serves as an artefact of the organisation, demonstrating to the employees that the organisation values and prioritise learning and skill development. While the artefacts clearly communicate the organisation’s espoused values, they do not solely demonstrate whether employees are able to achieve meaningful career progression or improvements in job quality outcomes (Kraiger, Ford and Salas, 1993). 	At Sofidel UK, the training strategy distinguishes between mandatory compliance training and broader professional development. In 2024, around 37,754 hours were devoted to health, safety, and legal certification, reflecting a rationalist focus on risk mitigation and operational continuity (Sofidel, 2024). The organisation also supports professional and technical qualifications, including CIPD accreditation and specialised finance training, enhancing employees’ competence, professional identity, and perceived employability in line with CIPD job-quality dimensions (Sofidel, 2025; CIPD, 2025). Despite significant investment, the impact on ‘good work’ outcomes remains uneven. The CIPD (2025) reports that 29% of UK employees feel overqualified, which can increase turnover intentions (Harper, 2024). At Sofidel UK, this risk emerges when newly acquired skills are not integrated into job design or linked to clear career pathways, causing training to appear episodic rather than part of a coherent development strategy (CIPD, 2025; Aguinis & Kraiger, 2009).
Through the lens of Schein’s model, Sofidel’s training budget and professional development funding demonstrate a people-oriented culture; however, if underlying assumptions continue to prioritize production output, KPIs, and short-term operational performance, training programmes may emphasize productivity over employee fulfilment and empowerment (Schein, 2010; Sofidel, 2025). This cultural limitation aligns with Sofidel UK’s employee voice framework, which indicate that while consultation mechanisms exist, employee influence over job design and decision-making remains limited (Purcell & Hutchinson, 2006). Despite substantial investment in employee development, the lack of structured career paths and clear guidance suggests that Sofidel UK lacks a formal, long-term workforce strategy (Sofidel, 2025). According to the CIPD (2024), when employees see learning and career progression integrated into their roles, they are more likely to remain; conversely, limited development opportunities can increase turnover intentions. 

c) Employee Voice and Participation
Another fundamental aspect of job quality within the CIPD Good Work Index is employee voice, as it is closely related to employee engagement, wellbeing and retention (CIPD, 2025). At Sofidel UK, the presence of both formal and informal voice mechanisms suggests a clear commitment to transparency, consultation, and employee participation in organisational decision-making (Sofidel, 2025). Yet, critical analysis reveals a persistent gap between the availability of these voice channels and employees perceived ability to exert meaningful influence over decisions (Cox et al., 2009). Moreover, Sofidel UK employs various formal voice mechanisms, including digital engagement surveys, whistleblowing systems, and structured communication channels, supported by recognised trade union representation and collective bargaining arrangements (Sofidel, 2025).
The company explicitly acknowledges workers’ rights to representation and maintains an industrial relations framework grounded in open and constructive dialogue, thereby embedding voice institutionally within the employment relationship (Sofidel, 2025). Despite this extensive infrastructure, research indicates that the employee voice at Sofidel UK remains predominantly consultative rather than participatory. The 2025 engagement survey highlights ongoing communication challenges and low trust in leadership, indicating that while top-down information flows effectively, employees’ ability to influence decisions upward remains limited (Sofidel, 2025). This reflects a broader trend identified in the CIPD (2025) index report, which highlights a “significant influence gap” in many organisations and the disconnect between the presence of voice channels and their meaningful impact on decision-making. At Sofidel UK, these limitations are reinforced by a scientific rationalist, KPI-driven management approach that prioritises performance metrics, compliance, and operational efficiency over genuine participation. In this context, voice mechanisms may appear symbolic rather than empowering (Marchington, 2015). According to Edgar Schein’s organisational model, trade union recognition and engagement initiatives can be viewed as visible artefacts signalling participation and openness (Schein, 2010). However, if underlying assumptions prioritise control, production, and uninterrupted operations, these artefacts are unlikely to translate into meaningful employee influence. This discrepancy between visible openness and a culture of control limits psychological safety and reduces trust. While Sofidel UK demonstrates a commitment to listening, cultural and managerial structures continue to constrain voice effectiveness. This misalignment aligns with CIPD (2025) research linking limited employee influence on turnover intentions. Without evolving from consultation to sustained participation, the organisation risks negative impacts on job quality and long-term retention (CIPD, 2025; Wilkinson et al., 2020).


Benefits of a positive organisational culture
A positive organisational culture aligns employees with strategy and enhances overall performance. Evidence from the CIPD (2025) report shows that 91% of employers meet or exceed job objectives when employees feel respected by their managers, compared with 75% of those who do not, highlighting the strong performance benefits of a values-based culture (Harper, 2024). Building on this, reducing cultural misalignment, particularly in relation to flexibility, employee voice and fulfilment, would further strengthen retention and performance outcomes. Addressing these areas could significantly lower high first-year turnover rates across UK departments, thereby reducing recruitment costs and enhancing workforce stability (Harding et al., 2016). Moreover, a positive people-focused culture fosters collaboration, innovation, and knowledge sharing, all of which are essential as Sofidel continues its digital transformation and responds to environmental challenges (Stanley & Lincoln, 2015).  Ethical and transparent cultures also minimise organisational risk by strengthening compliance, protecting reputation, and building stakeholder confidence through mechanisms such as whistleblowing platforms and ISO certification (Phillip, 2025). 

Synthesis of key findings:
This analysis shows that Sofidel UK’s strategic focus on ‘good work’ is rooted in a culture of control, compliance, and uninterrupted operations. While this approach ensures strong outcomes in safety and contractual security, it limits autonomy, employee voice, and job fulfilment—three key dimensions highlighted in the CIPD Good Work Index as essential for sustaining job quality (CIPD, 2025). As a result, Sofidel UK currently delivers ‘good work’ only partially and inconsistently, revealing a disconnect between its stated commitment to wellbeing and employees’ day-to-day experiences. Without greater cultural alignment and a shift toward more trusting, participative management, the organisation risks limiting engagement, retention, and the long-term benefits of high-quality work.



Conclusions 

Sofidel UK’s organisational culture and approach to “good work” were analysed using Edgar Schein’s culture model and the CIPD Good Work Index 2025. The analysis indicates a culture shaped by control, compliance, and operational discipline, producing positive outcomes in contractual security and physical safety and demonstrating effective management of structural job quality (CIPD, 2025; Schein, 2010; Sofidel, 2024). However, a clear gap remains between Sofidel UK’s stated people-centred values and the underlying assumptions guiding managerial behaviour, with key dimensions of good work—such as work–life balance, meaningful development, and participative decision-making—delivered inconsistently (Hogan & Coote, 2014; Schein, 2010; CIPD, 2025).
Although Sofidel UK has invested heavily in training, engagement initiatives, and formal governance, these efforts remain largely at the artefact level of culture and have yet to produce sustained improvements in employee voice, trust, or retention (Edgar Schein, 2010; Sofidel, 2025). Consequently, “good work” is often experienced as secure and structured but fundamentally transactional rather than empowering (CIPD, 2025). To realise its full value, Sofidel UK must shift from a compliance-driven culture to one that aligns with employees, builds trust, and enables genuine participation (CIPD, 2025; Karen Legge, 2005; Schein, 2010). Overall, while elements of good work exist, the organisation lacks consistent structures and accountable leadership needed to embed it as a coherent organisation-wide norm.




















Recommendations For Enhancing ‘good work’ at Sofidel UK
Based on the analysis of Sofidel UK’s organisational culture and job quality, three recommendations are proposed and prioritised according to their potential impact on retention, engagement, and job quality, as well as their feasibility and cost. These recommendations are:

A. Implement a structured, career path, and mentorship programme

Structured career paths which include formalised mentoring will improve staff retention supporting career advancement and enhancing employee engagement. Research evidence indicates that mentoring is associated with higher retention, career advancement, and increased job satisfaction among participants compared to non-participants. It also strengthens employees’ attachment to the organisation through formal career-related initiatives (Moore, 2023). 
Costs (Ongoing; Reallocation):
A partial redirection of current learning and development expenditure (£2,046,012) from compliance-based training towards mentoring and leadership capability development is recommended (Sofidel, 2025).
Benefits:
Higher levels of retention and career satisfaction.
Risks:
Perceived unfairness – mitigate through transparency around criteria.
Evidence: 
Mentoring is positively correlated with both retention and career outcomes; 87% of mentors and mentees reported increased confidence due to the mentoring relationship, which contributed to higher career satisfaction. Employees with a business mentor are five times more likely to receive a promotion compared with those without one (Hinton, 2024).

B. [bookmark: _Hlk221989136]Adopt a formal hybrid working policy for salaried staff

Adopting formal hybrid working schemes can enhance work-life balance and support employee attraction and retention. Recent UK data indicate that providing flexible working opportunities that meet employee needs has a positive impact on recruitment and engagement (CIPD, 2025).
Cost:
· There is a one-time cost incurred for the development of policy as part of HR 
· Training cost for managers: £3,000–£4,000 for seven managers in 1–2 half-day sessions (internal or external facilitator). Training should be conducted approximately every 2–3 years or following legal changes (Mtraining, 2026).
Benefits:
Competitive advantage through improved work-life balance.
Risks:
Inconsistent application: mitigate through clear eligibility criteria.
Evidence:
UK Research found that flexible or hybrid working is strongly associated with higher employee engagement, well-being, and role attractiveness (CIPD, 2025).


C. Employee voice actions groups
Employee voice initiatives enhance engagement and performance by involving employees in decisions that affect their work. The CIPD notes that employee voice is essential for fostering a sustainable culture and an effective organisation (Baczor, 2023).

Cost (Low; ongoing):
Facilitator training: £3,588–£4,000 initially, with refresher training every two years (Association of Facilitators, 2025).
Benefits:
Enhanced trust, engagement, and decision quality.
Risk:
Lack of follow-through on employee actions can lead to cynicism, which can be mitigated through visible leadership feedback. 
Evidence:
Employee voice enhances organisational functioning and engagement when effectively implemented (CIPD, 2025).

These recommendations address Sofidel UK’s artefacts, espoused values, and basic assumptions, promoting a shift from control-based management to trust, participation, and sustainable performance—key for consistently delivering good work.
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3 Key Actions for line Managers to Deliver ‘Good Work’ at Sofidel UK
As line managers at Sofidel UK, you play a key role in creating environment for employees to be able to perform goof work daily (Fitzgerald, 2016). 
According to CIPD (2022) research had shown that line managers can directly impact employee’s well-being, employee engagement, employee performance and their career development hence line managers are the primary interface for most employees with the organisation.
The way you implement policies, give feedback, support employee development and hear employees concerns all effect “what good” feels like in practice (Kilroy et al.,2022).
The CIPD (2025) describes ‘good work’ as work that is rewarded, secure, promotes employee wellbeing, provides opportunities for development, allows for good work-life balance and provides a meaningful voice for employees. These outcomes are not solely dependent upon the implementation of policies; these outcomes rely on your consistent, equitable and supportive behaviour as a manager.  
What this means for you as a line manager at Sofidel UK?
There are well-established systems at Sofidel UK which have been designed to provide support for both safety, compliance and operational performance but there are also differences in how different teams experience ‘good work’, specifically in relation to flexibility, career development and employee voice (Sofidel, 2025).
Therefore, your role as a line manager will be crucial in helping ensure that excellent work is performed on consistent basis and not just from an operational perspective. Involving employees in decisions regarding their work through people practices that are transparent, providing fair access to development opportunities in including employees in discussions that impact their work will allow you to address the difference between the company’s values and what employees experience every day (Gilbert et al., 2011). 
Below are recommendations outlining specific actions line managers can undertake to support career development, flexible working arrangements and employee voice whilst still meeting operational expectations.

1- Structured Career Pathways and Mentoring
The intention behind this suggestion is to create a stronger relationship between employee development, mentorship and long-term career advancement (Sanfilippo, 2025).
While Sofidel UK has invested a lot of money into the development of its employees it is not consistently seen as a key element of a development plan for employees (Sofidel, 2025).
CIPD (2025) research supports the fact that employees are more committed and are less likely to leave an organisation when they understand how their current job will contribute to their future development and when there is active support from line managers to develop and support development.
As a line manager what can you do to help implementing this:
· Encourage participation in mentoring and knowledge-sharing arrangements by identifying experienced team members who can support others, promote cross functional learning and create time for peer learning conversations (CIPD, 2025a)
· Support development that builds both current performance and long-term capability by linking development plans to role requirements, future career pathways and succession planning needs (CIPD, 2023c).
Why your role is important.
Mentoring and structured development can result in higher levels of employee retention, confidence and job satisfaction (Crawshaw & Game, 2014). However, without visible support from line management, development may be perceived by employees to be a ‘transaction’ rather than ‘development’ (Kraiger et al., 1993). Line managers involvement in conversations will provide assurance that investment in development is converted to increased employee engagement, capability and retention (Evans, 2017). 

2. Formalising Hybrid Working for White-collar Roles 
Hybrid working has become a fundamental aspect of job quality for many employees with respect to the elements of autonomy, work-life balance and wellbeing (CIPD, 2025). The inequitable application of flexible working practices creates perceptions of unfair treatment, reduces employee confidence and trust and can undermine engagement (Barnes et al., 2025). This recommendation therefore aims to move hybrid working practices for all salaries staff from managerial discretion into a more standardised, transparent and equitable framework that supports both organisational performance and employee wellbeing (Bloom, 2021).

As a line manager what can you do to help implementing this:
· Apply hybrid working arrangements fairly and consistently across your teams.
· Base your decisions on role requirements and performance outcomes, rather than physical presence. 
· Communicate clear expectations to your team members regarding availability, outputs and accountability.
· Treat flexibility as a core component of effective people management within your team not as a reward or favour. For example: if two members of your team perform the same salaried role and meet agreed performance standard, both should have equal access to hybrid working arrangements based on role requirement, operational needs rather than personal favour (Effiyaldi et al., 2025).
Why your role is important.
Research has show that employees who have more control over their working conditions and environments are generally happier with their jobs and less likely to leave (CIPD, 2025). Conversely, inconsistent application of flexibility can lead to erosion of trust and perceptions of fairness withing departments or teams. As such it will be critical for line managers to ensure that hybrid working supports organisational effectiveness as well as employee engagement, wellbeing and retention (Mackintosh et al., 2025).

3. Strengthening Employee Voice Action Groups
According to CIPD (2025) Employee voice is a key element of ‘good work’ and as such is related to engagement, well-being and trust. Research also shows that employee voice mechanisms are most effective when employees see that their views lead to tangible changes or improvements. Therefore, this recommendation aims to move employee voice at Sofidel UK, away from consultation toward genuine participation. 
As a line manager what can you do to help implementing this:
· Encourage open dialogue within your teams and create a psychologically safe environment where team members feel comfortable sharing feedback.
· Actively support and facilitate your team members’ participation in voice mechanisms, including voice action groups.
· Respond constructively and professionally to your team challenges and concerns.
· Close the feedback loop by clearly explaining outcomes and decisions to your teams’ members, even when suggestion cannot be implemented (CIPD, 2023b).
Why your role is important:
According to CIPD (2023a) if employees are ignored or their voice is not supported by managers, employees may view initiatives as “Symbolic” and this will lead to a loss of engagement and cynicism; however, when managers demonstrate openness and transparency to employee voice, it can contribute to the building of trust, innovation and better decision making.
How you react to employee feedback can determine if the employee views the voice they have been given as meaningful. Research consistently shows that high-quality management is one of the strongest predictors of positive employee outcomes (Purcell and Hutchinson, 2006; CIPD, 2025).
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