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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)

Stanford (2023) defines organisational design as a system which is responsible for mapping an organisational structure in alignment with the values or purpose in which an organisation exists. Different orgnaisation designs can foster different structures for example, divisional, matrix, functional and hierarchal (Stanford, 2023).  

According to Steward and Rogers (2012) a matrix structure is commonly used in organisations which are highly project based where individuals are organised around multiple dimensions, such as product, customer, or geography. For example, in a matrix-based organisation, a global tech company developing software, engineers might report to both the head of engineering and the project manager for a specific product. These structures are often made up of teams of people working on a project utilising their specialist knowledge and skills whilst also drawing across a range of services (Stanford, 2023).

 This can have an advantage in the workplace as employees can feel valued and appreciated when they are working to the best of their abilities and using their core skills (Waite et al, 2021). This approach can also invite collaboration across services which can positively enhance resource planning, saving companies expenses and potentially create a high return on investment (ROI) ratio (Turi and Sorooshian, 2019).  According to Westland (2022) this structure allows organisations to quickly adapt to changes in the market, as well as respond to customer needs more efficiently. This is further supported by Waite et al, (2021) states an advantage of this type of structure allows for speed and flexibility. This increases the capacity of the company to provide fast solutions to market conditions and venture into new frontiers (Charthop, 2024). However, this type of structure combines elements of both hierarchical and functional structures, with individuals reporting to multiple managers based on their different roles thus this can potentially lead to confusion and conflict due to potential leadership differences and negatively influence working relationships (Armstrong and Taylor 2023).

A divisional structure is when a company or organisation segregates into semi-accounted divisions with self-contained resources and control (CIPD, 2023). For example, a divisional-based system, like a large multinational consumer goods company, each product category has its own division with its own management and departments, responsible for its own profit and loss. Commonly, such divisions correspond to the products and services or geographic regions as they help to target specific market segments more effectively (Gillikin, 2019).   According to Gillikin (2019) this structure can invite better decision making and understanding of customers because there is independence within the divisions which allows managers to flex strategies to meet local conditions. This can lead to better customer satisfaction as the divisions can offer a tailored approach to a specific market thus better performance outcome (Rao, 2023). 
However, this structure can foster a deficiency in coordination among the various divisions of the organisation. Thus, there is a risk decision made within divisions may not align causing inefficiencies in processes which may affect performance outcomes. 


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)

Organisational strategy refers to a comprehensive plan or framework that outlines how an organisation will achieve its long-term goals and objectives (CIPD, 2023). For the strategy to be successful organisations need to consider the integration of the framework in alignment with the overarching goal (CIPD 2023). Within my organisation our strategy is to work to enhance the health service's role in promoting wellness for patients (HDUHB, 2020). Within the strategy is the development of the “social model for health” which provides opportunities to deliver health and care services in new ways, by bringing acute and community care together to work in partnership. This enables the organisation to meet the service and patients’ needs by responding collaboratively to give better patient care in the patient’s home whilst remaining under the assessment of a clinician until discharged (HDUHB, 2020).


Strategy formulation is the foundational phase of organisational strategic planning (Horn, 2009). Within Hywel Dda (HDUHB) the strategy formulation encompasses the overarching vision for enhancing healthcare in Wales and ensuring the well-being of everyone.  During this stage the organisation considers both internal and external factors such as housing, education, transport, and geographical area can negatively affect the ability of achieving the strategies outcomes due to uncontrollable factors (Sparkman, 2021). However, there are processes which can be implemented to account for these variables such as ensuring patients are given all opportunities to attend health screening assessments without the need and to prevent a hospital admission. Stage 2 is the implementation of the strategy, allocating resources, assigning responsibilities, and setting timelines. Effective communication, leadership, and management ensure employees understand their roles and align with strategic goals (Sparkman, 2021). This has been achieved through working in collaboration with workforce planning, talent management, and change management to ensure all pillars are working in alignment with policy and procedures. Stage 3 incorporates both vertical and horizontal integration methods by working in conjunction with HR to monitor and evaluate policies, procedures, and resource allocation. This will demonstrate the organisations accountability to respond to internal and external factors which may influence the ability to achieve its strategy whilst bringing the employees along with them (Peters, 2024). Within my organisation this is achieved through qualitative and quantitative data collection in the form of feedback, staff and patient surveys, and KPI’s. These methods provide insight into workforce performance and give direction to areas which may require further support or areas where things are going well, this can invite shared learning and can create a positive culture where employees and patients feel listened to, contributing to the success of the strategy (Standford, 2023).




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)

The current economic environment, with high interest rates and inflation, significantly impacts the NHS (Rigby et al, 2023). Increased borrowing costs for capital projects reduce the budget for essential services, research, and development (Makos, 2024). Many NHS projects are financed through private initiatives, so rising interest rates add financial strain (Rigby et al, 2023). This has led to cuts in educational programmes and projects, leaving staff feeling undervalued, which can have a negative impact on long-term retention.

Inflation has increased the costs of goods and services required by the NHS which has led to significant increases in operational costs. For example, inflation alone is estimated to cost the NHS between £6 billion and £7 billion in 2023-24 (Rigby et al, 2023). Government policy can significantly influence inflation and, consequently, the financial pressures on the service.  The government has recently agreed to a 5.5% wage increase for all NHS staff in Wales; whilst in the short term this aligns with the cost of living, however, this can lead to higher overall costs for the NHS, contributing to inflationary pressures. Policymakers need to consider these economic factors when planning future budgets and strategies to ensure the sustainability and effectiveness of the NHS (Rigby et al, 2023). Operational inflation can lead to conflicts over employee pay as workers try to keep up with the cost of living (Blumsack, 2023). This economic pressure can hinder workforce growth and create recruitment challenges. Economic downturns also increase demand for NHS services (Blumsack, 2023). The health board (HDUHB) has aimed for a 5% cost saving in each directorate, but measures like terminating educational programmes, removing overtime, and reducing agency use negatively affect staff morale, patient care, and organisational culture. In addition to the removal of agency staff, brexit has significantly impacted the NHS, which has historically relied on migrant workers. Post-Covid entry challenges and major changes to professional visas have exacerbated the staffing crisis (Nuffield Trust, 2022).

A third external factor is economic growth (EG) which generally leads to higher tax revenues for the government. This can result in increased funding for public services, including the NHS, allowing for better resources, infrastructure, and services (Blumsack, 2023). An expanding economy typically results in more job opportunities and higher wages, which can enhance living standards and health outcomes. Consequently, this can lower the demand for NHS services, as a healthier population tends to need less medical care (Farrar, 2023). EG can also lead to innovation and investment in medical research and technological advances which can improve the quality of care (Farrar, 2023). The NHS itself is a considerable economic contributor, increased NHS spending can stimulate local economies by creating jobs through strategy planning and workforce expansion (Farrar, 2023).

Organisational priorities such as debut management, cost efficiency and strategic planning should be accounted for to help mitigate some of the potential risk factors which can limit service productivity. Strategic planning should prioritise essential projects and delay non-critical investments to manage budget constraints. By understanding these impacts, the NHS can better navigate financial challenges and continue to provide essential healthcare services (Farrar,b (2023).



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)

Advances in Artificial Intelligence (AI) are expected to significantly impact the UK economy and society, although the exact nature and pace of this impact remain uncertain (The Department of Education, 2023). Estimates suggest that 10-30% of jobs could be automated in the future as AI has the potential to boost productivity and create new high-value jobs (DOE, 2023). However, AI should be used with caution not to promote skill gaps in within an organisation and to continue to invest and develop in the people to maintain a good skill set in the representation of the service (CIPD, 2024a). 

AI could be introduced within my organisation to support with recruitment efficiency. Often line managers are clinical staff who get pulled to cover clinical demands can significantly delay the recruitment process. AI could promote better time efficiency by screening the application processes to eliminate resumes which do not fulfil criteria thus reducing the chances of unconscious selection bias (Mohdzaini 2024). Automation of interviews can reduce the administrative burden on colleagues by eliminating the co-ordination between people thus better time efficiency (Mohdzaini 2024). AI used within recruitment process can effectively shorten the duration to hire, be more cost effective by reducing the time burden on HR/line manager and potentially an improved experience for the candidate (CIPD, 2024a).

However, risks associated with this method can include, lack of human insight, CIPD (2024a) states clear guidelines should be founded on ethical and responsible principles to ensure AI is used in a human-centred, transparent, and accountable manner, while also managing risks such as data privacy and security. According to the CIPD (2024a) organisations adopting AI should engage and develop employees by committing to their growth in AI skills and encourage experimentation with AI and promote cross-team collaboration to foster a culture of shared learning.



5) Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)

Charles Handy’s organisational culture model consists of 4 domains, power culture, role culture, task culture and person culture. Each division is made up of its own structure which can be determined upon the type of organisation e.g product focused, profit, non-profit or service. This model helps organisations understand their internal dynamics and choose strategies that align with their cultural strengths (Steward and Rogers, 2012). A power culture can enable for quick decisions to be made and beneficial for smaller organisations however can limit innovation and scalability (Stewart and Rogers, 2012). A role culture can be useful for larger organisations consisting of matrix systems which operate through hierarchical role and responsibilities and established procedures (Buchanan, 2019). A task culture can promote collaboration and innovation by working together on the task however some tasks may need a person culture approach for their expertise skills. This approach centres around the individuals’ skills as opposed to the organisation which can lead to co-ordination challenges if not in conjunction with the organisational goals (Buchanan, 2019). 

David Rock’s SCARF theory (2008) is based on neuroscience research and highlights five key areas that affect human behaviour in social situations, status, autonomy, relatedness and fairness.  This model encourages a cohesive and supportive approach to communication by minimising threats and maximising rewards thus creates an enabling environment where people feel psychologically safe to bring forward strains and stresses within working relationships which may be negatively influencing productivity (Steward and Rogers, 2012). Using this model can enhance creativity and help foster a culture where employees feel empowered to demonstrate innovation and enhance organisation performance. 

To support organisational culture framework models such as David Rock’s SCARF Theory provide an understanding and shaping of organisational behaviour. A podcast by Cassidy (2024) states in a recent review 25% of people experienced some form of conflict in the workplace which not only affects individual well-being but can lead to a less productive workplace culture. By applying the SCARF framework to strategy implementation, leaders can create a more effective, engaging, and productive work environment. This makes employees feel valued and aligned with changes, reducing workplace conflict and poor behaviors (Buchanan, 2019). However, it's important to apply the theory flexibly to align with the organisation's goals and workforce. As organisations adapt to market changes and workforce expectations, these models help manage cultural complexities that can hinder change implementation (Stewart and Rogers, 2012).


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)

CIPD (nd) states organisational culture is crucial to the people profession as every organisation is fundamentally built on human relationships and interactions. Therefore, culture is central to the profession and must be actively managed and developed (CIPD, nd).  Employee development plays a significant role in shaping organisational culture and behaviour (Waite et al, 2021). Employee development within the healthcare service is an integral part of ensuring employees are safe, competent, and accountable for the care they are providing to their patients. This can create a culture where patients feel safe in the care of the clinicians whereby interpersonal trusting relationships can be formed to support their recovery and trust in the care being delivered thus potentially reduce hospital length of stay (Alkan et al, 2024).

Employee development should provide resources and opportunities for career progression, supporting retention and job satisfaction. Developmental programs can enhance skills and knowledge, fostering a culture of excellence and continuous improvement. However, Young (2019) notes that time constraints can hinder this, suggesting a balance between continuous learning and performance efficiency. Without adequate resources, increased demands can demotivate staff and negatively impact culture, making employees feel undervalued (Mullins et al, 2019). If an organisation cannot support appropriate development programmes, staff may feel uninvested and unappreciated, limiting their competency and skills (Mullins et al, 2019). This can negatively impact behaviour and morale, leading to disjointed actions and risking adherence to policies and procedures. Consequently, this may result in conflicts, employee relations cases, and decreased productivity (Buchanan, 2019). This could have a negative effect on organisational reputation and financial implications which could prove to be damaging for the employer's ability to retain and recruit if perceived as an unsuccessful organisation (Farnham 2015). 

Buchanan (2019) states when employees see that their organisation is investing in their growth, they are likely to feel more valued and motivated which can align employees' skills with the strategic goals of the organisation. This alignment can create a more cohesive and focused organisational culture, where employees understand and work towards shared objectives (Buchanan, 2019).  Employee development is a critical factor in shaping the culture and behaviour of an organisation. It not only enhances individual performance but also contributes to the overall health and success of the organisation (CIPD, nd).

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)

According to CIPD (2024) organisational change is required to achieve organisational objectives, commitment of an organisation’s people needs to be maintained throughout any change. Organisational change is constant and driven by forces including customers, markets and technology (CIPD 2024). Kotter’s model (1996) provides a framework consisting of 8 stages to address managing change successfully. This model outlines clear steps which need to be taken to in a methodological order to ensure the change is delivered successfully. 

Kotter (1996) states during the 1st stage a state of urgency should be initiated to encourage engagement and action of the employees to resume work on site. To facilitate this Kotter suggests coalition is needed to ensure the appropriate people are involved to lead the change such as HR and line managers. The next stage emphasis on forming the strategic view to demonstrate the purpose of the change to encourage a “buy-in” by setting a clear vision. Enlisting a volunteer group with the right expertise can encourage a united approach to returning to site work by sharing the same vision through positive discussion. Enabling action will support a seamless return to the office by exploring potential barriers which may be detrimental to the success of the change. For example, preparing the office with adequate computer access, desk space and staff facilities. To provide continued momentum to sustain change “easy wins” should be celebrated such as being able to have a face-to-face meeting which may increase the productivity of the team meeting. 

To implement and sustain the change Kotter suggests at stages 7 and 8 to increase the pace and institute change. By drawing on employee’s experience and involvement through the change process can identify learning for future changes (Kotter, n.d). Providing a storyline outlining what went well and what could have gone better may encourage staff to embrace the change process for future tasks by making the change manageable. Finally, by aligning the changes made in accordance with the organisational values and culture installs confidence in employee’s credibility within their own organisation by demonstrating how processes can be a success when leadership and collaboration is applied (Kotter, n.d).

8) Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4) – 

According to an evidence review by the CIPD (2022) centring on organisational climate, rather than culture, should be a helpful step for employers to specify their focus, understand what affects behaviour and have a better chance of leveraging change. Kubler-Ross change theory provides a framework which in effect addresses the employee climate by outlining 7 behavioural responses to change, shock, denial, frustration, depression, experiment, decision and Intergration. This can be used as a valuable model for understanding how people experience change in various contexts, including the workplace (CIPD, 2022).
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When implementing a new policy within the workplace for example flexible working often employees may not want to engage and respond with shock as part of the change process (CIPD, 2023). This may lead to denial or avoidance of adherence to the proposed changes as they may feel it does not relate to their needs or potentially feel it’s not appropriate for anyone else’s needs and therefore question the reasoning. At this stage it is important communicate clearly and provide information to help employees understand the necessity and benefits of the change (Kotter, 1996). Employees can often feel a sense of frustration to leaders, colleagues or services when experiencing change. However, Roberts and Tracey (2023) states not everyone will experience change in the same way, for example, if another colleague has embraced flexible working for a temporary basis to support a work-life balance this may introduce resentment into the workplace if it’s perceived an employee is getting preferential treatment. 

For successful change, employees should have check-ins for supportive conversations to address denial barriers or resistance, showing empathy and understanding (CIPD, 2023). This approach can alleviate some of the discontent or anger as opposed to delivering a consistent message with no scope for wider considerations thus tailoring the approach to employees should be considered which can invite bargaining (Kotter, 1996). This gives the opportunity to wider discussion inviting flexibility but also an opportunity to express the change will be happening. 

If bargaining doesn't alleviate initial feelings, it can lead to depression and discontent. Emotional support should then be considered, either through voluntary 1:1 sessions or focused groups with appropriate stakeholders to encourage employee participation (Robbins, Judge, and Millett, 2013). This will enable the employees to feel heard in the decision-making process and potentially experiment with new solutions. This also provides an opportunity for employers to demonstrate empathy and understanding which can positively affect morale, alleviate feelings associated with depression and in turn focus upon acceptance and integration to adapt to the change (CIPD, n.d). By understanding these stages organisations can better support their employees through service transition processes to increase the likelihood of engagement and sustainable positive changes. in the workplace (CIPD, n.d).


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)


Well-being at work refers to creating an environment that promotes the overall health, happiness, and satisfaction of employees which in return can create a positive workplace culture (Greenwald, 2018). According to the CIPD profession map creating a holistic wellbeing strategy is crucial for addressing the diverse needs of the workforce and helping them perform at their best. A comprehensive approach to wellbeing should consider various aspects such as physical health, mental health, financial wellbeing, and social connections (CIPD, 2024). By doing so, you can ensure that all employees feel supported and valued, which can lead to increased engagement, productivity, and overall job satisfaction (CIPD, 2024). 

However, Greenwald (2018) states a well-being strategy should not necessarily be driven by metrics and ROI but rather by strategic goals to embed a positive working culture embracing human health and happiness into day-to-day experiences. The Health and Well-being at Work Survey shows that more employers are realising the importance of supporting employee well-being therefore focusing on this, they can create a healthier and more productive work environment. According to CIPD (2020) physical and mental wellbeing is frequently viewed because of job quality rather than an integral part of it, yet it remains undeniably important.

Greenwald (2018) states much of the research indicates that many employers are not meeting the necessary standards for employee well-being. Only 40% have a formal well-being strategy most organisations depend upon line managers to care for their workforce’s well-being without providing them with sufficient support (Greenwald, 2018).  The CIPD (2024) implies the quality of relationships and managerial support is linked to various aspects of engagement, such as job satisfaction, enthusiasm, effort, and the retention of employees.  CIPD (2024) states when line managers understand and prioritise the importance of health and well-being, organisations are more likely to report effective stress management. According to CIPD (2019) the top causes of stress in the workplace are unmanageable workloads and management style. Stress can significantly impact healthy working relationships by causing tension, misunderstandings, and conflicts among employees, this can lead to a breakdown in teamwork, reduced collaboration, and foster a negative work environment. However, a report by the CIPD (2024) found that conflict is linked to poorer perceptions of senior leaders and managers, but general relationships remain unaffected.

To support this the CIPD (2024) implies senior leaders and HR professionals should consider supporting and building resilience within the organisation. CIPD (2024) state resilient employees tend to be more committed and engaged, which often leads to better performance at work, additionally, they are less likely to experience disorders such as anxiety and depression. Suff (2019) states HR teams should emphasise to line managers the personal benefits of prioritising their team’s well-being by implying when employees are happy, healthy, and engaged, managers are more likely to achieve their goals and see their team succeed thus increasing employee and employer satisfaction. 


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)


The employee lifecycle includes six stages: Attraction, Recruitment, Onboarding, Development, Retention, and Separation (CIPD, 2024b). Attraction involves employer branding to draw in talent. Recruitment focuses on selecting individuals through interviews and assessments. Onboarding integrates new hires with training and orientation. Development provides resources for continuous professional growth. Retention ensures employee engagement and value to retain its workforce. Separation covers employee exits through retirement, promotion, or resignation.



FIG 2: Avilar (2022). Employee lifecycle
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According to the CIPD (2024b) effective recruitment is crucial, particularly in tight labour markets. It ensures that the organisation has employees with the necessary skills and abilities to meet both current and future needs. Attracting a diverse range of candidates is essential in resourcing, ensuring equality, diversity, and inclusion throughout the process, with regular reviews of practices and systems to eliminate hidden biases is a vital element (ACAS n.d). To support this the recruiting panel should also demonstrate adherence to the employment law ensuring the recruitment process compiles with legal requirements thus avoiding the potential of discrimination and unconscious biases (CIPD, 2024b). The recruitment process also gives an opportunity for the candidate to explore the organisational values and strategies to consider if it's a suitable organisation to work within (CIPD, 2024b). In alignment with this the organisation should also consider the employees suitability by conducting the appropriate background checks (CIPD, 2024b).


During the development stage of the employee lifecycle, people practices are crucial for fostering growth and improving organisational performance. According to the CIPD (2018), professionals should identify the necessary competencies and skills for various roles and create an environment that supports this. This may involve designing and implementing training programmes aligned with organisational goals and employees' career aspirations. Employers should regularly assess the effectiveness of these programmes. Leadership development is also key for succession planning and retaining future leaders (Kazi, 2024). The CIPD (2018) suggests offering guidance and resources for career development through mentoring, coaching, and performance appraisals. Creating a culture of continuous learning, supported by policies, incentives, and integration into daily work, helps employees grow and enhances organisational performance (CIPD, 2018).


When employees leave an organisation, employers must ensure a seamless and compliant process (CIPD, 2024b). This can prevent conflicts and maintain positive relationships. Properly managing separations protects against legal issues and provides insights for improving practices. Employers should conduct exit interviews to gather feedback, which can inform future improvements.

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) 

Vertical integration in organisational strategy involves an organisation expanding its operations to include different stages of production within the same industry (CIPD, n.d). The aim of vertical integration is to enhance the company's control over its supply chain, lower costs, boost efficiencies, and strengthen competitiveness. Horizontal integration involves a company expanding by acquiring or merging with other companies at the same production stage within the same industry (CIPD, n.d). This strategy aims to boost market share, reduce competition, achieve economies of scale, and enhance overall market presence.
The strategy should outline a clear agenda to establish what resources are needed to ensure its achievable and what the expectations are.  For example, a recruitment strategy to lead a new informatics patient record programme is being implemented within the organisation which has been based upon organisational needs, this avoids wasteful resources and cost implications of agency expenditure or employees without the informatics skills (Taylor and Woodhams, 2022). 

People practices are crucial in supporting organisational strategy through both vertical and horizontal integration, ensuring that HR policies and practices align with and contribute to the achievement of overall business objectives. To produce and embed an effective strategy an organisation should develop a HR system which can understand and accommodate both a vertical and horizontal fit (Taylor and Woodhams, 2022).

Vertical integration within people practices organisations ensure HR management practices are developed and implemented in alignment to the overall business strategy, this process ensures that HR are supporting strategic goals. For example, if an estate agents’ strategic goal is to be a market leader in selling country homes HR can develop recruitment practices which focus on talent acquisition, based on the specific skills and knowledge or expertise within this field. They may also need to consider the upskill of existing staff to enhance their knowledge of houses within this calibre this will also demonstrate credible reputation (CIPD, 2024b). Effective communication is essential for supporting change processes, it’s important to ensure that everyone understands the organisational strategy in alignment with HR policies and procedures to create a supportive environment which enables changes to happen thus better productivity (Martinson and De Leon, 2018).

Horizontal factors should consider how the HR systems embed policies and procedures in alignment to the strategy to ensure there is a consistent approach (CIPD, 2024c). Policies should support innovation and flexibility while adhering to legal and regulatory requirements (CIPD, n.d). For example, they can establish working conditions that encourage employees to freely generate new ideas for improving efficiency. These processes will promote integration within the organisation which impacts everyone within the service in alignment with the overall strategy. However, a recruitment policy does not necessarily mean people will perform better but having a policy will provide consistency and employment psychological safety, this gives an equitable approach to recruitment and staff rights. HR professionals should champion effective collaboration by fostering a culture of collaboration and shared objectives, this can help eliminate silos and ensure the organisation operates cohesively (CIPD, 2024c). This promotes internal consistency across all aspects of people practice, such as recruitment, onboarding, performance development reviews and training. Thereby aligning both HR management both vertically with strategic goals and horizontally across HR practices this creates a supportive approach to achieving strategic objectives whilst supporting retention, staff morale and organisational culture (Martinson and De Leon, 2018).



11) 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)


Consultation fosters positive employment relations by involving staff and their representatives in the decision-making process. This inclusive approach can result in better decisions and enhances the likelihood of employees understanding and supporting proposed changes (ACAS, 2021). According to Brione (2023) there are both organisational and employee benefits for effective communication and consultation. These benefits can include, better communication and buy-in during change programmes, increased trust in management, improved engagement and productivity, early identification of potential problems, greater innovation and problem-solving from workforce ideas and higher job satisfaction (Brione, 2023). This can promote better recruitment, retention, and fewer disputes thus creating a positive work culture increasing quality of work and productivity (ACAS, 2021). These processes help ensure that both managers and employees are involved in decision-making and that their feedback is considered in organisational practice. 

Implementing a 4-day work week will impact various stakeholders, making it crucial to conduct a thorough stakeholder analysis. This helps organisations understand relationships, anticipate challenges, and develop strategies to meet goals while addressing everyone's needs and concerns (Anon n.d). ACAS (2021) states consultations can take place in 2 forms, informal discussions with employees or formal group meetings or seminars. A needs analysis approach can be facilitated to engage and invite active contribution to decision making during the consultation period. Team meetings and 1:1’s can be an effective way to give employers time and space to individually or collectively bring forward any concerns which need addressing whilst giving managers an opportunity to outline the expectations of the 4-day working week and valuing employee contributions.


There are other methods which can be used to obtain feedback such as staff surveys and polls, this process offers a way of collecting both quantitative and qualitative data which can help inform decision making (Lowler & Boudreau, 2020). The evidence collected can also provide rationale for changes or recommendations to policy and procedure which can positively improve the change experience (Brione, 2023). To measure the effectiveness and monitor the transition of the 4 day working week employers should strive for continuous communication spaces to demonstrate employee support and understanding yet commitment to lead and sustain effective change (Brione, 2023). This process can be facilitated through regular 1:1 or group feedback sessions, ensuring timely and effective addressing of concerns to minimize disruptions and challenges that could negatively impact organisational culture and credibility (ACAS, 2021)
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