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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.

Organisational structure refers to a company’s framework for decision making processes, hierarchy of authority and legal entities. It is crucial in understanding strategic change and performance (Albert, 2024). Two common structures are the divisional structure and Matrix Structure.
A divisional structure organises a company into semi-autonomous units based on products, services or geographical regions (Armstrong and Taylor, 2023). Each unit operates with its own assets such as human resources and I.T (Tingsagar and Smith, 2022)
Multi-divisional companies enhance market specialisation by focusing independently on specific products or markets. Decentralising authority to divisions allows quicker responses to market changes and demands (Cheung-Judge and Holbeche, 2021). Divisional structures benefit companies with extensive geographical reach by fostering closer relationships with customers and suppliers, aligning with local culture, language and local practices (Organ, 2024). However, as a company becomes larger, integration of separate teams can become challenging (Cheung-Judge and Holbeche, 2021). Divisions can compete for resources and create product incompatibilities due to poor communication, resulting in silos. Success requires executive leadership to understand each division's strategies and priorities while nurturing effective interdivisional partnerships. (Gillikin, 2024).
The Matrix organisational structure combines two structural frameworks, creating a dual reporting system where employees report to both a functional/divisional manager and a project manager. Advantages of this type of structure include enhanced innovation and efficiency, facilitated by cross-departmental collaboration encouraging creative problem solving and shared knowledge. This helps develop a positive working environment. However, strong co-ordination is needed as the complexities of dual management can cause confusion and conflict for both employees and managers. Employees may also encounter difficulty prioritising tasks when receiving projects from more than one source. (Tinsager and Smith, 2022). Robins and Coulter (2021 p.319) propose however, that conflict can be negated through regular communication and diligent co-ordination of employee demands.
Maintaining a matrix structure requires skilled managers and continuous co-ordination. The dual reporting system can potentially raise overhead cost and result in a manager-heavy hierarchy. Co-ordination via multiple managers can also delay decisions, slowing down response times to market changes (Davis and Lawrence 1978).
 In summary, the divisional structure promotes focus and responsiveness but can lead to difficulties integrating separate silos. Conversely, the matrix structure promotes collaboration, and innovation yet may lead to conflict. Choosing between them depends on organisational goals, size and complexity. For instance, a large, geographical diverse organisation may prefer a divisional structure. Whereas smaller, project driven companies might benefit from a matrix structure (Armstong and Taylor 2023 PP. 141-163).   

2) Analyse the extent to which the organisational strategy in your organisation (or one with which you are familiar) helps to ensure products or services meet customers’ needs.
Planned strategies are deliberate processes focusing on long-term goals and clear objectives. However, they are not fixed and require regular reviews to assess if objectives still meet organisational needs. Emergent strategies evolve in response to unexpected events. Objectives may not always be clear at the start of the process. Both require three key stages: Strategic analysis, assessing external and internal influences effect on the organisation’s overall mission and operational status. Strategy development includes collaboration between functions to set goals and objectives. Both these stages can benefit from use of SWOT and PESTLE. Finally, strategy implementation requires utilising change management and planning techniques to monitor progress, set timelines and align resources to put strategy into action (Tingsager and Smith 2022). 
Hywel Dda University Health Board's (HDUHB) strategy, "A Healthier Mid and West Wales," is a planned strategy focusing on community-based care and preventive health.  Set over a twenty-year period, this approach aims to shift from reactive treatment to proactive wellness interventions. Reflecting the needs of diverse rural and urban areas, including an aging population, the strategy promotes health hubs to ensure services are tailored to local needs, reducing travel time and accessibility. However, successful implementation requires addressing infrastructure challenges and staff shortages which could delay progress (HDUHB 2018).
The strategy is heavily influenced by external factors. Fluctuations in funding and inflation have put considerable strain on financial resources (HDUHB, 2025). Additionally, prolonged effects of the COVID-19 pandemic have delayed implementation of crucial strategic objectives, such as the construction of a new hospital. Consequently, the strategy must be refreshed to adapt to the new environment and provide alternative options to primary care. Integral to strategy development, HDUHB has engaged in stakeholder consultations throughout the process, demonstrating a commitment to co-production of objectives (HDUHB, 2024a).
BY aligning strategic intentions in different services like community health, workforce and digital transformation, patients experience a more cohesive healthcare system (HDUHB 2018). As a result, HDUHB’s strategy provides a solid foundation to address patient needs by focusing on prevention, accessibility and collaboration. Horizontal integration of patient-centred objectives improves the likelihood of positive outcomes. However, external constraints hamper successful implementation. The health board must remain adaptive to achieve its goals. 

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)
HDUHB, can use PESTLE analysis (Political, Economic, Social, Technology, Legal, Environmental) to assess the impact of external factors (Battista 2024). Interest rates and inflation would fall under the economic category. HDUHB is also significantly impacted by social factors, like seasonal illnesses.
The Bank of England (2024) recently advised that interest rates will be maintained at 4.75%. Higher interest rates increase government borrowing costs, limiting funding for public services. consequently, funding for 2025/2026 barely meets operational needs, preventing investment to improve infrastructure (HDUHB, 2025). Affects on the wider economy of higher mortgage repayments and rent, increase mental health issues due to financial stress (NHS Wales 2024a). This potentially intensifies demand on mental health services, straining already tight budgets. Additionally, the reduction of disposable income contributes to decreasing charitable donations, HDUHB’s only other means of generating revenue. (HDUHB, 2024b).
The current UK inflation rate is set at 2.5%. December 2024 saw the first fall in rates for three months, indicating slowing price rises but not a decrease (BBC 2025). High inflation increases operational costs for HDUHB, including medical supplies and energy (Audit Wales, 2024). Rising prices, creating a cost-of-living crisis has fuelled a 5.5% pay increase for most NHS Wales staff (Welsh Government, 2024a). Senedd Research (2023) reported that increased food and energy prices have further indirectly impacted services, resulting in more treatments for cardiovascular disease, asthma, obesity, and hyperthermia. Moreover, inflation erodes the real value of government funding, requiring the health board to do more with less. This necessitates robust financial management to ensure essential services remain viable (HDUHB 2025).
Seasonal illnesses like influenza, RSV and COVID -19 surge during winter months, placing a predictable but significant burden on the NHS, leading to increased demand for emergency care and bed capacity. Increasing staff sickness exacerbates pressures, causing discharge delays and stricter infection control measures (Welsh Government, 2024b). Patient experience is also affected due to ward closures and reduced visitation (HDUHB 2024c).
Inflation and high interest rates are long-term issues for HDUHB, contributing to a £28 million deficit and resulting in strict financial demands from the Welsh government regarding funding (HDUHB, 2025). Seasonal illnesses are short-term but recurrent, causing annual pressures. Organisational priorities HDUHB should address as a result include:
· Workforce support to ensure adequate staffing levels. Offering professional development and prioritising staff wellbeing can help retain staff and maintain high care standards during peak demand (HDUHB 2019).
· Increased promotion of vaccination campaigns to reduce seasonal illnesses (HDUHB 2024c).
· Identifying recurrent saving options and reducing waste to deliver more efficient financial management (HDUHB 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)
AI use in NHS Wales is becoming more visible. HDUHB is participating in several AI initiatives, including JivaRDX, an AI-based MRI diagnostic tool for prostate cancer, to reduce misdiagnoses and unnecessary treatment costs (Moondance Cancer Initiative, no date). They have also partnered with Faculty AI to develop an A&E system which identifies patients needing additional support and advance plan discharges, optimising capacity (Faculty AI, no date). Additionally, HDUHB has announced a ten-year strategic partnership with CGI to upgrade digital systems and explore AI integration (CGI, 2025).
While significant investments are being made, they focus primarily on clinical areas, leaving administrative potential untapped. Departments like workforce and OD could utilise AI to answer routine questions via chatbots, freeing staff to focus on non-routine tasks (Waite et al, 2021). This is particularly valuable for queries about annual leave, pay, or policies. Further investment in AI could help design training programs in learning and development or aid in candidate selection during recruitment (CIPD, 2025). AI is already used in recruitment in other organizations to boost efficiency, though data accuracy concerns persist, requiring careful implementation (Li et al., 2021)
AI’s time and cost saving ability is evident. The initial trial of JivaRDX has demonstrated comparable accuracy to radiologists, reducing waiting times due to a lack of radiologist and urologist specialists. (TRITECH institute, 2023). The role out of faculty AI’s support model in A&Es has led to a 32% reduction in avoidable delays to discharge, equating to a £12.5 million annual efficiency saving (Faculty AI, no date). By providing real time insights, AI has led to staff making better and faster decisions, leading to speedier discharges and improved care. However, initial setup can be expensive. HDUHB’s partnership with CGI is set to cost £75 million over its ten-year realisation (CGI, 2025).
Similar clinical schemes being piloted across the NHS have shown AI can reduce staff fatigue by handling routine tasks and improve diagnosis speed and accuracy, enhancing patient care and reducing mortality rates. However, health practitioners need updated training to use AI correctly. Human oversight is crucial due to AI’s dependency on its programming, with varying results outside controlled environments (NHS England, 2023). The CIPD (2025) advises implementing specific AI policies to provide guidance and ensure compliance with GDPR and data security regulations. This is vital for handling large volumes of patient data within the NHS.
Overall, AI has greatly benefited HDUHB by enhancing patient care, productivity, and cost savings. However, human oversight and robust confidentiality policies remain vital. Additionally, investing in AI outside clinical areas is necessary to reduce inconsistencies in technological advancements. 

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 identifies four distinct types of culture, each based on their structure, power distribution and employee interaction. (HRC online 2024a). 
The Power Culture can be likened to a spider’s web, where authority is concentrated at the centre, all decisions and communication emanate from this point. Rewards tend to be more beneficial the closer an individual is to the centre. (Abdala, Morais and Rebelatto, 2021). A flat structure is typical for this culture and is common in smaller businesses where the founder remains in control and employees lack autonomy (Personnel Today, 2023). Alternatively, Role Culture encourages individuals to take accountability and ownership of their work. Often seen in bureaucratic organisations with clearly defined roles, procedures and hierarchies, tasks/responsibilities are delegated depending on qualifications or expertise (HRC online, 2024b). Task culture tends to focus on project-based teamwork, supporting collaborative problem solving (CMI, 2015). It can widely be seen in design focused industries where managers assign tasks but do not oversee daily project activities. Lastly, Person Culture tends to exist in organisations that demonstrate little in the way of structure or management. Individuals work independently, simply sharing resources rather than focusing on wider organisational goals. Universities or GP surgeries are examples of this type of culture. (Personnel Today, 2023).
Handy’s model can be useful to help diagnose when change is needed. For instance, a rapidly growing company with a power culture may encounter difficulties upscaling as decision making gathers more input. Alternatively, a task culture valuing flexibility may struggle in regulated industries with strict processes. It’s important to note that no single culture is superior; effectiveness lies in aligning the culture with organizational goals. Additionally, leaders should understand that diverse teams or functions within the same organisation might benefit from different cultural styles. (Handy, 2000). This can be seen within organisations like the NHS where GP surgeries align more with person culture, while finance teams work better with a role culture.  

David Rock’s Scarf Theory provides a neuroscience-based framework explaining how our brain responds to social interactions in much the same way it reacts to physical threats or rewards. SCARF is an acronym for five key areas that affect social interaction in the workplace: status, certainty, autonomy, relatedness and fairness (Mullins and McClean, 2019, p.12).
Status refers to an individual sense of standing relative to others. Diminishment of an individual’s work or ideas mimics a threat response, whereas recognition of accomplishments provides a sense of reward. Certainty relates to the desire for predictability. Ambiguity surrounding our role’s responsibilities can induce stress, while clear expectations have the opposite effect. Autonomy addresses the need to feel control over the decisions we make and work we create. Micromanaging can therefore create discomfort, however, allowing employees greater freedom to complete their work boosts motivation. Relatedness signifies a sense of belonging. Inclusion within work related ‘in groups’ reduces threat responses linked to isolation, while exclusion increases them. Employees are more likely to feel satisfied in an inclusive environment. Finally, fairness involves the perception of equitable behaviour. Perceived unfairness can trigger negative emotions. Transparency regarding decisions can help promote a sense of justice and trust (Neuro Leadership Institute, 2023).
Applying the SCARF model can create a learning environment that minimizes threats and maximizes rewards (Hayden, 2024).  SCARF’s core theory emphasises that human brains are programmed to avoid perceived threats and seek rewards. Negative feelings like being unappreciated or isolated trigger stress responses similar to physical danger, while feelings of inclusion and respect cultivate satisfaction and safety. SCARF can help managers design workplaces that reduce tension and increase motivation (Rock, 2009). Organisations can therefore use this framework to improve leadership strategies and team dynamics.   

6) Assess how employee selection or employee development impacts organisational culture or behaviour in your organisation.
Organisational culture and behaviour are interconnected yet distinct concepts. Organisational culture encompasses the shared values, beliefs and leadership style that shape the working environment and guide interactions and decisions. In contrast organisational behaviour focuses on how individuals and groups act within organisations, covering attitudes, motivations, performance and communication patterns (Armstrong and Taylor, 2023). 
Hywel Dda University Health Board (HDUHB) places huge significance on learning and development, evidenced within their ten-year workforce, organisational development and education strategy for 2020-20230. This strategy prioritises staff training and wellbeing, recognising that a well-supported workforce is more adaptable and capable of delivering high-quality care (HDUHB, 2019). Their learning and development policy further highlights the organisations desire to create a learning culture and foster continuous professional development (HDUHB, 2022).  Additionally, the lifelong learning fund, which allows individuals to apply for funding to learn non-job-related skills, demonstrates the organization's support for personal development (Littlejohns 2023). All three examples align with the organisation’s values of ‘putting people at the heart of everything we do, working together to be the best that we can be and striving to deliver and develop excellent services’ (HDUHB no datea). Investments like these initiatives enhance employee engagement and motivation, which increases a sense of commitment and reinforces organisational values (Mullins and McClean, 2019).
HDUHB's commitment to equality, diversity, and inclusion fosters a positive culture and image. Staff must complete mandatory e-learning on anti-racism (NHS Wales 2024b). This education, along with the efforts of the Equality, Diversity, and Inclusion team, promotes an inclusive work environment, enhancing staff experience and patient care by integrating diverse perspectives. This initiative reflects the desired personal values expected by the health board of fairness, dignity and respect (HDUHB no dateb).
Finally, initiatives such as the people, Organisational Development and Culture Committee provide clear behavioural models for employees to emulate, demonstrating accountability and teamwork (HDUHB no datec). This is crucial, as poor role modelling of desired behaviours can reduce an organisations success (Mullins and McClean, 2019).
In conclusion, by implementing motivational strategies and comprehensive learning and development policies and aligning them with its core values, HDUHB not only cultivates a positive organisational culture but ensures behaviours reflect its cultural priorities.  

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 change model is a well-established process for executing organisational change. For transitioning from full-time homeworking to hybrid working, the following 8 steps can be implemented:
1. Create a sense of urgency – Kotter (2012) asserts urgency is essential for successful change as complacency hinders progress. Leaders should analyse the market, identify potential crises or opportunities then communicate the necessity of change. Highlighting the benefits of in-person interaction, such as improved innovation, collaboration, and reduced isolation, can motivate staff (Armstrong and Taylor, 2023).
2. Build a guiding coalition – To convince people that change is necessary, strong leadership and visible support is required (NHS elect, no date). To this end Gratton (2022) advises the use of influential people from different disciplines, covering multiple levels of competencies.
3. Develop the change vision – Create goals and strategies to help implement the change long-term. Strategies should be both flexible and achievable, not vague (indeed, 2024). The vision should help emphasise the benefits of hybrid working such as enhanced teamwork and improved career development (Taylor, 2022, p76).  
4. Communicate the vision – Your coalition should frequently communicate with team members, consistently modelling expected behaviour. Transparent communication is key, utilizing various formats like emails, newsletters, meetings, and webinars (Kotter, 2012).
5. Empower action – Recognition and rewards for those who embrace change can empower others. Identifying reasons for resistance and removing barriers helps maintain momentum. Reevaluating organizational policies may be necessary (Bell, no date). Initiatives to combat opposition to a move from homeworking could include subsidized transport, car share schemes, or flexible start and finish times to avoid rush hour traffic (Diamond, 2019 (CIPP).
6. Create short-term wins – Achieving short-term wins motivates staff. Without positive visible results change can stall. Early targets should be justifiable and inexpensive, as early failures can harm the long-term plan (Bell, no date).
7. Consolidate gains – Kotter (2012) warns that major change can take three to ten years to fully cement into an organization. Success requires continuous improvement of small wins and recruiting new coalition members to reinvigorate ideas.
8. Anchoring the change into organisational culture – New behaviours need to be embedded into everyday activities. (Kotter, 2012). Policies should be reviewed frequently and action taken to address negative outcomes (ACAS, 2023). Managers should be trained to support hybrid working (Ali et al., 2023).  Also, implementing a robust hot desking schedule can help solidify the change into everyday practice (Armstrong and Taylor, 2023).    

8) Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
The Kubler-Ross change curve, originally developed to describe the stages of grief outlines five key stages: denial, anger, bargaining, depression and acceptance. These stages provide a framework for understanding emotional responses triggered by change. During the denial stage, acceptance of the new reality can be difficult. People may be perceived as ignoring the situation, almost paralysed by disbelief.  Following denial is anger. This stage occurs when the individual recognises the full impact of the change, regularly leading to feelings of frustration and resentment. This anger can be directed both inwardly and outwardly at either the situation or others (Kubler-Ross and Kessler, 2014).  The third stage is bargaining and often involves attempts of negotiating or compromise to minimise the effects of change. Next, people normally enter the depression stage, usually feeling things like sadness, anxiety or a lack of motivation. This can be a stalling phase as people struggle to progress (Cardiff and Vale University Health Board, no date). The last stage of acceptance marks a turning point where the individual begins to adjust to the inevitable reality of the situation and move forward. Coming to terms with all their previous emotions can help prepare them to adapt (Carmen and Green, 2020, pp.32-34).
Importantly Kessler (2020) ascertains that the stages outlined above are not linear and that time frames can not be predicted. He also highlights that not all individuals will experience every stage. 
Carmen and Green (2020, pp. 32-34) note that since its inception, the change curve has further been developed by clinical and management researchers to encompass the stages shock, experimentation, and discovery. Shock indicates a person’s sense of disbelief before the denial stage. Experimentation involves the initial steps of engagement with the proposed idea, while discovery pertains to the stage where the idea has become fully functional and how the individual integrates within this new environment.  
Both Jackson (2023) and Armstrong and Taylor (2023) advise that implementing large scale change can evoke resistance and create an uncomfortable and worrying environment for workers. Therefore, understanding the emotional responses highlighted in the change curve can help aid effective change management (Chaven and Bhattacharya 2022).  

9) The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from40% 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
Importance of wellbeing at work
Wellbeing at work is a critical aspect of human resource management. Encompassing physical, mental and emotional health it can be viewed as essential for both employees and employers (Suff, 2024).
From an employee perspective, a holistic approach to wellbeing focusing on physical health, supportive management, career development, mental health initiatives, and fair pay, contributes to a healthy work-life balance and reduces stress. This approach improves morale and fosters a healthier, more inclusive work environment (Suff, 2024). Employees who experience less intensification and extensification of work typically experience better social interactions outside work, as well as increased productivity and improved health (Wilkison, 2022, pp. 229-230)
From an employer standpoint, introducing non-traditional health and wellbeing initiatives like gym memberships alongside strategies to improve job quality provides a competitive advantage, aids recruitment, improves retention and increases engagement and productivity (Torrington et al., (2020) pp.635-644). Research conducted by Gallup (2025) support this, suggesting employees who perceive their employer cares about their wellbeing are 69% less likely to actively job hunt, three times more engaged, and five times more likely to advocate for their company. Thus, demonstrating the interconnection between wellbeing and engagement, with each influencing the other.
Wilkinson (2022) argues that employers should consider wellbeing from social responsibility, legal compliance, and business case perspectives. Prioritising mental health and stress management is essential to meet legal and ethical standards and avoid reputational damage, disputes, and absenteeism (ACAS 2025a, 2025b). There are also financial costs as poor mental health costs UK employers around £45 annually, underpinning the need for robust, flexible wellbeing policies to retain staff (McIntyre, 2021).
In conclusion, wellbeing at work is not merely a moral obligation but a strategic priority. By incorporating strong policies into HR practices, organisations can create a supportive, competitive and thriving work environment (Taylor, 2022, pp.85 -87). 
How ‘Good Work’ impacts wellbeing 
Good work refers to employment that is meaningful, secure and provides opportunities for personal and professional growth (CIPD no date). 
The CIPD’s good work index 2024 underscores the significant impact job quality has on employee wellbeing. Notably, workplace conflict was reported by 25% of workers during the last year. Among them, 48% cited feeling undermined or humiliated, while 35% and 34%, respectively, were shouted at or insulted. Conflict of this nature can leave employees feeling dissatisfied, exhausted and struggling to cope with work. Additionally, an increase to 47% of employees viewing work primarily as a means to earn money, leads to disillusionment and lack of motivation to go above and beyond. In contrast, positive job attributes like skill development, autonomy and work-life balance are consistently linked to increased performance and job satisfaction (Young, 2024). 
These findings highlight how creating environments where employees feel supported, enriched, autonomous and conflict free enhance both employee wellbeing and engagement, resulting in positive benefits for both employees and employers.   

10) Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the life cycle. (AC3.1)
The employee lifecycle represents six key stages employees experience within an organisation. They consist of Attraction, where employers draw in talent through branding; Recruitment, involving the hiring process and selection of suitable candidates; Onboarding, encompassing processes to integrate staff into the company; Development, focusing on skill building and career growth opportunities; Retention, aiming to maintain employee satisfaction and reduce turnover, and Separation, processing the end of the employment contract. Each stage requires tailored people practices to enhance organisational effectiveness and employee satisfaction (Waite et al., 2021). 
Focus on recruitment, development and separation:
· Recruitment – Foundational to an organisation’s success, it determines the quality of talent entering the workforce. Once the need for the role has been identified, creating purposely crafted documents, i.e. the job description or terms and conditions helps attract the right level of applicant (ACAS, no date). Consideration should be given to advertising strategies, whether internal or external and which methods to use (Brown, 2011).  Candidate Selection should ensure alignment of skills and organisational needs. Assessments can be face-to-face, online, group or panel interviews. The recruitment team will determine the best match for the role (Wilkinson and Taylor, 2022). In both stages unconscious bias poses a risk, therefore Care should be taken to make the process as inclusive and diverse as possible (CIPD, 2024a). Everyone involved must have awareness of relevant legislation and avoid discrimination (CIPD, 2024b).
· Development – Concerns itself with improving individual, group or organisational skills and is vital for engagement. People practitioners design and deliver performance management systems and training programmes to enhance knowledge and performance (Armstrong and Taylor, 2023). Upskilling contributes to more resilient organisations, improving employee growth and career prospects, increased loyalty and aids a decrease in organisational costs (Lancaster, 2024). Alignment of competitive strategies with HR practices is also significant during the development stage. Organisations who prioritise their HRM processes, enforce and promote desired employee behaviour and are more likely to achieve strategic goals (Edgar, 2020).
· Separation – Other than voluntary resignations, employees may leave due to retirement, dismissal, or redundancy. Ethical and legal considerations are crucial in dismissal and redundancy processes. Handling these separations carefully is key to maintaining the organization's reputation (Smith and Mitchell, 2022). Effective offboarding, including exit interviews and post-employment support ensures positive relationships with departing employees, who may become future ambassadors or return with increased skills (Howlett, 2021).
 
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 and horizontal integration in people practice refers to the alignment of people practices with organisational goals and ensuring consistency across HR functions. Research discussed by Human Resource Management International Digest (2019) indicates that vertical integration of HR goals optimises performance and furthers a competitive advantage. Processes like Project/change management can support overall business strategy through implementation of new technology, re-skilling the workforce or planning for integration of new operational sites (Tingsagar and Smith, 2022). Furthermore, providing analytics on turnover rates could help aid planning for better staff retention, preventing delays or financial burdens from workforce gaps and recruitment needs. Assessing and analysing geographical and industry trends, especially in relation to VUCA, helps people professionals inform managers about stakeholder expectations and how external influences may affect strategic choices, allowing for a greater chance of success. This demonstrates how HR acts as a strategic partner rather than a purely administrative function (Ulrich et al., 2017). Suri and Lakhanpal (2024) strengthen this view, suggesting that the use of analytics is needed to validate the link between people practices and business performance. Additionally, setting performance management targets can align employee objectives with organisational goals, ensuring that their contributions drive strategic success (Armstrong, 2021).
Horizontal integration refers to consistency across various people practices, co-ordinating and reinforcing each other. Promoting cross-functional collaboration instead of promoting stand alone initiatives to improve teamwork or knowledge has more chance of success. Practices should address both ability and motivation (Armstrong and Brown, 2019). For example, to improve productivity and reduce turnover rates, a company might enhance employee engagement across functions. Implementing wellbeing and benefit initiatives makes employees feel valued. Providing learning and development training to aid career growth and inform managers of the benefits of subordinate autonomy, coupled with robust conflict resolution policies all contribute to a sense of fulfilment and satisfaction in employees' roles, leading to higher engagement and better performance (Young, 2024). However, clear communication is required as insufficient implementation can result in contradicting policies r misaligned practices which can affect morale and undermine the wider people strategy (Boxall and Purcell, 2016).
In Summary, integrating people practices both vertically and horizontally can create a cohesive people strategy that supports overall organisational objectives and enhance performance. 


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 week to a four-day week. (AC 3.3)
Transitioning from a five-day to a four-day working week involves structed consultation and change management processes, which typically include stakeholder and readiness assessments, communication and feedback (University of Cambridge, no date). To conduct a readiness assessment, questionnaires can be utilised to gather information relating to policies, infrastructure, technology and trust in leadership to successfully implement change. (CIPD, 2024c).  Questions should refrain from being too open to avoid misinterpreting responses (Marchington et al, 2021). 
Stakeholder analysis identifies key individuals who provide knowledge, support change, and are most affected (Roberts, 2024). Data can be gathered through surveys to assess morale and attitudes towards the change. These can be distributed across multiple areas of the organisation and at different intervals to influence discussions and inspire modifications as the change proceeds (Senior, Swailes and Cornell, 2020). Surveys are relatively cheap and quick to administer. Although usually taking the format of questions and answers, they can be conducted as structed observations aiming to understand the behaviour and interactions of the observed to gain greater insight into their opinions. To be successful, the observer requires a balance between submersion and distance, so their judgement is not tainted by bias (Marchington et al., 2021).
 After identifying key individuals, focus groups can gather stakeholders' views and create collaborative action plans. Poor facilitation, however, may lead to power dynamics and discourage discourse. (Symon and Cassell, 2012). One to one interviews allow for in depth exploration and help build report, as well as being adaptive to subject matter (Senior, Swailes and Cornell, 2020). They can, however, be time consuming and answers are prone to bias, compromising data validity (Gill et al 2008). 
Effective communication is key during any change management process. Traditional reporting via email, to specific influential participants is recommended to keep interest and engagement high (Heagney, 2022).  Other forms of communication include posting agenda changes online to elicit a cross section of employee’s views. Their responses would also be posted in order to assess (Cheung-Judge and Holbeche, 2021). Town hall style meetings can be utilised to reinforce past communication, update on developments, and encourage direct engagement. Organisation is crucial during meetings as vague, unprepared answers by leadership can foster mistrust in the process and organisational culture (Emaus, 2018). Presentations of collected data can then be used to feedback to select managers or specific stakeholders to assess progress and formulate action plans. This information can then be trickled down to their induvial teams. It is important to keep data as simple as possible to reduce information overload (Cheung-judge and Holbeche, 2021).  
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