(AC 1.1) 
Organisational structure is critical (David, David and David 2020) to achieve competitive advantage (McCloskey 1996), establishing clear decision-making processes, defining authority, responsibilities, shaping relationships and strategy (Burnes 2009). There are various ways to structure (Gutterman 2023). PAI (current SME employer), relies on one or two individuals covering multiple functions (Waite et al 2021).
Despite ambiguous definitions (Radoslaw 2017), there are four classical structures; traditional, functional, divisional and matrix. No structure is perfect. It depends on business’s unique factors, its customers and external environment (Zaki et al 2015). 
Divisional and matrix are unsuitable for narrow product or geographical range businesses; also SMEs and start-ups as they lack resources to support such structures (Gutterman 2023).  
Divisional Structure:
Found in larger organisations (previous employer: multinational producer of aluminium), where ‘departments are grouped together based on organisational outputs’ (Anand and Daft 2007.p330). Each division serves different customer base, geographical market, or product lines (Figure 1), creating ‘more manageable business units’ (Gutterman 2023,p12). 
Figure 1: Divisional Structure (Chalk 2024). 
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[bookmark: _Hlk180738763][bookmark: _Hlk180738621]This enables agility, allowing each unit to have full control over its specialised area (Ajagbe et al 2016). Team members focus on issues particular to its business, leading to improved relevant knowledge, responsiveness and innovations (Taylor and Woodmans 2022b).
Poor knowledge sharing between divisions leads to inefficiency and increased costs. Divisional conflicts do not benefit the entire company (Zaki et al 2015). Departmental duplication and added management layers at headquarters increase costs. Nevertheless, it provides localised expertise within profit-driven business units. These can be evaluated based on individual efficiency and performance (Gutterman 2023).


Matrix Structure:
Found in complex, innovative, project-based organisations with multiple level management reporting, combining functional, divisional and project roles (Figure 2), aligning across multiple authorities (David, David and David 2020). This maximises productivity, flexibility, and resource utilisation (Taylor and Woodman 2022b).
Figure 2: Matrix Structure (Taylor and Woodhams 2022b,p58)   
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Expensive and complicated, often leading to opposing priorities and dual reporting. Employees struggle with competing demands from different managers, creating ‘conflict and fuzzy authority’ (San Cristobal, Fernadez and Diaz 2018,p796). Managers lose some control over teams. If not managed effectively, matrix can ‘stifle the entrepreneurial spirit’ (Chi and Nystrom 1998,p148). Nonetheless, it enables efficient resource allocation, supports specialised projects and shared skills at reduced costs.












(AC 1.2) 
Strategy involves ‘direction and scope of an organisation over the long-term period, which helps to attain benefit through its configuration of resources’ (Ajagbe et al 2016,p52). A well-defined strategy requires progressive goals that drive improvements toward achieving the organisation's ultimate vision. This is underpinned by the company’s mission, objectives, and specific mechanisms it uses to achieve targets (Burnes 2009). Understanding specific  customers’ requirements, supply-chain capabilities, and external factors are essential in developing successful strategies (Figure 3).  
Figure 3 : Micro and Macro Environments (Waite et al 2021,p7) 
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Despite strategy’s vital importance, less than 10% are success. Often because implementation is challenging and misaligned (Carucci and Shappell 2022) as its ‘too complex to be neatly described by universal models’ (Jarvalt and Randma-Liiv 2010,p243). There are ‘no magic wands’ for driving organisational performance (Briner 2024). 
However a thorough analysis of strategy will identify potential challenges and opportunities. Strategy development allows for detailed plan with clear milestones. Strategy implementation follows, putting plans into action by managing resources and monitoring. Ensuring targeted decision-making, adaptability, and sustained focus, ultimately translates vision into reality (Cameron and Green 2015).
As a private sector SME, PAI originally adopted informal working practices, relying on emergent rather than planned strategies. This is beneficial in a dynamic and evolving market (Taylor and Woodhams 2022b). Over time, PAI has moved towards more formal strategies, including segmentation to increase customer intelligence and service delivery. Identifying different sectors unique requirements, gathering insights, conducting market research enables proposal refinement by better understanding their customers' needs.
This strategic move is bolstered by specialist training. PAI maintains ISO9001, AVIXA, ECA, and Constructionline Gold certification (paigroup.com ND). These position PAI as a trusted and reputable business by illustrating best practice working, which in turn increases productivity and sales (QMSUK ND). However, training opportunities are targeted towards operational staff, not developing office employees.
PAI's primary focus is maintaining medium-term competitive advantage through enhanced operational agility, technical service delivery, and innovation. This combination is believed to support the business's long-term future, creating a plan with leadership support, which is continually reviewed and adjusted as needed (Salavou and Lioukas 2004). Nevertheless, like many private sector enterprises, the underlying objective remains to drive performance to maximise profit for its entrepreneurial owner (Taylor and Woodman 2022b).





























(AC 1.3) 
Several internal and external factors influence organisational performance, value, and survival (Pangestuti and Lousia 2020). In VUCA global marketplace its crucial to constantly monitor environments for improvement opportunities (Taylor and Woodman 2022b). This dynamic environment is the ‘lifeblood for organisational success’ (Akpoviroro and Owotutu 2018,p499). Both micro and macro environments (Figure 3) directly impact business survival. 
Various tools assess internal and external factors: SWOT for internal analysis and PESTLE for external issues including interest rates, inflation and legislation (Crawshaw, Budwer, and Davis 2017).
Interest rates represent borrowing costs or return on savings (BoE 2024). Currently 5%, its highest in fifteen years. The sharp UK increase following the Truss budget significantly impacted both businesses and individuals. They are a crucial business economic factor, especially SMEs, who rely on short and long-term borrowing. Higher rates restrict cashflow with high debt levels and negatively impacts investment. Additionally, it reduces consumer and business confidence, potentially decreasing sales (Everett and Watson 1998). However, companies with significant cash reserves may have higher returns, which could offset some costs and enable further investment. These benefits may be temporary if other investments stay at lower rates.
Inflation measures ‘change in prices for goods and services’ (ONS 2024). UK CPI is 1.7%, below the Bank of England’s 2% target. Between 2021-23 inflation reached 10%, driven by conflicts limiting supply, unfavourable exchange rates, and higher interest rates. Inflation influences investment decisions, costs, pricing, and sales (Suharyanto and Zaki 2021). Staffing being a major business expenses, the increased wage pressure during high inflation can prevent its ability to deliver services. Businesses then cut costs, potentially reducing productivity. Long-term inflation and interest rates have ‘the greatest impact on business failures’ (Everett and Watson 1998,p383).
New laws change business operations, working conditions, and requirements. SMEs struggle to focus on operations due to this additional administrative cost (FSB 2016). Compliance costs burden SMEs disproportionately (Crawshaw, Budwer and Davis 2017) spending £3.7 billion annually on conformity (Harrison 2023). Construction, in which PAI operates, has fatalities/injuries cost of £1.4 billion (BSC 2014). PAI must adapt to new health and safety standards, including updated height practices and certification. Prior to tendering PAI must first verify working practices via specialist certification. Improved safety practices reduce risks, lower costs through decreased absenteeism, and improve productivity (HSE ND).
These external factors influence organisational priorities by introducing new risks or opportunities, shaping strategic decisions, and guiding resource allocation.











(AC 1.4) 
Technology directly influences business operations. Future advances are expected (Crawshaw, Budwer and Davis 2017), particularly in AI, which will ‘undoubtedly completely transform the job market’ (Moscatel and Moscatel 2021,p30). 
83% of employees feel overwhelmed by AI (Willis 2024), with scholars ‘lagging’ (Moscatel and Moscatel 2021) in this speciality. AI concerns include data security and trust (Redshaw 2024). A third of employees would ban workplace AI, with 50% worrying about technology taking their job (Mayne 2024b). Marriott workers staged industrial action negotiating 165-day notice for any new technology strategies and retraining guarantees (ACAS 2019).
AI organisational benefits include enhanced quality, increased revenue, and cost reduction. Unilever reported AI in recruitment saved them £1 million annually (Tan 2022). People professionals play a crucial role in implementing technology policies supporting employees (Piwowar-Sulej et al 2024). AI improves processes in recruitment and staff development (Chambers 2023). However, only 14% (CIPD 2024a) to 50% (Robinson and Robinson 2021) of companies are using AI in HR, therefore there’s growth potential. Slow adoption maybe because companies are unready for AI integration (Jeffery 2018).  
As a technology company, PAI has greater internal digital skills than typical SMEs, where nearly 50% face technology skill gaps (CIPD 2024a). However, previous attempts leverage technology faced challenges. LMS failed as resources shifted addressing operational priorities given limited reserves, to protect short-term profits. Time and effort dedicated should be seen as investment. PAI shifting focus from immediate capital costs and operational needs to long-term efficiency will have lasting impact (Taylor and Woodhams 2022b).
Automating routine HR tasks and processes will release employees for creative, value-adding activities. Virtual coaching, eLearning, and seamless access to updated training reduces costs (Jackson 2024a). Recruitment AI, with targeted filters and chatbots for handling common queries, offers additional savings (Waite et al 2021). While AI can reduce human bias, algorithmic bias is a risk illustrated by discrimination issues at Amazon (Sloan 2023).
AI implementation requires a tailored approach (Redshaw 2024). HR should support employees with relevant training, recognising age-related divides in AI adaptation (Mayne 2024b). Technology efficiently gathers and stores training records, helping people practice to create individual training plans (Davies 2024). Initiatives must include human oversight and specialism, ensuring technology is used effectively and ethically (ACAS 2019).












(AC 2.1) 
Culture is ‘a system of common beliefs, values, norms, and rules’ (Ambroz and Praprotnik 2008,p162). Considered the key factor within organisations (Khatri 1999) and overall success (Murtuningsih and dan Bisnis 2019). A ‘problematic term’ (CIPD 2024b), difficult to measure and ‘often vague’ (CIPD 2022,p5), sometimes ‘hard to define’ (Schabracq 2007,p7). To understand culture, it’s essential to identify its elements and influences for effective improvement plans (Waite et al 2021).
Handy's Model: Originating in the 1970s, it remains relevant today (Personneltoday 2023). Moving ‘beyond vague generalisations’ (Burnes 2009,p26) to describe how management styles shape organisational culture, influencing language, norms, and values. Greek gods represent different control techniques, characteristics and how they organisationally exhibit (Appendix 1). Their combination forms organisation’s unique culture:
· Zeus: A power culture centralised and spontaneous, valuing only a select inner circle. It allows fast decision-making but can be autocratic and limits diverse perspectives (Russo 2013).

· Apollo: A role culture has defined processes, authority, and responsibilities, offering structure and efficiency. It can become too rigid, stifling innovation (Mindtools ND).

· Athena: A task culture is flexible and result-focused, encouraging creativity and productivity. It prioritises performance but produces goal, task, and resource inconsistencies (Personneltoday 2023).

· Dionysus: A person culture emphasises autonomy and individual priorities over collective goals. Attracting specialised skills but struggles with alignment and teamwork (Waite et al 2021).

Task culture has higher cooperation and power distribution, whereas role culture has lower levels (Figure 4). 
Figure 4: Handy Culture Cooperation and Power distribution (BusinessBalls ND)
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PAI primarily exhibits a power culture, with decision-making centralised among few senior managers. It also includes task aspects, focusing on agility and results in a dynamic market.
Rock’s SCARF Model: Neuroscience-based model helps understand how the brain effects performance (Vato and Sharma 2020). Focusing on reducing perceived threats and maximising rewards across five domains (Rock 2008): 
· Status: Involves individual’s sense of importance within groups. It decreases with public criticism and increases through respect, praise, and job security.

· Certainty: The need for clarity. It diminishes with unpredictable changes and improves with clear communication and consistent policies.

· Autonomy: A sense of control within clear boundaries. It is reduced by micromanagement and enhanced when individuals are empowered.

· Relatedness: Linked to feeling connected and safe. Increased through strong team collaboration but weakened by social exclusion.

· Fairness: Equity and justice. Improved through greater transparency and clear expectations. Reduced through inconsistent treatment.

Understanding these subconscious drivers fosters positive work environments and greater success by promoting ‘a sense of respect, predictability, control, connection, and fairness’ (Manjaly, Francis and Francis 2024,p3412). Strengthening manager-employee relationships, increasing engagement, well-being and capability (Vato and Sharma 2020), underpins change. Threat responses are stronger and longer-lasting than reward responses (Fatol et al 2020).
Leaders also experience SCARF reactions. Their behaviour has an increased impact on the organisation (Rock 2009). Understanding culture and human behaviours is essential. True competitive advantage comes from people’s unique contributions and positive motivation  (Crawshaw, Budwer, and Davis 2017).

















(AC 2.2) 
Culture has greater influence than strategy (CIPD NDb). Changing organisations culture is seen as ‘almost impossible’ (CIPD 2024b). A positive culture empowers and develops employees when effectively managed. Realised by aligning HR and organisational policies, establishing clear responsibilities, and creating effective communication channels (Waite et al 2021). Engaged employees understand their roles and contribution in achieving broader business objectives (CIPD 2022).
Employee development success has its foundations in recruitment. It’s important people practice employ the right individuals with the necessary skills and fit to the business. Developing employees is vital, as it directly impacts their performance and enhances overall productivity. Effective employee development relies on understanding culture through current employee experiences (Haryadi, Setiawati, and Juhandi 2022). 
If employees’ experiences are contrary to expectations set during recruitment, it leads to decreased morale, disengagement, disillusionment and early exit. HR practices support business objectives by focusing on skill enhancement and continuous learning, increasing motivation, commitment and engagement. Therefore, improved productivity, quality, customer satisfaction, and financial performance (Appendix 2), as unengaged staff are less likely to innovate (Davies 2024).
At PAI, attempts to create a continuous learning culture (apprenticeships, LMS and skills matrix) have failed. PAI too often redirects resources toward immediate operational needs. Additionally, limited management skills and low employee engagement have impeded success. Leadership plays a critical role in shaping organisational culture (Ostroff, Kinicki and Muhammad 2013), directly influencing both individual behaviour and overall performance (Diana et al 2021).
People practice is the ‘Human Capital Developer’ (Crawshaw, Budwer. and Davis 2017), focusing on developing talent to maintain a competitive advantage (Murtuningsih and dan Bisnis 2019). A consistent appraisal system, alongside motivating staff, is essential. At PAI, there are inconsistent practices, varying line manager approaches with employees encouraged to drive their own development. 
Improving communication, ensuring positive reinforcement, and active engagement is key. Regular training feedback and recognition helps reinforce the desired behaviours. A holistic approach aligning development policies with strong management skills and strategic goals is crucial to build a positive learning culture and achieving business goals (CIPD 2021). While improving performance management, career development, and succession planning is challenging for SMEs like PAI, it is achievable with focused effort (Salavou, Baltas and Lioukas 2004).











(AC 2.3) 
Organisational change is an ongoing process where people professionals are 'stage directors' (CIPD 2024c), guiding initiatives, with employees at the heart of change efforts (Waite et al 2021). It involves introducing new strategies, structures, and processes, prioritising employee support, as their engagement is essential for success (Helmold 2021). Increased hybrid-working  from 6% to 28% has had a significant impact (Burton 2024). 56% of hybrid-employees are unwilling to return to in-office, with 39% considering leaving if required to work in-office more than three days a week (Jackson 2024b). Any hybrid-working change must be carefully managed. Resistance to change can disrupt operations and lead to conflict (Schabracq 2007).
Several approaches exist, as ‘even successful change efforts are messy and full of surprises’ (ten Have 2003,p113). Kotter's eight-step model is considered ‘straightforward’ (Laig and Abocejo 2021p2), building a readiness for change, creating commitment to deliver and imbed change (Appendix 3). 
Kotter’s research revealed three-quarters of change projects fail (Helmold 2021), often at early stages. Applying Kotter's steps avoids common pitfalls (Crawshaw, Budwer, and Davis 2017). Whilst it promotes communication, it lacks guidance on addressing specific challenges. (Helmold 2021): 
· Urgency: This step focuses on raising awareness and communicating the change reasons, such as improved collaboration or productivity. It fosters a sense of necessity among employees. The organisation can learn from other companies who have implemented similar policies.
· Coalition: Assemble a group of influential leaders and managers to champion change, ensuring consistent support organisation-wide. These must deliver a unified message to the entire company.
· Vision for Change: Develop a clear vision of why more in-office work benefits the organisation and employees, including engagement through in-person interactions (Cholteeva 2023).
· Communicate the Vision: Informing all on reasons, benefits, and timing is essential for a smooth in-office transition, fostering mutual support through genuine two-way consultation.
· Remove Obstacles: Actively listen to concerns, such childcare or commuting. 40% of Londoners expect a pay increase if asked to return to in-office (Jackson 2024b), highlighting the need for research into all concerns.
· Create Short-Term Wins: Celebrate early successes. Enhanced team collaboration or increased productivity demonstrate possible future benefits and create a positive attitude.
· Consolidate: Reinforce practices supporting in-office working, adjusting based on feedback to ensure employees are being listened to and ongoing improvement.
· Anchor the Changes: Embed new working practices into the new culture, illustrating long-term commitment to in-office work publishing its ongoing benefits.
These explain why change is necessary, how to implement it, and the intended outcomes, leading to successful outcomes. 78% of change participants believe this model is crucial for its success (Laig and Abocejo 2021).






(AC 2.4) Discuss models to show how change is experienced. Using the Kubler-Ross change curve, discuss how change is experienced. 
While change is essential, it causes employee distress (Elrod II and Tippett 2001). Originating in bereavement research, the Kubler-Ross curve shows how ‘change triggers a sense of loss and consequently grief’ (Petrovic 2023,p10), offering insight into individuals’ reaction to change across different stages (Helmold 2021) and its impact to self-esteem (Appendix 4).
Recognising these is crucial because hidden resistance, if unaddressed, jeopardises change success. Understanding employee’s position on the curve helps in determining communication methods, timing, additional support or information requirements (Taylor and Woodhams 2022b). People are central to change, so it’s also important to acknowledge that individual responses will vary based on personal traits or circumstances (Waite et al 2021).
Ignored emotions during change leads to obstructive behaviours undermining initiatives and causes failure (Elrod II and Tippett 2001). Curve stages are:
· Denial: Individuals try avoiding change by denying its real. A protective mechanism to manage anxiety and maintain control. Extended denial may cause health issues (Chavan and Bhattacharya 2022).
· Anger: Employees become defensive and feel betrayed by the situation, expressing frustration, annoyance, or rage (Gerhardt and Puchkov 2023).
· Bargain: Individuals negotiate to retain control or keep aspects of the status quo. They look at ways to mitigate the change's impact on their role or responsibilities (Cameron and Green 2015).
· [bookmark: _Hlk180758007]Depression: Occurs when change is unexpected and significant, leading to feelings of indecision, low motivation, and difficulty concentrating. Known as ‘death wish stage’ (Gerhardt and Puchkov 2023,p987), individuals lose hope of moving forward. Progress is only possible when new possibilities become visible.
· Acceptance: In this stage, individuals come to terms with the change. While this doesn’t always mean they have embraced it fully, they begin to adapt to the new circumstances.
Effective communication is vital throughout its stages. Organisations must explain the change, provide regular updates, and organise meetings to distribute information. Acknowledging employees' feelings and providing opportunities for them to voice concerns is essential. Line managers are key in addressing these concerns, listening to feedback, and adjusting plans when needed (Smyrl 2024). Emotional support is crucial throughout the process, with additional training or even possible counselling (Campbell et al 2023).
Some argue ‘grief isn’t linear’ (Gerhardt and Puchkov 2023,p983), noting it lacks scientific rigour and cultural variation. It can be confusing, leading to improper application and potential negative outcomes (Simpson 2022). There is no universal approach managing these stages (Gerhardt and Puchkov 2023). Nonetheless it offers valuable insights into individuals' emotional states, reactions, and potential support strategies (O’Brien et al 2023).







(AC 2.5) 
Work wellbeing is crucial for safe and effective business operations plus employers have a legal duty of care (ACAS 2024). It’s a key people practice responsibility and core within CIPD’s professional map (CIPD NDc), especially in VUCA environments which can negatively impact individuals. Healthy employees are more ‘alert, vital, agile, resilient, innovative, collaborative, motivated, engaged, loyal, in attendance and productive’ (Taylor and Woodhams 2022b,p86). Employees and HR professionals recognise its value building resilience and reducing absenteeism (CIPD 2018), yet in 2022/3, 35.2 million workdays were lost to work-related ill health, with stress, anxiety, and depression accounting for 24 million (CIPD NDa).
Work should benefit all parties, ‘not just businesses and economies but the people that drive them’ (Waite et al 2021,p10). CIPD government and employers’ recommendations promote a holistic and tailored approach (Appendix 5) to support ‘good work’. Including SSP reform, which is under consultation by the new Labour Government’s employment rights (GOV 2024).
Good work encompasses several areas (Appendix 6) and should provide fair rewards, job security, work-life balance, opportunities for skill development, career growth, and ideally, a sense of fulfilment (CIPD 2023a).  However, ‘for too long the fight for good work and working conditions has been seen as separate’ (CIPD 2024d). This is despite positive well-being leading to positive business results, which improves morale, loyalty, and engagement (CIPD 2024d). Neglecting well-being is a business risk, with lower productivity, higher financial and legal costs, plus talent loss (Woolley 2024). Issues of presenteeism, exhaustion, lack of focus, errors, and legal challenges can all result from a lack of well-being initiatives.
Globally companies will spend $94.6 billion on workplace wellbeing in 2026, often with minimal impact on actual employee well-being (Spicer 2024). Resources sometimes go to well-being at the expense of other critical business priorities. Also ‘wellbeing washing’ accusations involve promoting wellness programs during recruitment without genuinely applying them to individual needs (Mayne 2024a).
Clear communication is essential to overcome resistance and potential disruptions when rolling out a wellness strategy. A comprehensive approach to ‘good work’ should encompass not only physical and mental health but also the overall working environment, effective line-management, balanced work demands, autonomy, change management, employee voice, learning opportunities, financial assistance, and support programs. A complete well-being strategy integrating ‘good work' into core organisational practices, ensures a balanced, supportive, and on-going positive work environment (CIPD 2018). It also increases competitive advantage and helps ‘drive the inclusive growth needed to raise living standards for all’ (CIPD 2023a).  












(AC 3.1) 
People practice must understand employee lifecycles (Figure 5), recognising its influence on both individual and organisational performance at each stage (Waite et al 2021). 
Figure 5: A typical lifecycle model (Taylor and Woodhams 2022b,p90) 
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Concern exists over employees following methodical stages or if this theory is tested (Briner 2024a).
It encompasses all employee journey phases, from attraction for both parties, to recruitment and selection for the right skills and cultural fit, then onboarding. It's essential to engage employees, supporting development to meet the evolving business needs, which in turn retains talent. If employment ends, minimising disruption and collecting insights for continuous improvement are essential (Taylor and Woodhams 2022b). 
Misaligned HR practices in initial stages risk hiring unsuitable candidates or failing to retain best talent. SME line-managers are responsible for HR without expertise, leading to inconsistent approaches and detrimental outcomes as they just ‘muddle through’ (Crawshaw, Budwer and Davis 2017,p337) without best practices.
Validating recruitment needs is vital for organisations. Working with line-managers to explore all possible solutions (Armstrong and Taylor 2014) including role redesign, efficiency improvements and secondment opportunities before advertising is commercially important. Aligning recruitment needs and job descriptions, organisational structures and requirements, ensures new roles support actual business requirements. Once approved, job advertisements must reflect role expectations, benefits, and growth opportunities to attract talent. Strong company branding and messaging also attracts candidates interested in working for reputable employers.
Robust and consistent recruitment policies support compliance and diversity, ensuring candidates who will positively contribute (Taylor and Woodhams 2022a). Evaluating individual skills and aligning them with company needs benefits both organisation and employee, maximising individual potential and shared success (Taylor and Woodhams 2022b). Open conversations and honesty about career opportunities and company objectives will enhance employee loyalty, motivation and engagement. Establishing this psychological contract reduces barriers and promotes a learning culture (Taylor and Woodhams 2022a).
Tailored development is crucial, especially for an ageing workforce, to enhance employee behaviour and training outcomes (Zacher and Froidevaux 2021). People practice collaborates with management to create effective training frameworks (Armstrong and Taylor 2014). In-house coaching, e-learning, and on-the-job training are vital but can be hard to measure particularly in SMEs (Crawshaw, Budwer, and Davis 2017). Improved feedback mechanisms, such as appraisals and clear career routes are essential. Avoiding unworkable pathway promises is important as unachievable expectations leads to dissatisfaction and exit (Davies 2024). 
Staff turnover is inevitable. Companies should aim to retain best talent (Appendix 7). People practices can’t meet all demands but can address key concerns. 90% of separations are preventable, which can harm skills, morale, and incur high replacement costs (Taylor and Woodhams 2022b). If retention fails, exit interviews offer valuable feedback, even when negative, to create targeted action plans (CIPD 2023b). Maintaining positive ex-employee relationships encourages good talent to return. 
People practice must ensure all recruitment, development and separation policies are relevant and actively utilised to enable full effectiveness. 

(AC 3.2) 
Through horizontal and vertical integration, people practices contribute significantly to achieving organisational objectives (Taylor and Woodhams 2022a). Employees are ever-present and fundamental throughout working environments (Dewi and Fitrio 2022). Their support and development are critical to commercial success. People practices operate across departments, leading to a unified approach, strengthening shared values, goals and ultimately improved companywide performance (CIPD 2024c).
Human Resource models illustrating people practices wide-ranging interconnections from the fundamental three-stage ‘recruitment, retention, and redeployment’ to the more detailed eight-stage, including ‘job design, selection and placement, organisational design, skill assessment, training and development, performance management, rewards, planning, and career development’ (Davies 2024). Across all these, it directly develops strategies related to organisational development, workforce planning, learning, equality, diversity, and inclusion. Additionally, managing behaviours and performance though processes within recruitment, development, appraisals, and recognition is essential (Jarvalt and Randma-Liiv 2010).
Concerns people practice lacks direct performance impact (Armstrong and Taylor 2014) are overcome with its primary goal supporting organisational plans by aligning strategies, policies, and procedures to business capabilities and needs (Taylor and Woodhams 2022b). People Practice have several strategic and operational roles (Appendix 8). HR is increasingly represented at the board level; extending its responsibilities to governance (Taylor and Woodhams 2022b).
Vertical integration concentrates on the overarching organisational strategies. Operating as a 'Business Partner' collaborating closely with leaders to create positive change. This role builds strong relationships and develops people focused programs linked to business goals (CIPD 2023d). Coordinating across departments, enhancing employee engagement, supporting feedback loops, and ensuring training needs and EDI initiatives are aligned with organisational goals (Crawshaw, Budwer, and Davis 2017). This strategic performance approach is essential, enabling organisational agility (Fatol et al 2020).
Horizontal integration aligns policies to embed employee behaviours, driving productivity. Establishing consistent practices is essential as its the foundation for sustained performance (Crawshaw, Budwer and Davis 2017). Without alignment department’s work in silos, policies lead to varying interpretations and potentially wrong decisions. The ‘flower-arranging’ concern (Briner 2024b,p35) leads to irrelevant or ineffective policies. 
People practice contribution increases by driving organisational success through its activities (Appendix 9). No single approach guarantees success (CIPD 2024e). People practice undertake a combination of vertical and horizontal approaches, aligned to overall company goals, managing behaviours through policies, fostering a positive culture, effective line management, and performance management, which are all essential in achieving organisational targets (Taylor and Woodhams 2022a). 









(AC 3.3) 
Managing communication strategically is essential in achieving organisational objectives and supporting key operations (Andersson and Rademacher 2021). Employees in companies with fifty-plus staff can request formal consultation under the Information and Consultation of Employees regulations (ACAS 2022).
[bookmark: _Hlk181652952]As organisations grow, tools including focus groups, feedback loops, surveys, and collaborative processes establishes a structured practice for employee engagement (CIPD 2023b). This supports deeper employee-management relationships, improving commitment and engagements (Appendix 10).  Employee voice, management’s ‘best friend’ strengthens a positive environment to consult and engage (IPA NDa). Leaders as ‘change agents’, must avoid unrealistic promises and employ diverse communication tools to involve employees. These will support organisational success (Gilley, Gilley and McMillan 2009). 
Effective consultation must be customised to the specific organisation and four-day working issue. Communication strategies should be driven by senior leadership, ensuring two-way interaction, listening, reacting and regularly reviewed to maintain effectiveness (CIPD 2024f).
A well-designed communication plan is critical (GCS 2021), beginning with understanding the audience and choosing appropriate consultation methods. Utilising line-managers as communicators, involves employees in the process (CIPD 2024f). Four-day weeks benefits of talent retention, trust, engagement, performance, well-being, and competitive advantage (McRae et al 2024), plus reducing absenteeism (Burgess 2023) will need to be fully articulated. However, ASDA reverted to standard hours after trailing a four-day week due to exhaustion concerns (Mayne 2024c).
Four-day week’s has compliance and scheduling challenges, ensuring essential service availability (Moran 2024). Trade unions, staff forums, surveys, and suggestion boxes are vital for examining the complexities of such a change and encourages communication and employee feedback (IPA NDa). Collecting opinions enables more targeted communication strategies (Macey and Fink 2020). While surveys are a cost-efficient way to ‘take the pulse’ of attitudes (Campbell et al 2023), they are only a snapshot and may reflect perceptions rather than objective facts (Solberg et al 2008), reinforcing the need for multiple consultation methods.
Enhanced communication may raise challenging questions and issues. Addressing these help management work with employees to mitigate concerns (IPA NDa). Technology has a crucial role, not only in implementing a four-day work week but also in effective communication (Moran 2024). Group email, although useful for information dissemination, lacks genuine two-way consultation (IPA NDb).
Direct methods including focus groups, employee resource groups (ERGs), and town halls are also effective (IPA NDa). Staff groups acts as a ‘critical friend’ to management, facilitating discussions and feedback to ensure a comprehensive understanding of the issues for all (Thomas 2023).
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influences for effective improvement plans (Waite et al 2021).
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Handy's Model: Originating in the 1970s, it remains relevant today (Personaltoday 2023). Moving ‘beyond vague
generalisations’ (Burnes 2009,p26) to describe how management styles shape organisational culture,
influencing language, norms, and values. Greek gods represent different control techniques, characteristics and
how they organisationally exhibit (Appendix 3). Their combination forms organisation’s unique culture:

« Zeus: A power culture centralised and spontaneous, valuing only a select inner circle. It allows fast
decision-making but can be autocratic and limits diverse perspectives (Russo 2013).

« Apollo: Arole culture has defined processes, authority, and responsibilities, offering structure and
efficiency. It can become too rigid, stifling innovation (Mindtools ND).

«  Athena: Atask culture is flexible and result-focused, encouraging creativity and productivity. It
prioritises performance but produces goal, task, and resource inconsistencies (Personneltoday 2023 ).

nysus: A person culture emphasises autonomy and individual priorities over collective goals.
Attracting specialised skills but struggles with alignment and teamwork (Waite et al 2021).

Task culture has higher cooperation and power distribution, whereas role culture has lower levels (Figure 4).

Figure 4: Handy Culture Cooperation and Power distribution (BusinessBalls ND)
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PAI primarily exhibits a power culture, with decision-making centralised among few senior managers. It also
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