AC 1.1 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.

[bookmark: _Hlk190689919]An organisation is a structured establishment that exists to achieve a particular purpose through the collective efforts of its members. The structure within the organisation refers to the system that outlines how activities such as task allocation, coordination, and supervision are directed toward achieving organisational goals (Armstrong, 2023). It determines the hierarchy, decision-making processes, and flow of communication within an organisation (CIPD, 2023a). The choice of structure affects efficiency, adaptability, and employee collaboration, with divisional and matrix structures being two widely used models.

A divisional structure divides an organisation into self-contained units based on products, markets, services, or geographic locations (CIPD, 2023a). Carmarthenshire County Council (CCC) follows this model:
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This structure aligns with CCC’s need to manage a wide range of public services effectively across different locations and departments, meaning each department has autonomy, tailoring its strategies to customer needs (Ellis, 2023). The autonomy each department holds means that for employees working within the divisions have distinct objectives (CIPD, 2023a). For instance, the Communities department oversees a diverse range of public services, including Adult Social Services, requiring specialist staff with knowledge of legislation, safeguarding procedures, and social care interventions. So, a divisional structure enables targeted workforce planning and training to meet these needs. Decentralisation enables rapid responses to local issues and market changes (Armstrong, 2023).

On the other hand, this can mean each division within the department has the potential for silos as they may prioritise their own goals over organisational objectives, leading to reduced collaboration. For example, Place, Infrastructure & Economic Development may have its own procurement or project management teams, which may overlap with similar roles in Highway Infrastructure Management. Duplication of resources across divisions can increase operational costs, particularly in areas like finance, HR, and IT. There may also be inconsistencies in policies and service delivery, as different departments develop independent approaches (Taylor & Woodhams, 2022).

While a divisional structure supports CCC’s diverse service areas, strong collaboration and oversight are necessary to mitigate inefficiencies and ensure a unified organisational approach.
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The above image depicts a matrix structure; this is a hybrid model where employees report to multiple managers, typically a functional or divisional manager and a project manager (Taylor and Woodhams, 2022). This approach combines aspects of hierarchical and project-based structures, ensuring that organisations can leverage specialist skills while maintaining overall strategic alignment.

Employees work in both functional and project-based roles, improving knowledge-sharing, skill development, and innovation (Armstrong, 2023). This model also fosters employee autonomy and engagement, as individuals have ‘greater autonomy and free-flowing information’, leading to higher motivation (Taylor and Woodhams, 2022, p. 57).

However, the complexity of dual reporting can create role ambiguity, resulting in ‘confusion, management conflict, and a lack of clarity regarding priorities and organisational goals’ (Taylor and Woodhams, 2022). Functional and project managers may compete for resources, leading to delays (CIPD, 2023b). Without strong leadership, a matrix structure can cause power struggles and increased workload, reducing productivity (Armstrong, 2023).

The choice between divisional and matrix structures depends on organisational needs. CCC benefits from a divisional structure, ensuring clear accountability across its departments, each focusing on specific services. In contrast, a matrix structure is ideal for project-based work requiring collaboration across departments. Understanding the advantages and challenges of these structures allows organisations to align their framework with strategic goals, ensuring efficiency and adaptability.

AC 1.2 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.

[bookmark: _Hlk190689948]Carmarthenshire County Council (CCC) ensures its services align with community needs through its Corporate Strategy 2022-2027, developed via consultation with residents, staff, and businesses. A key focus is stakeholder engagement, embedding continuous feedback loops to enhance transparency and service improvement (CCC, 2022). This aligns with the CIPD’s view that ‘aligning organisational design, processes, and policies with core strategy’ ensures services remain relevant and customer-focused (CIPD, 2023b).

CCC’s strategy is driven by four well-being objectives:

1. Start Well – Supporting children and young people.
2. Live & Age Well – Enhancing resident well-being.
3. Prosperous Communities – Ensuring community and environmental health.
4. Our Council – Strengthening resilience and efficiency (CCC, 2022).

Additionally, the local authority integrates decarbonisation, climate action, and Welsh language promotion into service planning, ensuring sustainability and cultural alignment. The CIPD (2023) highlights that organisation development should be a ‘planned and systematic approach’ to sustaining performance while improving both ‘customer and employee experience’, supporting CCC’s resident-centred approach.

The Digital Transformation Strategy enhances accessibility and customer experience by modernising service delivery, improving efficiency, and streamlining interactions between residents and the Council (Audit Wales, 2022). The CIPD (2023d) also emphasises that ‘modernisation through technology’ helps ensure service quality while enhancing accessibility.

To sustain high-quality services, CCC is addressing workforce capacity challenges through strategic workforce planning and staff engagement initiatives (CCC, 2022). This reflects CIPD’s emphasis on workforce capability, stating that ‘people analytics and engagement are crucial for ensuring organisational goals meet customer needs’ (CIPD, 2023c).

In summary, CCC’s strategy effectively prioritises customer needs by integrating community feedback, clear objectives, sustainability, digital transformation, and workforce planning, aligning with CIPD’s best practices for customer-focused service delivery.

AC 1.3 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.

[bookmark: _Hlk190689961]Carmarthenshire County Council (CCC) faces significant financial and operational challenges due to rising interest rates, inflation, and Brexit-related effects. These factors impact funding, service delivery, and workforce retention, requiring the local authority to adapt its strategy to ensure financial sustainability.

Higher interest rates have increased the cost of borrowing, limiting CCC’s ability to finance infrastructure projects and public services. The Bank of England (2025) reports that interest rates remain high to limit inflation, making it more expensive for local authorities to fund long-term developments. This may lead to delays in essential projects such as road repairs, public transport improvements, and housing schemes. Rising debt servicing costs also reduce CCC’s ability to allocate funding towards frontline services.
Inflation has increased the cost of utilities, wages, and procurement, placing significant pressure on CCC’s budget. The Bank of England (2025) forecasts that Consumer Price Index inflation will reach 3.7% by the end of 2025, dissolving the purchasing power of the local authority’s financial resources. The CIPD (2024a) highlights that organisations are raising wages by an average of 4% to retain staff, increasing payroll costs for CCC. Rising service costs also mean that grant-funded programmes cannot cover as many services as before, forcing CCC to reassess budget allocations.

The loss of EU funding has had long-term consequences for CCC, particularly in areas such as economic regeneration, infrastructure investment, and business support schemes. The British Chambers of Commerce (2024) reports that 41% of UK exporters struggle under Brexit trade rules, affecting local economies and reducing business rates revenue for councils. Brexit has also increased supply chain disruptions, raising the cost of materials for public sector projects and reducing the efficiency of service delivery.

To address financial challenges such as rising interest rates, inflation, and Brexit-related impacts, CCC has implemented key priorities to ensure financial sustainability and service continuity.

1. Financial Strategy and Cost Management
· Reducing operational costs by renegotiating supplier contracts, improving procurement, and investing in energy efficiency (Audit Wales, 2024). CCC’s partnership with Ameresco aims to reduce carbon emissions by 675 tonnes annually, supporting its net-zero target (Ameresco, 2024).
· Seeking alternative funding sources, such as UK Government grants and public-private partnerships, to enhance financial resilience (Audit Wales, 2024).

2. Workforce Planning and Retention
· Addressing wage demands through career development, training, and flexible working arrangements (Democratiaeth Sirgar, 2024).
· Improving recruitment in social care and environmental services by tracking workforce performance at a corporate level (Democratiaeth Sirgar, 2024).

3. Economic Development and Sustainability
· Supporting local businesses through business grants and local supply chain development (Audit Wales, 2024).
· Expanding green initiatives to reduce costs and promote sustainability (Ameresco, 2024).

Rising interest rates, inflation, and Brexit continue to impact CCC’s financial sustainability. However, by prioritising financial efficiency, workforce development, and economic resilience, the authority can maintain essential services and support local communities despite economic pressures.

AC 1.4 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.

[bookmark: _Hlk190689977]Artificial Intelligence (AI) is transforming workplaces by automating tasks, enhancing decision-making, and streamlining operations. Peter Cheese, CEO of the Chartered Institute of Personnel and Development (CIPD), highlighted that AI is ‘transforming jobs, careers, and workplaces’, and people professionals must ‘encourage safe experimentation and rapid learning’ to balance its benefits and risks (CIPD, 2024b).

Carmarthenshire County Council (CCC) has integrated AI within its Digital Strategy 2024-2027, aiming to create a digitally enabled region (Carmarthenshire County Council, 2024). AI is currently used in:

· Service Delivery: AI-powered chatbots handle routine customer enquiries, improving efficiency and freeing staff for more complex tasks.
· Workforce Planning: AI-driven predictive analytics help identify patterns in absence rates, turnover trends, and workforce demands.
· HR and Administration: AI automates payroll, recruitment processes, and document management, streamlining operations.
· Workplace Support: CCC staff, including HR professionals, use AI-powered tools such as ChatGPT for things like summarising policies and refining email correspondence, enhancing efficiency. A trial period for selected staff is also ongoing for the use of Microsoft’s Co-Pilot, which staff can also use for Excel spreadsheets and composing PowerPoint presentations.

AI could further transform CCC’s HR functions. AI-powered chatbots could assist employees by automating HR-related queries, such as policies on annual leave and flexible working, reducing HR workload (Taylor & Perkins, 2021). AI could also support performance management, tracking productivity trends and identifying areas for development.

However, AI is not suitable for all aspects of CCC’s work. Social care, education, and public-facing services rely on human interaction, which AI cannot replace. CIPD (2024b) warns that AI must be used to ‘enhance work rather than undermine it’, ensuring a person-centred approach remains central. HR Magazine (2024) also highlights the need for AI to complement human capabilities rather than replace them, particularly in roles requiring empathy, emotional intelligence, and personal judgement.

Some specific challenges of AI Implementation include concerns around loss of jobs as AI may reduce the need for some administrative roles, leading to concerns about reskilling and redeployment (CIPD, 2024b). People Management (2024) warns that failing to reskill employees could lead to resistance and reduced engagement in AI-driven workplaces. Many employees feel unprepared to work alongside AI, making training and digital literacy essential. A Deloitte survey found that only 38% of employees feel confident in AI-driven HR processes (People Management, 2024). Another challenge is that the use of AI for workplace monitoring and decision-making raises concerns about trust, fairness, and data privacy (HR Grapevine, 2025). People Management (2024) warns that increased workplace surveillance through AI could lead to lower employee morale and trust issues.

HR professionals play a key role in ensuring AI is implemented ethically and effectively, including providing training programs to develop digital skills and build confidence in using AI tools (CIPD, 2023d). As People Professionals have an input in the creation of policies, they must ensure they are creating clear policies on AI transparency, data privacy, and fairness. HR Magazine (2024) emphasizes that AI must be explainable and free from biases, especially in recruitment and performance evaluations.
AI is reshaping workplaces by improving efficiency, decision-making, and workforce planning, but it must be implemented responsibly to maintain trust and fairness. For CCC, AI presents opportunities to enhance service delivery, automate HR functions, and improve workforce management, but it must be balanced with ethical considerations and staff development. By upskilling employees, maintaining transparency, and using AI to complement human roles, CCC can harness AI’s benefits while safeguarding employee engagement and service quality.

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

[bookmark: _Hlk190689993]Understanding organisational culture is essential for developing effective workplace practices that foster employee engagement and organisational success. Charles Handy’s Organisational Culture Model and David Rock’s SCARF Theory provide critical frameworks for analysing how different organisational structures and psychological factors influence behaviour. These models are particularly useful in organisations like Carmarthenshire County Council (CCC), where multiple departments function within distinct cultural frameworks.
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Handy (1993) identified four primary types of organisational culture: power, role, task, and person culture. Power culture is evident in CCC’s senior leadership, particularly in political decision-making and crisis management, where authority is centralised to ensure quick and decisive action. However, this can sometimes limit employee autonomy and lead to hierarchical decision-making structures (Mullins and Christy, 2023). Role culture is most prevalent in CCC’s corporate services, HR, and finance departments, where clear policies, defined hierarchies, and structured workflows provide stability and rigid compliance. This ensures efficiency but can sometimes hinder innovation due to bureaucratic processes (CIPD, 2024c).

Task culture is strongly present in CCC’s education, social care, and economic development sectors, where teamwork and collaboration drive problem-solving and service improvements. This is particularly relevant for infrastructure projects, sustainability initiatives, and public service delivery, where project-based work is crucial for success (Armstrong, 2023). Person culture, which prioritises employee wellbeing and development, is reflected in CCC’s emphasis on mental health initiatives, professional growth opportunities, and flexible working arrangements, ensuring staff feel valued and supported (CIPD, 2023f).
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Rock’s SCARF Theory (2008) explores five key social and psychological factors that influence workplace motivation and engagement: status, certainty, autonomy, relatedness, and fairness. Status plays a significant role in CCC’s workplace environment, where employee recognition schemes and career development programmes ensure that staff feel valued and motivated (Rock, 2008). Certainty is crucial for reducing workplace anxiety, and CCC promotes transparency through clear policies, structured leadership updates, and strategic planning (MindTools, 2024). Autonomy is encouraged through CCC’s flexible working policies and employee-led initiatives, giving staff more control over their work and fostering a sense of empowerment (HR Magazine, 2024).

Relatedness is fundamental in ensuring employees feel connected, and CCC strengthens workplace relationships through team-building activities, diversity networks, and workplace wellbeing initiatives. This sense of belonging enhances collaboration and staff morale (CIPD, 2024c). Fairness is a foundation of trust and engagement, and CCC reinforces this through transparent HR policies, equal pay audits, and fair recruitment practices (Armstrong, 2023). Research suggests that organisations failing to consider SCARF principles may experience low employee engagement and increased turnover, highlighting the importance of aligning workplace structures with psychological drivers (Rock, 2008).

By integrating Handy’s Organisational Culture Model with Rock’s SCARF framework, CCC ensures its workplace culture aligns with both strategic goals and employee wellbeing. Organisational culture is not static but evolves over time through leadership, shared experiences, and external influences (Mullins and Christy, 2023). Ensuring cultural adaptability while considering employees' psychological needs allows CCC to maintain a high-performing and inclusive work environment.

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

[bookmark: _Hlk190690017]Employee selection plays a crucial role in shaping organisational culture and influencing workplace behaviour. At Carmarthenshire County Council (CCC), the recent updates to job profiles ensure that recruitment practices align with core values and expected behaviours. 
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This values-based approach enhances cultural alignment and workforce engagement while improving the overall effectiveness of the authority’s service delivery. According to CIPD (2024e), recruitment strategies that integrate clear behavioural expectations improve organisational outcomes, as they ensure that employees are selected based not only on skills but also on alignment with the organisation’s principles.

CCC has integrated structured selection methods, including behavioural-based interviews, competency frameworks, and values-based assessments, to ensure fairness and consistency. This aligns with CIPD’s (2024d) Selection Methods, which emphasises the importance of transparent and structured hiring processes in minimising bias and improving workplace diversity. By embedding behavioural competencies into job descriptions, CCC ensures that candidates contribute to a collaborative, customer-focused, and high-performing work environment. Research suggests that values-based selection improves long-term job satisfaction and reduces turnover, as employees are more likely to feel engaged and aligned with the organisational culture (Taylor and Woodhams, 2022).

A key advantage of this structured approach is its ability to reduce bias and improve diversity in hiring. CCC actively promotes inclusive hiring practices by using structured interviews, psychometric testing, and skills-based assessments, ensuring that decisions are based on objective measures rather than personal judgments (CIPD, 2024e). Research by Forbes (2023) highlights that values-based hiring not only fosters workplace integrity and trust but also enhances team collaboration and productivity, as employees feel a greater sense of belonging. However, overemphasis on cultural fit can lead to uniformity in hiring, limiting innovation and fresh perspectives (Business Insider, 2024).

To mitigate these risks, CCC balances cultural alignment with diversity and inclusion objectives, ensuring that the selection process remains fair and accessible to candidates from all backgrounds. According to CIPD (2024e), structured recruitment frameworks that incorporate objective assessments and skills-based evaluations create a more equitable hiring process, enhancing both organisational performance and employee engagement. Additionally, CCC ensures continuous monitoring and review of its selection practices, adapting recruitment strategies based on employee feedback and workforce analytics.

By embedding structured, fair, and inclusive selection processes, CCC reinforces its organisational culture while enhancing employee engagement and reducing turnover. Ensuring that values and behaviours are clearly defined in job profiles helps to sustain a cohesive and high-performing workforce, supporting the council’s long-term strategic objectives.

AC 2.3 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.

[bookmark: _Hlk190690041]The transition to a hybrid working model, requiring employees to work at least two days a week on-site, represents a significant organisational change. Kotter’s eight-step change model provides a structured framework to manage this transition effectively, ensuring employees understand, accept, and engage with the change (Armstrong, 2023, pp. 650-652). Given the challenges of post-pandemic working patterns, a clear, well-managed process is essential for success.
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The first step is to establish a sense of urgency by explaining why the change is necessary. Employees adjusted to remote work may resist returning to the office, so leaders must communicate the benefits, such as improved team collaboration, innovation, and learning opportunities (CIPD, 2024g). Providing evidence-based reasons for the change helps employees understand why hybrid working is essential (Taylor and Woodhams, 2022).

Forming a powerful guiding coalition is key to building support for the transition. A hybrid working taskforce, including HR leaders, senior managers, and employee representatives, can help drive change and address concerns (CIPD, 2024h). Additionally, leaders must create and communicate a clear vision, demonstrating how hybrid working will enhance work-life balance, productivity, and employee well-being (Armstrong, 2023).

Effective communication is essential to overcoming uncertainty. Using various channels, such as staff meetings, emails, and one-on-one discussions, ensures employees can ask questions and feel engaged in the process (CIPD, 2024g). Employees should also be empowered to act, allowing some flexibility in choosing in-office days and providing managerial support to ensure a smooth transition (Taylor and Woodhams, 2022).

To maintain momentum, short-term wins should be highlighted. A pilot scheme can showcase the benefits of hybrid working, demonstrating improved collaboration and employee well-being (Armstrong, 2023). Regular feedback mechanisms, such as employee surveys and engagement reports, ensure the policy is refined based on workforce needs (CIPD, 2024g).

Finally, for hybrid working to become embedded in organisational culture, it must be reflected in HR policies, leadership training, and performance management frameworks. Consistent reinforcement from leaders and HR will help establish hybrid working as a long-term norm (Armstrong, 2023).

By following Kotter’s model, organisations can implement hybrid working successfully, ensuring both business continuity and employee engagement. Strong leadership, communication, and employee involvement will be critical to reducing resistance and embedding hybrid working as a long-term organisational norm (Taylor and Woodhams, 2022).

AC 2.4 Using the Kubler-Ross change curve, discuss how change is experienced.

Change is an inevitable part of organisational life, yet employees often experience emotional and psychological challenges when adapting to it. The Kübler-Ross Change Curve (1969), originally developed to explain grief responses, has since been applied to workplace change to help leaders anticipate resistance and support employees through transitions (Armstrong, 2023).

The first stage, denial, occurs when employees refuse to accept the change or assume it will not happen. Whatfix (2024) explains that employees at this stage may ‘hope the change will not happen or that it will revert to the previous state.’ Providing clear messaging and explaining the need for change can help employees move forward (CIPD, 2024f).

The frustration and anger stage follows, where employees may react negatively, feeling anxious, resentful, or resistant. CIPD (2024f) states that ‘poorly managed communication and failure to involve employees in decision-making can lead to increased resistance.’ Addressing concerns through open forums can reduce opposition (Indeed, 2024).

In the bargaining stage, employees may attempt to negotiate changes or seek adjustments. Sounding Board (2024) notes that ‘leaders should listen to concerns and incorporate reasonable suggestions to demonstrate flexibility.’ HR should acknowledge feedback while reinforcing the key aspects of the transition (Armstrong, 2023).

If resistance persists, employees may experience depression, leading to low morale, disengagement, and reduced productivity. The CIPD (2024c) highlights that ‘organisations must prioritise employee well-being during change, providing access to mental health resources and employee assistance programmes.’

As employees transition to acceptance, they begin to adjust and integrate the change into daily routines. Armstrong (2023) explains that ‘reinforcing positive outcomes and celebrating early wins can accelerate acceptance and increase motivation.’ Finally, in integration, the change becomes part of the workplace culture, and employees regain stability (Taylor and Woodhams, 2022).

By understanding the Kübler-Ross Change Curve, HR professionals can proactively support employees, address concerns, and minimise resistance, ensuring a smoother transition (CIPD, 2024c).

AC 2.5 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.

[bookmark: _Hlk190690706]The CIPD’s Health and Wellbeing at Work Survey (2023c) found that the percentage of organisations with a standalone wellbeing strategy has increased from 40% in 2018 to 53% in 2023. However, this means that 47% of organisations still lack a dedicated wellbeing strategy, highlighting the need to assess the importance of workplace wellbeing and how good work contributes to it.

Employee wellbeing is crucial for both individuals and organisations. Research suggests that healthy, engaged employees are more productive and have a better quality of life, while poor workplace wellbeing contributes to higher absenteeism, staff turnover, and reduced performance. According to the National Institutes of Health (NIH), ‘employees who are in good physical, mental, and emotional health are more likely to deliver optimal performance in the workplace’ (NIH, 2024).

Furthermore, organisations that prioritise employee wellbeing experience higher morale, greater employee engagement, and improved retention rates. Gallup (2024) reports that when employees’ wellbeing is thriving, organisations see fewer sick days, lower burnout rates, and higher levels of performance. The CIPD (2023c) also highlights that organisations with strong wellbeing initiatives experience improved employee satisfaction, reduced stress, and better overall workplace culture.

The concept of good work includes factors such as job security, autonomy, manageable workloads, fair treatment, and opportunities for development. These factors significantly influence wellbeing. According to Harvard Business Review (2024), ‘creating a positive work environment where employees feel valued improves productivity, reduces turnover, and fuels innovation.’

A key component of good work is fostering social belonging and workplace relationships, which play a critical role in wellbeing. Research by O.C. Tanner (2024) suggests that ‘offering employees opportunities to develop open, supportive relationships with colleagues reduces psychological distress, an indicator of poor mental health.’

While it is encouraging that more organisations are adopting standalone wellbeing strategies, nearly half still lack these initiatives. Organisations that invest in comprehensive wellbeing strategies and promote good work practices will benefit from a healthier, more engaged, and productive workforce. Prioritising employee wellbeing is not just an ethical obligation - it is a strategic advantage (CIPD, 2023c).

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

[bookmark: _Hlk190692089]The employee lifecycle refers to the key stages an employee experiences within an organisation, from attraction and recruitment to separation and exit (CIPD, 2024d). It provides a structured framework for managing people effectively and ensuring alignment with organisational goals.

At the recruitment stage, HR professionals play a critical role in attracting, selecting, and onboarding the right talent. Effective recruitment strategies ensure that new hires align with the organisation’s values and contribute positively to workplace culture (Armstrong, 2023). CIPD (2024d) highlights that evidence-based selection methods, such as structured interviews and psychometric testing, improve hiring decisions and reduce bias. Carmarthenshire County Council (CCC) has updated its job profiles to reflect core values and expected behaviours, ensuring that selection processes reinforce a culture of inclusivity and service excellence. Additionally, employer branding and digital tools such as AI-assisted recruitment platforms help streamline hiring and enhance the candidate experience (Forbes Business Council, 2024).

Once employees are onboarded, the development stage focuses on skills enhancement, career progression, and engagement. Continuous learning fosters a high-performance culture and improves retention. CIPD’s People Profession 2030 report (2024) stresses the importance of aligning development initiatives with business strategy to future-proof the workforce. CCC supports employee development through structured training programs, leadership development initiatives, and access to professional qualifications. Digital learning platforms and coaching initiatives further enable employees to upskill effectively, fostering a culture of innovation and adaptability (CIPD, 2024).

The final stage of the lifecycle, separation, involves processes such as resignation, retirement, redundancy, or dismissal. HR plays a key role in managing employee exits professionally and ethically to protect employer reputation and maintain morale among remaining staff (Taylor & Woodhams, 2022). Best practices include exit interviews to gather feedback, structured offboarding processes, and providing career transition support for leavers (CIPD, 2024e). CCC ensures fair and transparent redundancy policies while prioritising redeployment opportunities to retain internal talent where possible.

Managing the employee lifecycle effectively ensures that organisations attract, retain, and develop talent while maintaining a positive workplace culture. HR professionals play a vital role at each stage, from ensuring fair and inclusive recruitment to fostering employee growth and handling separations ethically. As workplaces evolve, leveraging technology and strategic people practices will be essential in sustaining employee engagement and organisational success.

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

People practice is essential in ensuring that HR strategies align with business objectives. Through vertical integration, HR policies directly support organisational strategy, while horizontal integration ensures alignment across different HR functions, fostering consistency and effectiveness (CIPD, 2024).

Vertical integration, also known as strategic fit, ensures that HR policies and practices align with organisational goals. For example, if an organisation’s strategy is focused on innovation, HR should implement learning and development initiatives that encourage creativity and problem-solving (Abdulwanis and Tan, 2023). CIPD (2024) highlights that strategic HRM ensures workforce planning, talent management, and performance strategies are designed to support long-term business objectives.

HR professionals achieve vertical integration by embedding competency frameworks, leadership development programmes, and workforce planning to ensure the organisation has the necessary skills to meet its objectives (Armstrong, 2014). Performance management systems and reward structures are also used to reinforce behaviours that contribute to business success (Practicus, 2025).

Horizontal integration ensures that different HR functions work together cohesively, rather than operating in silo. This approach promotes a seamless employee experience by aligning recruitment, performance management, learning and development, and employee wellbeing initiatives (Waseem et al., 2019).

For example, effective recruitment strategies must align with onboarding and development programmes to ensure employees receive the right training and support from the outset (CIPD, 2024). Likewise, performance management and reward systems should be interconnected to ensure employees are recognised and incentivised appropriately (Planergy, 2023). Digital HR tools also play a key role in linking people analytics, talent development, and workforce planning to drive evidence-based decision-making.

Both vertical and horizontal integration are essential for an effective HR strategy. Vertical integration ensures that HR policies support the overall business strategy, while horizontal integration creates alignment across HR functions. Together, they enhance organisational performance, employee engagement, and long-term workforce sustainability (CIPD, 2024).

AC 3.3 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.

Introducing a four-day working week requires strategic consultation and engagement to ensure it aligns with organisational goals and employee needs. The people function must use inclusive consultation processes, pilot programmes, and ongoing communication to assess feasibility and maximise benefits (CIPD, 2024j).

Effective consultation begins with open dialogue between HR, leadership teams, and employees. Engaging managers early is crucial, as they play a key role in assessing the operational feasibility of the change. Employee voice mechanisms such as surveys, focus groups, and consultation forums allow organisations to understand concerns, gather insights, and refine the approach. As Tom Gibby pointed out in the CIPD ‘Can we make a 4-day week work?’ podcast (2024i), ‘It sounds great in theory, but when it gets to practice, you start to question, are there going to be some secret, hidden sacrifices that I’m going to have to make?’ This highlights the importance of clear communication regarding expectations and workload adjustments.

Running a pilot scheme allows organisations to test the four-day week model before full implementation. Metrics such as productivity, absenteeism, employee well-being, and customer satisfaction should be monitored. Charmaine Clavier-St John, Head of People at Hutch, noted that their pilot initially led to increased stress, but over time, employees reported feeling more refreshed and productive. She stated, ‘Most people say they are completing 100% of the work in 80% of the time.’ This suggests that organisations must be adaptable during the transition period.

To ensure success, HR must provide training on productivity techniques, time management, and effective communication. Many organisations implementing the four-day week audit meetings and streamline processes to remove inefficiencies. Hutch, for example, implemented a ‘quiet hour’ and a meeting reduction strategy, cutting down unnecessary meetings and allowing employees to focus on deep work (CIPD, 2024i).

Ongoing evaluation is critical to measure long-term impact and address emerging challenges. HR should continue to track workload distribution, well-being indicators, and customer feedback. According to Charlotte Lockhart, founder of the Four Day Week Global campaign, ‘If you can get your business productivity done in less time, then why are you driving people in for more time?’ (CIPD, 2024j).

By using structured consultation, pilot programmes, training, and evaluation, HR can support a smooth transition to a four-day working week, ensuring that both business and employee needs are met. Engaging with employees early and providing clear expectations and support structures can help organisations implement the change successfully while maintaining productivity and well-being.











































Bibliography

Abdulwanis, A.A.A. and Tan, F.Z. (2023) ‘Horizontal and Vertical Dimension of Strategic Human Resources Management’, The International Journal of Business & Management, 11(11). Available at: https://doi.org/10.24940/theijbm/2023/v11/i11/BM2311-019 (Accessed: 16 February 2025).

Armstrong, M. (2023) Armstrong’s Handbook of Human Resource Management Practice. 16th edn. London: Kogan Page, pp. 650-652.

Asana (2024) What is a matrix organization? Definition, examples, and advantages. Available at: https://asana.com/resources/matrix-organization (Accessed: 11 December 2024).

Audit Wales (2022) Carmarthenshire Digital Strategy Report. Available at: https://www.audit.wales/sites/default/files/publications/carms_digital_strategy.pdf   (Accessed: 03 February 2025).

Audit Wales (2024) Carmarthenshire Financial Strategy Report. Available at: https://www.audit.wales/publication/carmarthenshire-financial-strategy-report  (Accessed: 03 February 2025).

Bank of England (2025) Monetary Policy Report – February 2025. Available at: https://www.bankofengland.co.uk/monetary-policy-report/2025/february-2025  (Accessed: 10 February 2025).

British Chambers of Commerce (2024) Brexit At Four: Trade Reset Must Deliver. Available at: https://www.britishchambers.org.uk/news/2024/12/brexit-at-four-trade-reset-must-deliver (Accessed: 10 February 2025).

Business Insider (2024) The Future of Values-Based Hiring. Available at: https://www.businessinsider.com/values-based-hiring (Accessed: 10 February 2025).

Carmarthenshire County Council (CCC) (2022) Corporate Strategy 2022-2027. Available at: https://www.carmarthenshire.gov.wales/home/council-democracy/strategies-and-plans/corporate-strategy-2022-2027/ (Accessed: 10 February 2025).

Carmarthenshire County Council (CCC) (2024) Digital Strategy 2024-2027. Available at: https://www.carmarthenshire.gov.wales/home/council-democracy/strategies-and-plans/digital-strategy-2024-2027/ (Accessed: 10 February 2025).

Carmarthenshire County Council (CCC) (2024) One Council: Our Core Values and Behaviours. Available at: https://intranet/our-people/working-for-us/one-council-our-core-values-and-behaviours/ (Accessed: 12 February 2025).

CIPD (2023a) Organisation Design. Available at: https://www.cipd.org/uk/knowledge/factsheets/organisational-development-design-factsheet (Accessed: 10 December 2024).

CIPD (2023b) Organisation Development. Available at: https://www.cipd.org/uk/knowledge/factsheets/organisational-development-factsheet  (Accessed: 10 December 2024).

CIPD (2023c) Health and Wellbeing at Work Survey 2023. Available at: https://www.cipd.org/uk/knowledge/reports/health-well-being-work/ (Accessed: 12 February 2025).

CIPD (2023d) Preparing Your Organisation for AI Use. Available at: https://www.cipd.org/uk/knowledge/guides/preparing-for-ai-use (Accessed: 16 February 2025).

CIPD (2024a) Labour Market Outlook. Available at: https://www.cipd.org/uk/knowledge/reports/labour-market-outlook (Accessed: 16 February 2025).

CIPD (2024b) Workplace Technology: The Employee Experience. Available at: https://www.cipd.org/uk/knowledge/reports/workplace-technology-employee-experience (Accessed: 16 February 2025).

CIPD (2023e). How Organisational Culture Impacts Engagement. Available at: https://www.cipd.org/uk/knowledge/culture-impact (Accessed: 15 February 2025).

CIPD (2023f). Health and Wellbeing at Work Survey 2023. Available at: https://www.cipd.org/uk/knowledge/reports/health-well-being-work/ (Accessed: 15 February 2025).

CIPD (2024c). Workplace Culture: Key Insights for People Professionals. Available at: https://www.cipd.org/uk/knowledge/workplace-culture  (Accessed: 15 February 2025).

CIPD (2024d). Selection Methods Factsheet. Available at: https://www.cipd.org/uk/knowledge/factsheets/selection-factsheet (Accessed: 16 February 2025).

CIPD (2024e). Recruitment and Selection: Best Practices. Available at: https://www.cipd.org/uk/knowledge/recruitment-selection (Accessed: 16 February 2025).

CIPD (2024f) Strategic HRM Factsheet. Available at: https://www.cipd.org/uk/knowledge/factsheets/strategic-hrm-factsheet/ (Accessed: 16 February 2025).

CIPD (2024g). Planning Hybrid Working: A Guide for People Professionals. Available at: https://www.cipd.org/uk/knowledge/guides/planning-hybrid-working/ (Accessed:  February 2025).

CIPD (2024h). Hybrid Working Taskforce Guide. Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/guides/2024-pdfs/hybrid-working-taskforce-guide-feb2024.pdf (Accessed: 16 February 2025).

CIPD (2024i) Four-Day Working Week Podcast. Available at: https://www.cipd.org//uk/knowledge/podcasts/four-day-week/ (Accessed: 16 February 2025).

CIPD (2024j) Surviving to Thriving: Key Changes Facing People Practice in 2021. Available at: https://www.cipd.org/uk/knowledge/podcasts/surviving-to-thriving-2021/  (Accessed: 06 January 2025).

Collidu (2024) Charles Handy’s Organizational Culture Presentation. Available at: https://www.collidu.com/presentation-charles-handy-org-culture (Accessed: 06 January 2025).

Democratiaeth Sirgar (2024) Workforce Planning Report. Available at: https://democratiaeth.sirgar.llyw.cymru/ieListDocuments.aspx?CId=134&MId=4521  (Accessed: 11 December 2024).

Ellis, C. (2023) What Are Divisional Organizational Structures? THE ORG. Available at: https://theorg.com/iterate/divisional-organizational-structures (Accessed:10 December 2024).

Forbes (2023). Values-Based Hiring: Why Organisational Culture Matters in Recruitment. Available at: https://www.forbes.com/sites/davidmorel/2023/04/11/values-based-hiring (Accessed: 10 February 2025).

Forbes Business Council (2024) Enhancing business identity and employer branding with AI. Available at: https://www.forbes.com/councils/forbesbusinesscouncil/2024/11/06/enhancing-business-identity-and-employer-branding-with-ai/ (Accessed: 12 February 2025).

Gallup (2024). Employee Wellbeing and Organisational Success. Available at: https://www.gallup.com/workplace/215924/well-being.aspx (Accessed: 12 February 2025).

Growth Engineering (2024). The SCARF Model of Engagement: Your Ultimate Guide. Available at: https://www.growthengineering.co.uk/scarf-model/ (Accessed: 10 February 2025).

Harvard Business Review (2024). 6 Management Tips for Supporting Employee Wellbeing at Work. Available at: https://extension.harvard.edu/blog/6-management-tips-for-supporting-employee-wellbeing-at-work/ (Accessed: 12 February 2025).

HR Grapevine (2025) AI Implementation in Workplaces: The Role of HR in Ethical AI Adoption. Available at: https://www.hrgrapevine.com/content/article/2025-01-15-ai-implementation-in-workplaces-the-role-of-hr-in-ethical-ai-adoption (Accessed: 10 February 2025).

HR Magazine (2024) AI and HR: Balancing Innovation and Human Interaction. Available at: https://www.hrmagazine.co.uk/content/features/ai-and-hr-balancing-innovation-and-human-interaction (Accessed: 10 February 2025).

HR Magazine (2024). Autonomy and Motivation in the Workplace: The Role of AI and 
Flexible Working. Available at: https://www.hrmagazine.co.uk/autonomy-workplace-flexible-working (Accessed: 12 February 2025).

MindTools (n.d.). David Rock’s SCARF Model: How Social Factors Influence Work Performance. Available at: https://www.mindtools.com/akswgc0/david-rocks-scarf-model (Accessed: 06 January 2025).

Mullins, L. and Christy, G. (2023). Management & Organisational Behaviour. 13th edn. Harlow: Pearson.

Mutomorro (2024) Kotter’s 8-Step Change Model: A Guide to Leading Organizational Change. Available at: https://mutomorro.com/kotters-8-step-change-model/  (Accessed: 10 January 2025).

National Institutes of Health (NIH) (2024). The Link Between Workplace Wellbeing and Performance. Available at: https://pmc.ncbi.nlm.nih.gov/articles/PMC6832080/  (Accessed: 12 February 2025).

O.C. Tanner (2024). 5 Strategies to Improve Employee Wellbeing at Work. Available at: https://www.octanner.com/articles/5-strategies-to-improve-employee-wellbeing-at-work (Accessed: 18 February 2025).

People Management (2024) HR’s Role in Making AI Ethical. Available at: https://www.peoplemanagement.co.uk/article/1873951/hrs-role-making-sure-ai-ethical (Accessed: 10 February 2025).

Planergy (2023) 'Horizontal Vs. Vertical Integration: What's The Difference?'. Available at: https://planergy.com/blog/horizontal-vs-vertical-integration/ (Accessed: 16 February 2025).

Practicus (n.d.) 'HR Strategy'. Available at: https://www.practicus.com/what-we-do/hr/hr-strategy (Accessed: 12 January 2025).

Rock, D. (2008) SCARF: A Brain-Based Model for Collaborating with and Influencing Others. NeuroLeadership Journal, 1(1), pp. 44-52. Available at: https://schoolguide.casel.org/uploads/sites/2/2018/12/SCARF-NeuroleadershipArticle.pdf  (Accessed: 06 January 2025).

Taylor, S. and Woodhams, C. (2022) Studying Human Resource Management. 3rd edn. London: CIPD, pp. 66-68.

Taylor, S. and Woodhams, C. (2022). Human Resource Management: People and Organisations. 3rd edn. London: CIPD.

Taylor, S. and Perkins, P. (2021) AI and HR: The Future of Workforce Management. London: Kogan Page.

University of Leeds (2024) Understand the Team – Change Toolkit. Available at: https://change.leeds.ac.uk/change-toolkits/delivering-results/leadership/understand-the-team/ (Accessed: 12 February 2025).

Waseem, M. et al. (2019) 'Interconnection of Strategic Integration, HRM Effectiveness and Market Performance: Evidence from Banking Sector of Pakistan', Review of Economics and Development Studies, 5(4), pp. 859-868. Available at: https://pdfs.semanticscholar.org/1f29/5b9fb6af248e2a2094232b6af7f4d3126c45.pdf  (Accessed: 11 February 2025).

image6.jpeg
Kotter’s 8 Step Change Model @ mutomorro

Create Urgency
A clear, powerful narrative
that captures the need for
change.
. Build 2
Coalition

A passionate, diverse
8 Step

group to carry the
Change Model Devein
Vision
The ability to manage
feelings to achieve
. goals. 5

change through.
®

More tool, guides and support at mutomorro,com, change for good.

®0





image1.png
Chief Executive

Chief Executives Education, Childen & Family





image2.png
Matrix reporting structure

Teamlead IT ... Finance . HR ... Marketing
A team 1 team 1 team 1 team 1

Teamlead IT y Finance N, HR ... Marketing
B team 2 team 2 team 2 team 2




image3.png
CHARLES HANDY’S ORGANIZATIONAL CULTURE

What is the Charles Handy Model?
Four types of culture which the organizations follow

)

Power
Culture





image4.png
David Rock’s SCARF model

o
rtainty

Autonomy

Toward
Reward
Relatedness

Fairness

S gl Drbpvntar sl LB, UnNsty of s




image5.png
Un Cyngor - Ein Gwerthoedd Craidd a'n Hymddygiad
One Council - Our Core Values and Behaviours

One Team Listening
Recognition & Support Communication with Others

Development & Coaching Understanding Others
Adapting to change Listening to Others

¥ it
Customers First Take Responsibility
Customer Focus Takes Action
Developing Relationships & Bilingual ) Manages Performance
serviees Quality Outcomes
Demonstrates Responsibility
= i
Integrity
Leading & Delegating
Decision Making =
Addressing Risk

Respecting our Environment.

Excellence
Learning & Development
Innovation
Analysing

Inclusion &Values

Delivers . Shapes . Leads .





