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(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.

A divisional structure allows organisations to manage growing complexity by creating separate divisions based on products, services, or geographical regions. Each division is accountable for its performance, with decision-making and resource allocation centralised within that division. This structure improves efficiency and enables divisions to focus on their specific objectives. According to CIPD (2023), divisions can use Key Performance Indicators (KPIs) to measure success, ensuring alignment with organisational goals. KPIs track divisional contributions to overall success, aiding in decision-making and identifying areas for improvement.
However, a divisional structure can also create inefficiencies due to resource duplication. Each division may have its own functions, such as marketing or HR, which can increase costs across the organisation. Additionally, divisions may focus too much on their individual goals, leading to poor coordination and communication, especially when KPIs conflict with broader company objectives. CIPD (2023) notes that this can result in inefficiencies and internal conflict, as divisions may prioritise their own performance metrics over the company's collective goals, hindering alignment.

Furthermore, recent CIPD research (2022a) highlighted how partnering across the business and working cross-functionally has become even more critical as the HR function plays a more central role in leading transformation. The research identified key themes for HR in adopting a collaborative and consultative approach, including building a shared understanding and purpose, working transparently, sharing necessary expertise, and collaborating across boundaries to achieve cross-organisational working.

Both structures offer benefits but require careful management to avoid inefficiencies and ensure alignment with organisational goals. While both OD&D and CIPD (2023) highlight the value of matrix structures in industries requiring rapid innovation or multifaceted projects, such structures also offer employees the opportunity to develop new skills and experiences through cross-functional teams. CIPD's professional map (2022b) contributes to this perspective.
In contrast, a matrix structure offers greater flexibility by combining functional expertise with project-based work, fostering collaboration across departments. This structure enables quick responses to market changes and promotes communication, enhancing problem-solving and innovation.

In contrast to this, the matrix structure offers flexibility by combining functional expertise with project-based work, encouraging collaboration across departments. However, it can struggle to maintain its effectiveness at higher levels of a corporation. According to Davies & Lawrence (1978), the matrix may "sink" to group and division levels where it thrives, as senior management may fail to implement it effectively. This may occur because senior management either doesn't fully understand the matrix concept or is unable to implement it as well as lower-level managers. Additionally, if a company sets up a matrix between functional and product groups, product managers may not relinquish full control, causing the matrix to falter at the corporate level (Davies & Lawrence, 1978).

(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.

Taylor & Woodham (2022c) emphasise the importance of an organisation's strategy in providing direction and ensuring all parts of the company work towards common goals. A well-defined strategy helps a company achieve its long-term objectives while adapting to external changes and meeting customer expectations. In analysing the extent to which an organisation’s strategy ensures its products or services meet customers’ needs, it’s essential to understand how strategy aligns resources and operations with customer expectations.
For example, South Hook LNG (SHLNG), a vital player in the UK’s oil and gas sector, relies on its strategic approach to meet customer demands for reliable, cost-effective energy while addressing growing environmental concerns. SHLNG processes around 20% of the UK’s natural gas demand at its terminal in Milford Haven, Pembrokeshire. Since 2010, it has been importing liquefied natural gas (LNG) from various parts of the world, converting it into gas, and supplying it across the UK (BBC News, 2022). This strategy ensures that SHLNG meets the UK's energy needs. As Dr. Carol Bell (BBC News, 2022), an energy market expert, notes, Milford Haven is a "vital port" for the UK's gas imports and a key conduit to Europe. The terminal’s capacity to process 15.6 million tonnes of gas per year plays a significant role in providing energy across the country.

However, as the Welsh government works towards net-zero emissions, SHLNG faces the challenge of balancing customer energy demands with environmental sustainability. Research has raised concerns about the environmental costs of LNG, with organisations like Friends of the Earth Cymru expressing worries about the sector’s long-term impact on the environment. This highlights the need for SHLNG and other oil and gas companies to adapt their strategies to meet not only energy demands but also the growing pressure for sustainability.
Innovation is another key aspect of organisational strategy. Companies in the oil and gas industry, including SHLNG, are increasingly adopting advanced technologies, such as more efficient drilling methods and renewable energy solutions. Integrating offshore wind energy or carbon capture technologies helps meet the rising demand for cleaner energy solutions while continuing to offer traditional oil and gas products.
Overall, SHLNG’s strategy is effective in meeting the UK’s energy demands by ensuring a reliable supply of gas. However, the company must adapt to growing environmental concerns and technological advancements to maintain its position in the market while addressing evolving customer expectations for sustainability (BBC News, 2022).

(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.

During the COVID-19 pandemic in 2020, I worked at Keadby Power Station in North Lincolnshire when UK Prime Minister Boris Johnson announced on March 23rd, 2020, that all non-essential travel and social contact should be avoided (BBC, 2020). This led to significant labour shortages, as many workers returned home, leaving limited staff on-site, which severely impacted the project.

Three key external factors—interest rates, inflation, and workforce changes—had a major impact on the Organisation. The rise in interest rates led to higher borrowing costs, putting pressure on the financing strategy for the gas-fired power station project. This necessitated a more cautious approach, delaying planned investments and causing adjustments in project timelines and financial management.

Inflation added further strain, with rising material and fuel costs increasing project expenses. This forced the Organisation to reassess its budget, renegotiate supplier contracts, and adjust project schedules. Increased costs, particularly in transportation and logistics, heightened pressure on the company’s cash flow management.

Workforce changes, particularly due to the national lockdown, had significant effects. However, the introduction of the Coronavirus Job Retention Scheme (CJRS), announced by Chancellor Rishi Sunak on March 20th, 2020, provided grants to employers to cover 80% of staff wages, up to £2,500 per person per month (BBC, 2020). While the scheme helped reduce direct financial pressure, the reduced workforce still led to delays in key tasks, causing missed milestones and making it difficult to meet client expectations.

Despite these challenges, the Organisation prioritised maintaining essential supply chains to ensure continuous delivery of materials for the project. As deliveries to the site were deemed essential, the company was able to keep critical activities running, minimising the impact on project progress.

To address these external challenges, the Organisation focused on key priorities. Financial management and cost control became critical, with efforts to renegotiate supplier contracts, reduce overheads, and manage rising costs effectively. Workforce planning also became essential, focusing on retaining skilled workers to minimise delays. Clear and transparent communication with clients was prioritised, with the Organisation renegotiating timelines and milestone payments to accommodate delays. Lastly, alternative financing options, such as grants and bonds, were explored to mitigate risks from rising interest rates.

In conclusion, the Organisation’s ability to adapt its strategy to these external pressures ensured the gas-fired power station project continued, demonstrating resilience and strategic agility in a challenging environment.


(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.

In February 2024, Peter Cheese, CEO of CIPD, emphasised the transformative role of AI in workplaces, stating that "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" (Cheese, 2023). This sentiment aligns with how AI was adopted in many organisations, including my own, especially during the COVID-19 pandemic.
When the pandemic forced employees to work from home, many organisations were unprepared for the technological demands. Businesses lacked proper tools for accessing folders and sharing sensitive data securely. AI played a key role in addressing these challenges. For instance, AI-powered systems were implemented to enhance data security, enable secure file-sharing, and streamline virtual collaboration platforms. HR teams strengthen AI solutions to ensure that remote work was conducted securely and efficiently. Moving forward, AI has not only facilitated safe working conditions but also contributed to continuous improvement in various workplace processes, such as employee training, recruitment, and cybersecurity.
The COVID-19 pandemic, which lasted for nearly 18 months, brought significant changes to business operations worldwide. Peter Cheese (2023) highlighted the importance of adapting to these changes and ensuring that organisations remain Proactive by encouraging a culture of learning and collaboration. His advice included focusing on building work environments that support employees' well-being, creativity, and critical thinking. This aligns with how my organisation has used AI to support employee learning and development. AI-driven tools have been utilised to provide personalised training experiences, assist in career planning, and promote skills like collaboration, creativity, and critical thinking among employees.
AI also supports HR functions, particularly in recruitment and performance management. AI tools help to streamline the hiring process by automating candidate screening, reducing bias, and enabling more objective decision-making. In addition, AI assists in managing employee performance by providing data-driven insights that allow managers to identify strengths and weaknesses within teams.
As Peter Cheese (2023) suggests, people professionals have an essential role in fostering the safe experimentation and rapid learning required to fully integrate AI into the workplace. In my Organisation, HR managers have been proactive in adopting AI technologies and ensuring that employees are equipped with the necessary skills to navigate these advancements. By encouraging a balance between human input and AI support, my Organisation is leveraging AI to improve both employee experiences and business outcomes. Moreover, Prime Minister Rishi Sunak, in his speech on 26th October 2023, addressed the dual-edged nature of AI’s impact on the workplace. While AI has the potential to revolutionise industries by automating routine tasks, improving efficiency, and driving innovation, it also raises significant concerns about job displacement. He acknowledged that AI could augment productivity, allowing businesses to streamline operations, enhance decision-making, and foster economic growth. However, Sunak also pointed out that as AI systems become more advanced, they may replace roles traditionally performed by humans, leading to workforce reductions in certain sectors. The challenge, he emphasised, lies in harnessing AI’s transformative potential while ensuring that the benefits of automation are widely distributed and that workers are supported through reskilling and new job opportunities (Sunak, 2023).


(AC 2.1 ) Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory.
Charles Handy (Waite, 2021, p. 28) explains that organisational cultures consist of four distinct sub-cultures: club culture, task culture, role culture, and existential culture. These sub-cultures combine in varying degrees to create an organisation's unique culture, with one typically being dominant over the others.

· Club culture focuses on belonging, loyalty, and shared values, prioritising personal relationships and group cohesion.
· Task culture centres on problem-solving and project-based collaboration, with an emphasis on achieving results through teamwork and expertise.
· Role culture is characterised by clear structures, rules, and responsibilities, where individuals are assigned specific roles with well-defined expectations.
· Existential culture is based on personal autonomy and individual growth, encouraging employees to pursue their own development and values.
While all four elements may exist within an organisation, one often dominates, influencing how employees interact, how decisions are made, and how the organisation functions as a whole.
David Rock’s SCARF model (2008) explains how individuals respond to change and why resistance to change occurs within organisations. The model identifies five key domains that influence how people react: Status, Certainty, Autonomy, Relatedness, and Fairness. These domains reflect fundamental human needs, and when they are threatened, they activate a “threat response” in the brain, which leads to stress, anxiety, and reduced cognitive functioning. As a result, individuals may resist change, even if it is beneficial for the organisation. For instance, when employees feel their status is undermined, or their sense of certainty about the future is disrupted, they may become defensive and hesitant to embrace new initiatives. Similarly, a loss of autonomy, such as being told what to do without input or control, can trigger resistance. On the other hand, when these five domains are supported, individuals experience a “reward response,” which leads to positive emotions, greater cooperation, and openness to change. Supporting employees’ needs for Status, Certainty, Autonomy, Relatedness, and Fairness helps to reduce resistance and fosters a more adaptive environment. When these elements are considered in the change process, organisations can navigate transitions more effectively and create a culture of continuous improvement. Figure 1, as Rock (2008) suggests, demonstrates how these domains interact and influence behaviour in the context of organisational change. By applying the SCARF model, leaders can better understand and manage the human side of organisational change.



Figure 1,
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Rock’s SCARF model highlights five key domains—Status, Certainty, Autonomy, Relatedness, and Fairness—that influence how individuals respond to change. By addressing these psychological needs, leaders can manage change more effectively. When implementing changes such as reorganisation or new processes, leaders can reduce threat responses by offering increased autonomy, providing clarity, and ensuring employees feel valued. Focusing on one domain can help counterbalance threats in others. For example, offering flexible work options can alleviate concerns related to both status and autonomy, helping employees feel more in control and empowered during the transition. By understanding these factors, leaders can foster a more positive and cooperative environment, improving the overall success of change initiatives (Rock, 2016).
The SCARF model also underscores the importance of effective communication, reducing uncertainty, and ensuring fairness during change initiatives. By aligning these domains with employees’ needs, organisations can foster greater engagement, ultimately leading to more successful change initiatives and a stronger, more adaptable organisation (Rock, 2016).

(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). 

Organisational culture is defined by traditions, habits, structures, and relationships. Those with experience in multiple organisations observe differences in climate, task execution, energy levels, personal freedom, and workforce diversity, with each organisation developing its own distinct culture (Molander & Winterton, 1994).

As an example, I currently work in the HR department of a busy poultry farm company, Capestone Organic Poultry (COPL), where I am fortunate to work closely with a multicultural workforce. We employ individuals from various nationalities, each bringing unique cultural perspectives that may differ significantly from the culture they are used to. These cultural differences can sometimes present challenges in adapting to our workplace environment. The company has several departments with roles ranging from heavy to light duties. This diversity in tasks can sometimes lead to changes in employee behaviour and personalities, especially after working long hours or switching between shifts. To manage this, we provide opportunities for employees to transfer between departments, helping them find roles that better suit their strengths and preferences. Additionally, we conduct employee discussion reports to gain insight into changes in behaviour, enabling us to offer the necessary support and ensure employees thrive.

Beyond fostering a strong organisational culture, we also prioritise employee development by offering training programs to improve skills and support career growth. We make it a point to ensure our employees feel valued, not just by management but also by their co-workers. One way we do this is through the "Employee of the Month" incentive program, which allows employees to recognise and nominate others for outstanding performance. This program boosts motivation, encourages positive recognition among fellow employees, and helps create a supportive and engaging work environment.

As Fincham and Rhodes (2005, p.28) describe, organisational culture is “the set of beliefs, values, and norms that represent the unique character of an organisation and provide the context for its actions” (Waite et al., 2021).

However, Edgar Schein (1992, p.28) defines culture as “a pattern of shared basic assumptions that the group learned … that has worked well enough to be considered valid and therefore to be taught to new members as the correct way to perceive, think, and feel.” Schein goes on to describe three levels of culture: artefacts, values, and assumptions (Waite et al., 2021).


Figure 2, Edgar Schein`s Culture Model (1992)
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Edgar Schein's model of organisational culture aligns with the distinction made by Gordon and DiTimosa (1992) between a strong and weak organisational culture. A strong culture is characterised by widely shared and intensely held values that guide employee behaviour, leading to emotional attachment and commitment to the organisation. In contrast, a weak culture lacks consensus on core values and expected behaviours, which can undermine unity and direction Gordon and DiTimosa, (1992). Schein’s framework, which includes artefacts, values, and assumptions, further explains how these shared cultural elements become embedded within an organisation, shaping how individuals perceive, think, and act (Waite et al., 2021).
Additionally, Charles Handy (1993) expands on this by proposing that organisational cultures can be broken down into four sub-cultures, each with its own set of behaviours and values. This framework helps us understand that even in a strong organisational culture, different departments or teams may exhibit distinct sub-cultures, influencing how they interact with each other and contribute to the overall organisational climate (Waite et al., 2021).


(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.

When the government announced during the COVID-19 pandemic in March 2020 that all non-essential workers could work from home, the first step was to design a new policy for hybrid working. The potential impact of this shift on employees' mindsets was uncertain, making it crucial to gather feedback from individuals to understand their perspectives. This approach helped ensure employees felt engaged with the company and received the necessary support.
According to the CIPD's Hybrid Working Practical Guidance (2021a), for hybrid working to be successful, it must be implemented with a focus on inclusion, equality, and fairness. Therefore, collaboration with staff is essential. Furthermore, reflecting on employees' potential by understanding the impact on their performance is critical (CIPD, 2016).

Ensuring employee well-being is another key aspect, which could be supported by conducting a survey to assess employees' mindsets and prevent presenteeism, a potential issue arising from the shift to hybrid working (CIPD, 2020a).

There are several models available to manage change, and Kotter's 8-stage model is one that can provide a useful framework for successfully implementing the transition back to the office.

There are many models that can be used to manage change, and Kotter’s 8-stage model is one of them we would use to provide a useful framework to successfully implement the transition back to the office, which I will show in figure 3 below.

Figure 3, Kotter’s 8-stage model.


1, Create a sense of urgency - Make it clear why change is necessary, so everyone understands that action is needed right away to improve the work environment or meet business goals.
2, Create a guiding coalition - Bring together key managers and team leaders to support and help lead the change, ensuring everyone has someone to turn to for guidance.
3, Develop a vision and strategies - Create a clear plan that shows what the change will look like and how it will be carried out, so everyone knows the direction and the steps involved.
4, Communicate with change vision - Regularly update employees on the plan and progress, ensuring they’re informed and can stay aligned with the changes.
5, Remove barriers to action - Identify any challenges that might make the change harder, like outdated tools or lack of training, and work to fix them so employees can move forward without obstacles.
6, Accomplish shorten-term wins - Acknowledge and highlight small successes along the way, like meeting early goals or improvements, to keep motivation high and show that progress is being made.
7, Build on the change - Use the initial successes to keep pushing forward, expanding on what’s working and making further improvements.
8, Institute change - Ensure the changes a permanent fixture in the company’s systems, processes, and culture, ensuring they are sustained over time and fully adopted by the organisation. (Kotter’s 8-Step Model, CIPD, no date)
(AC 2.4) Using the Kubler-Ross change curve, discuss how change is experienced.
People respond differently to change, it all depends on their lifestyle, and their mindset. (Waite et al., 2021) explain how change can have a negative impact on people for many different reasons which can lead to physical health concerns, so as a company, we need to be prepared and available to understand the negative implications of change so we can support them. (Waite et al., 2021 p40) 
 We also need to be mindful; this may not be a quick fix as every individual deal with things differently, we can use a tool called Kublers-RossChange Kurve seen below to support his. (Waite et al., 2021 p39)
 Figure 4, Kublers-RossChange Kurve.
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Although we appreciate that managing change in an organisation can be quite challenging, we must remain mindful that building trust and allowing people to adapt to our changes can be difficult. As Baxter and Macleod (2008, p.66) mention, previous research highlighted the clear implications of poor management, which can lead to negative consequences for an organisation (CIPD, 2023). We must give employees the time and support they need to adapt effectively to changes, while McKinsey (2015) estimated that 70% of change initiatives fail, with 39% of these failures attributed to employee resistance and 33% to management errors (Kogan Page, 2022).



(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.

Taking care of employees’ health and wellbeing in the workplace has a significant impact on both employers and employees. Reinforcing this through health and wellbeing policies and support systems is essential (CIPD, 2023). However, employee health and wellbeing may not always be work-related. Monitoring absenteeism can help identify employees' needs and address underlying issues. The CIPD's Health and Well-being at Work survey report (March 2020) identified key findings that suggest presenteeism and leaveism are widespread, with stress-related absence having increased due to heavy workloads (CIPD, 2020a). Based on these findings, it is critical to adopt a more strategic approach to employee well-being, alongside improving work-life balance. Noon and Blyton (2007) define work-life balance as the ability of individuals to pursue both their work and non-work lives successfully, without undue pressures. Sparrow (2019) suggests that, for an organisation to remain competitive, work is increasingly becoming just a part of life (Kogan Page, 2021).

Additionally, the latest CIPD Employee Health and Well-being report indicates that 35.2 million working days were lost to work-related ill health in 2022/23, with stress, anxiety, and depression accounting for almost 24 million of these days. This highlights the importance of addressing employee well-being, as employee sickness absence is at its highest level in 15 years (CIPD, 2023). Around 76% of respondents report some stress-related absence, while two-thirds indicate that senior leaders take well-being seriously. However, a lack of line manager skills and confidence remains a significant challenge for employee well-being, with ‘management style’ being one of the top causes of stress-related absence. Furthermore, many employees continue to work while unwell, even from home, and many use holiday or sick leave to continue working (CIPD, 2023).





(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.

The employee lifecycle is a fundamental concept in human resource management, detailing the journey of an employee from their initial recruitment through to their eventual separation from the organisation. It includes several key stages, such as attracting, developing, and retaining talent, as well as managing transitions like promotions, career changes, or departures. This lifecycle also encompasses essential processes, including the onboarding of employees to their separation, with variations depending on the size of the organisation and the role the individual holds, as outlined in People Practice (Waite et al., 2021). At each stage, people practice plays a critical role in shaping the employee experience and influencing the overall success of the organisation.
In this discussion, I will show the employee lifecycle model, as shown in Figure 4.1 on page 94 of People Practice (Kogan Page, 2021), to help understand how employees engage with the business. This model will provide a clearer picture of how employees interact with and progress within the organisation. I will then focus on the recruitment, development, and separation stages of the employee lifecycle, highlighting how people practices are integral in shaping these phases and ensuring both employee and organisational success.

Figure 5, Employee Lifecycle  
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Effective people practice at each stage of the employee lifecycle — attraction, recruitment, development, retention, and separation — are essential for fostering a productive and positive work environment. At the attraction stage, people practices focus on creating a positive employer reputation that resonates with the right talent and encourages potential candidates to apply. According to Saunders (2021, p.37) in Taylor and Woodhams (2022c), some of the best ways to improve the attraction stage include building a positive reputation and creating a strong employer reputation. However, Watkins (2021, p.19) points out that candidates may be looking for different things in their ideal employer. We use the same sort of process at COPL, where we focus on enhancing our organisational appeal to attract the right talent.

During the recruitment stage, people practice centre around attracting and selecting the right talent, ensuring fairness in the hiring process, and effectively onboarding new employees to set clear expectations and integrate them into the organisation (Waite et al., 2021). The development stage focuses on employee growth through learning opportunities, performance management, and career progression, while providing feedback and recognition to ensure motivation and alignment with company goals (Waite et al., 2021).

The retention stage involves creating a supportive work environment that encourages long-term engagement through employee well-being programs, recognition, and opportunities for advancement. Finally, the separation stage involves managing offboarding processes, conducting exit interviews, and maintaining positive alumni relations, which helps gain valuable feedback and protect the organisation’s reputation (CIPD, 2023).




(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 plays a crucial role in supporting both the organisational strategy and wider people strategies. It ensures that HR practices align with business goals and work cohesively across various HR functions, which is essential for fostering a productive and engaged workforce. Strategic human resource management (strategic HRM) provides a framework that connects people management and development practices with long-term business goals. By effectively integrating strategies such as recruitment, performance, and rewards into the overall business strategy, HR contributes to the achievement of these goals (CIPD, 2023).

In my perspective, to align HR practices with the organisation’s objectives, people practices must be tailored to support the business's direction. For example, if an organisation is focused on growth or innovation, its HR practices should prioritize recruiting talent with the necessary skills to help drive that vision forward. Performance management systems should be designed to align individual goals with broader business objectives, and training and development initiatives should focus on areas that are critical to the organisation's success. 

This integration ensures that all HR practices are working together to help achieve long-term business goals. Additionally, different HR functions, such as recruitment, training, performance management, compensation, and benefits, must be aligned to provide a seamless and consistent experience for employees. For instance, the recruitment process should be linked to performance expectations, ensuring new hires understand the skills and behaviours that the company values. Employee training and development should be directly aligned with performance management systems to support career progression and organisational goals. Similarly, compensation and reward systems should be tied to employee performance, engagement, and retention. Ensuring that all HR functions are integrated creates a cohesive and consistent employee experience, contributing to both individual satisfaction and organisational success (Taylor & Woodhams, 2022c).

By integrating people practices with business strategy, organisations can create a supportive environment that drives employee engagement, strengthens organisational culture, and contributes to the achievement of long-term business goals. (Armstrong & Taylor, 2023).





(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.

An organisation planning to introduce a four-day working week should carefully consider the needs and concerns of both managers and employees throughout the consultation and engagement process. At COPL, we recently went through this process before reaching a conclusion. It involved in-depth discussions with both employees and managers to fully understand their needs, preferences, and potential challenges before any changes were made.
To begin, the people function could initiate consultations with managers across various departments to gather insights into how a four-day working week would impact team dynamics, productivity, and workload distribution. Understanding these perspectives is crucial to ensuring smooth implementation and avoiding any unintended disruptions. After this, focus groups or surveys could be used to engage employees directly, allowing them to share their thoughts on work-life balance, potential benefits, and concerns they might have regarding reduced working days.

In our case at COPL, this process highlighted that two departments, which had less demand compared to others, were more suited for the transition. As a result, these two departments adopted the four-day working week, while their daily working hours were adjusted to ensure the total work hours remained at 40 per week. Additionally, to accommodate employees’ individual situations, we provided various contract variations to suit their specific needs and ensure that they could transition smoothly without any disruption to their financial stability or personal commitments. One of the major benefits of this transition was that employees gained an additional day off each week, which enhanced their work-life balance and provided more time for personal activities, rest, or family commitments. This careful assessment allowed us to tailor the change to meet the needs of the specific departments while considering the overall business demands.

This concept of flexibility is not new, as Atkinson (1984) and the Institute for Manpower Studies introduced flexible working as a means for employers to adapt different forms of flexibility. These are often referred to as task or temporary flexibility, which allows organisations to tailor working arrangements to meet both the needs of employees and the operational requirements of the business (Waite et al., 2021, p.149).

Moreover, it’s important to establish ongoing feedback loops throughout the transition period, allowing for adjustments if needed. This can be achieved through regular surveys or team check-ins to assess how employees are adapting to the new schedule and to identify any issues that may arise. By involving both managers and employees in this decision-making process, organisations can ensure a successful shift to a four-day working week while balancing productivity and employee well-being.
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Our relative importance to others.
How you see yourself and how others see you.

2. Certainty
Our abilty to predict the future
How confident you can be of the future.

3. Autonomy
Our sense of control over events
How much control you have over your lfe.

4. Relatedness

- How safe we feel with others.
How connected you feel to others.
5. Faimess
How fair we perceive the exchanges between
people to be. #——————————
How reasonable you feel decisions involving
you have been.
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