· Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure. (AC 1.1):
Organisational structures define how roles, responsibilities, and authority are arranged within a business to achieve its goals efficiently (Kew,2010). According to(Egelhoff,2017)They provide a framework for decision making, resource allocation, and communication pathways. (Egelhoff,2017)  defines divisional structure as a method to organises employees and resources based on categories such as products, services, markets, or geographic regions. Each division operates as semi-autonomous entity, typically managing its own resources like human resources, finance, and sales making it self-contained and focused. According to (Egelhoff,2017), the divisional structure characterises by Autonomy, market focus, and accountability. Amazon for instance, is an example of divisional structure As it has several divisions like Amazon web services, E-commerce(retail marketplace), and amazon prime videos. Each division operates a semi-independently with distinct objectives, resources, and leadership(Amazon,2024). The divisional structure aims to achieve growth, cater to diverse markets or manage a wide product portfolio as it breaks the organisation into smaller, autonomous units, such as product lines, geographical regions, or customer regions. This alignment ensures that each division focuses on its specific market, driving the organisation’s overall purpose (Galbraith,2014). As a result, teams within divisions focus exclusively on their product or market, fostering deep expertise. However, according to (Galbraith,2014), resources such as HR, IT, or marketing are replicated across divisions, increasing operational costs. For instance, having separate HR teams for each division might lead to inefficiencies. Additionally, divisions may compete for organisational resources, leading to potential conflicts. 
On the other hand, the matrix structure according to (Mullins, 2019) combines functional and divisional elements, employees report to two or more managers. One focusing on their functional expertise and another overseeing a project, product or region. It helps leverage specialised expertise across functions while achieving project or product specific objectives as it allows employees to report to both a functional manager for expertise and career development, and a project or product manager for project delivery(Mullins,2019). This dual reporting relationship ensures that functional knowledge is integrated into project execution. In Starbucks’ for instance, employees may report both functional manager like marketing director and a regional manager for example Asia-Pacific operations lead(Organimi,n.d). According to (Egelhoff, 2017), one of the main advantages of matrix structure is that resources can be allocated where they are most needed. For example, in a construction firms, engineers, architects, and project managers can be assigned to different projects-based priorities. Additionally, employees from different functions work together, fostering innovation and knowledge sharing (Egelhoff,2017). In contrast, employees may face confusion about reporting relationships and responsibilities, in addition to conflicts between functional and regional managers may occur.(Mullins,J.2019). 



· Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. (AC 1.2):
Organisational strategies are influenced by internal business contexts, such as culture, resources, structure, and external factors like market conditions, competition, and regulation (Whittington,2017). (Courtney, R. 2020) suggests that a company’s values and work environment significantly influence strategic decisions, as seen in Google’s culture innovation for instance, which prioritises continuous technological advancements(Wojcicki,2011). Similarly, a firm’s workforce expertise and technological capabilities determine its ability to compete in a dynamic market, for example, Tesla’s investment in AI and automation strengthens its strategic positioning in the electric vehicle(Tesla,n.d). according to (Magretta,2012), Porter’s five forces model helps businesses analyse competition and position themselves strategically as it is particularly useful in highly competitive industries. Admiral insurance company for instance could use it to manage threats like new market entrants and shifting customer preferences, or to adapt pricing strategies to maintain customer loyalty and competitiveness. Another model of strategy formulation and implementation is Mintzberg’s emergent strategy model, it argues that strategy should be flexible and evolve based on real-world feedback rather than relying solely on pre-planned structures(Mintzberg,2009). Admiral insurance exemplifies this by adjusting its telematics pricing models in response to customer driving data trends, rather than following a fixed pricing plan(Admiral Group.n.dB) This approach allows the company to respond quickly to consumer demands, regulatory shifts and market innovations, making it more adaptable in unpredictable environment. 
Admiral insurance’s strategy focuses on building a customer-centric, sustainable business for the long term, it aims to continue doing what they do well while evolving and diversifying its offerings(Admiral Group, n.d). Admiral’s strategy revolves around three core areas, the first one is the Customer-Centric innovation & digital transformation, this could be in the shape of using telematics to tailor premiums based on driving behaviour or implementing AI-driven claims processing for faster settlements and fraud detection, or enhancing its digital self-service options through mobile apps and chatbots to improve customer engagement(Admiral Group,2023) Admiral insurance also offer customised coverage depending on customer’s needs, like add-on breakdown cover, or eco-friendly car insurance to address customer’s needs(Admiral,n.d). The second core area is Risk management & pricing strategy, this could be using big data and AI to asses risk or to set competitive premiums, or flexible payment plans, in addition to adapting prices to meet Financial Conduct Authority(FCA) regulations(Admiral Groub, n.da) The third core area is market expansion & customer retention, which could be leveraging social media and digital campaigns to reach new customers or offering multi-policy discounts and loyalty rewards(Admiral,n.d). 





· Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. (AC 1.3): 
Admiral insurance’s ability to remain competitive and achieve its objectives relies on its capacity to analyse and adapt to both internal and external factors. Analytical tools such as PESTEL and SWOT enable businesses to asses the market and competitive dynamics(Kotler&Keller,2016). For example, in the insurance sector, demographic shifts like an aging population and urbanisation, influence product demand. Technological advances like telematics and artificial intelligence (AI) have transformed service emphasizing digital-first strategies (Admiral Group,2023). According to (Nabarro,2024), the car insurance industry is highly sensitive to economic fluctuations, including interest rate changes, inflation, and evolving consumer behaviours. These factors affect pricing, profitability, and claims costs. Higher interest rates can boost investment income, strengthening Admiral’s financial position.(Eling&Scheiser,2010). However, increased borrowing costs may reduce consumer spending on discretionary products such us add-ons.  As a result, Admiral must balance competitive pricing and investment strategies to remain profitable when interest rates fluctuate. According to (Swiss Re institute,2022), Inflation directly impacts vehicle repair costs, replacement parts, and medical expenses, leading to higher claim payouts. As the cost of repairs rises, Admiral must adjust premiums to cover losses, but excessive price hikes risk customers loss. (Fischer&Schlueter,2022). Additionally, consumers increasingly demand flexible, digital-first solutions and personalised pricing models. Younger tech-savvy customers prefer seamless online experiences for purchasing policies and managing claims. Admiral has responded by investing in its digital platforms and online chatbots for quicker responses(Admiral Group,2023). Additionally, Usage-based insurance (UBI) powered by telematics and AI in Admiral’s policies allow customers to pay based on driving behaviour, making pricing more dynamic and fair. According to (Cummins&Phillips,2005), Government policies and legal regulations further shape organisational priorities, with the Financial Conduct Authority (FCA) enforcing transparency and compliance. Admiral ensures fair pricing strategy by ensuring that loyal customers are not charged unfair renewal premiums, and adapting to environmental standards, such as offering green insurance policies for electric vehicles. Post-Brexit regulations also necessitate adjustments to ensure access to EU markets.(European Commission,2023). 
Admiral can focus on short-term strategies like dynamic pricing adjustments, AI-driven claims processing and customer loyalty programs to boost retention. Whie continue working on long-term strategies such as investing in telematics, expanding digital transformation and aligning with regulatory changes to ensure sustainable growth(Admiral Group, n.dA). 

	In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work. (AC 1.4):
Artificial intelligence (AI) is playing an increasingly transformative role in insurance sectors, Including in admiral insurance. By enhancing its operational efficiency, customer experience, and decision-making processes. This aligns with its commitment to innovation, customer satisfaction, and long-term market competitiveness (Admiral Group,2024). For instance, in underwriting, AI algorithms analyse vast datasets, such as driver histories, claim records, and risk factors to evaluate risks with remarkable accuracy. This ensures fair and competitive pricing while reducing human error and administrative delays (ForMotiv,n.d). Tailored insurance premiums, derived from this advanced analysis, meet customer expectations for personalisation while also enhancing the company’s operational efficiency (Henckaerts et al., 2021). furthermore, Admiral uses AI-driven chatbots to handle routine inquiries, allowing human agents to focus on complex customer needs which in result enhances customer service experience. In addition, it uses AI-driven monitoring detects and prevents data breaches and fraudulent activities securing customer information(Admiral Group.2023). 
AI’s impact on Admiral’s workforce has been profound with significant improvements in employee efficiency and role evolution. Tasks previously dominated by repetitive processes, such as data entry, claims assessment and routine customer interactions, are now automated, and this according to (McKinsey & Company,2021) will allow employees to engage in higher-value activities such as strategic decision-making and personalised customer support. For example, Admiral’s data analysts can focus on developing predictive models for customer retention rather than manually processing policy adjustments. However, these advancements also pose challenges, particularly concerns about job displacement role heavily reliant on manual processes. Admiral addresses these issues through reskilling and upskilling initiatives, ensuing employees adapt to the changing technological landscape and can work collaboratively with AI systems(Admira Group,n.dC) This fosters a culture of growth and innovation, demonstrating a forward-thinking approach to workforce management. 
The influence of AI extends beyond operational efficiency to worker wellbeing and collaboration. On the positive side, AI supports remote working by enabling advanced tools for productivity monitoring and workflow optimisation(Westerman et al.,2014). Insurance companies nowadays use AI-powered analytics to track productivity trends, enabling managers to identify areas of improvement while supporting a better work-life balance for employees(Taradfar et al.,2019). However, “always-on” technology risks blurring the boundaries between work and personal life, potentially contributing to stress or burnout. Admiral mitigates these risks by implementing policies such as scheduled breaks, clear expectations for after-hours communication, and wellness programs designed to maintain employee morale(Admiral Group, n.dD). 
· Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1):
According to (Schein,2010), Organisational culture influence decision-making processes, communication styles, and levels of innovation within an organisation. (HRC online,2024) categorises Charles Handy’s model into four distinct types: Power, Role, Task, and Person cultures. Power culture centralises authority within a few individuals or single leader, often resulting in quick decision-making and strong leadership(Management Courses,2021). This type of culture is prevalent in family-run businesses or small entrepreneurial firms, where flexibility and fast responses are required. However, it can also lead to limited delegation, lack of employee autonomy, and excessive dependence on key decision-makers. 
Role culture in contrast, is characterised by hierarchical structures, clearly defined responsibilities, and formal procedures(HRC online,2024). It is commonly seen in government agencies and multinational corporations, where stability, efficiency and predictability are prioritised. While this culture ensures consistency in operations, it may stifle creativity and innovation due to rigid structures and slow decision-making processes (business.com,2014). Task culture, on the other hand, is goal-oriented and problem-solving in nature, placing emphasis on teamwork and expertise. It is often found in consultancies, project-based organisations, Where collaboration takes precedence over hierarchy. According to (Management Courses,2021), it fosters adaptability, innovation, and employee empowerment, yet it can lead to power struggles or role ambiguity if team responsibilities are not well-defined. Finally, person culture values the individual above the organisation and is frequently observed in professional environments such as law firms and research institutions. While this culture supports personal development and job satisfaction, it may lack a collective vision and struggle with alignment toward organisation objectives(business.com,2014). 
In contrast to Handy’s structural approach, David Rock’s SCARF theory according to(Brown,2018) focuses on the neurological and psychological basis of human behaviour in the workplace. Identifying five key social domains that influences motivation: Status, Certainty, Autonomy, Relatedness, and Fairness. Status refers to an individual’s need for recognition and value within their professional environment, affecting confidence and engagement levels(Brown,2018). Certainty emphasises the importance of predictability in job roles and career paths, reducing stress and improving performance. Autonomy, a critical component of job satisfaction relates to an employee’s sense of control over their work and decision-making, with research showing that higher autonomy leads to greater motivation and job commitment(Roberson et al. 2017). Relatedness focuses on social connection and workplace relationships. Reinforcing the need for team cohesion and trust to enhance collaboration. Lastly, fairness highlights the significance of transparency, equity and ethical treatment in fostering employee loyalty and organisational commitment(Brown,2018).
The interplay between Handy’s cultural typologies and Rock’s SCARF model demonstrates the multi-dimensional nature of organisation culture and motivation(Bass&Riggio,2006).  While handy’s framework provides insights into how hierarchical structures and work environments shape organisational behaviour, Rock’s Scarf model delves into individual psychological needs that drive employee engagement and satisfaction. 
· Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar) (AC 2.2):
Employee selection and development play a crucial role in shaping the organisational culture and behaviour at Admiral insurance. As a people centric organisation, Admiral places significant emphasis on recruitment and development strategies that foster inclusivity, engagement, and high performance(Admiral4,nd). These practices shape employees’ values, beliefs, and attitude, influencing overall organisation behaviour and effectiveness. The selection and development process plays a fundamental role in ensuring alignment with Admiral’s core principles of transparency, collaboration and customer focus which contributes to a thriving workplace culture(admiral Group, n.dB)
Admiral’s recruitment process is strategically designed to ensure that candidates align with the organisation’s values, emphasising cultural fit alongside technical skills(Admiral Group,n.dE). Research suggest that organisations that recruit employees based on both competencies and cultural alignment experience higher retention rates, stronger workplace cohesion, and improved performance(AASBC,2024). For instance, Admiral actively promotes diversity and inclusion culture through structured interviews and competency-based assessments reducing biases in hiring decisions. This approach aligns with (Roberson et al 2017), who argue that inclusive recruitment enhances employee trust, engagement, and innovation. By ensuring that hiring practices reflect openness and fairness, Admiral strengthens a culture where employees feel valued and respected, reinforcing collaborative behaviours(Hofstede,2001).
Furthermore, Admiral implements behavioural interviews and situational judgment test to asses whether candidates exhibit value such as customer-centricity and teamwork, key drivers of the company’s service-oriented culture(Admiral Group, n.dB). for example, In assessing a candidate for  a customer service role, recruiters might use real-world scenarios to evaluate their problem-solving and interpersonal skills. This method ensures that new employees not only possess the necessary expertise but also embody the values that define admiral’s culture.
The selection process at admiral extends beyond hiring individuals, it establishes a foundation for long-term cultural development. Employees who share the company’s ethos are more likely to engage in behaviours that promote collaboration, customer engagement, and ethical decision-making(Admiral Group, n.dE). For instance, by integrating diversity-focused recruitment policies, Admiral fosters an inclusive environment that welcomes diverse perspectives, enhancing creativity and problem-solving within team. This cultural alignment ensures that employees operate within a shared framework of values, promoting workplace harmony and strengthening organisational identity(Shore et al.,2011).
By embedding values-driven recruitment into selection processes, Admiral ensures that employees are not just skilled professionals but also active contributors to a positive organisational culture(Admiral Group, n.dB).  the integration of inclusive hiring, structured selection criteria, and focus on cultural fit reinforces workplace engagement, collaboration and long-term business success. 

· An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change. (AC 2.3):
Kotter’s eight-step model is a structured way to manage change as it provides a framework for manging organisational change effectively by addressing employee concerns, fostering commitment, and embedding new working practices into corporate culture(Taylor & Woodham,2013). the first stage, creating a sense of urgency, involves clearly communicating why hybrid work is essential for the organisation’s long-term success. Employees who have adapted to remote work may be hesitant to return to the office, so leaders must highlight the benefits of in-person collaboration, such as knowledge-sharing and team cohesion. 
To build momentum, the organisation must form a guiding team consisting of influential mangers and employee advocates who support hybrid work. These individuals will act as change champions by addressing concerns and promoting the benefits of the transition (Cameron&Green,2019). For example, HR can provide solutions for commuting concerns, while team leaders can highlight how hybrid models have increased efficiency in other organisations. The company must define clear vision of what success looks like and steps to achieve it. such as work on-site for a minimum of two days per week, while maintaining flexibility for different roles and departments. This vision should also include logistical support and policies that address work-life balance. Communication is critical at this stage(Cameron&Green,2019), as leaders must ensure employees understand the vision and feel supported. Multiple communication through meetings, emails, and Q&A sessions, should be utilised to create transparency and engagement. 
According to (Cameron&Green,2019), Removing obstacles that hinder the transition is essential to empower broad-based action. Employees may experience logistical or technological challenges when returning to the office, so providing resources such as upgraded meeting room technology and ergonomic workstations. Generating short-term wins is important for building confidence and validating the change. Additionally, leaders should measure success by collecting employee feedback and use it to refine the transition, ensuring continuous improvement. To anchor hybrid work into the company’s culture, it must be integrated into policies, performance management, and leadership expectations(Taylor&Woodham,2013). Embedding hybrid working into organisational structures and ensuring that managers lead by example will solidify the change as a sustainable, long-term strategy. 
· Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4):
Change is a deeply psychological experience that impacts employees differently depending on their readiness, emotional resilience, and perception of the transition. According to ((Smaldone & Uzzo,2013), the Kubler-Ross change curve originally developed to explain the emotional stages of grief, has been widely adapted to understand how individuals experience organisational change. It consists of five primary stages: denial, anger, bargaining, depression, and acceptance. It helps leaders manage change by recognising employees’ emotional responses, allowing empathy and support. One advantage is that it provides a clear structure, helping managers predict resistance and address concerns effectively. For example, during a company downsizing, employees may go through denial, which managers can address with open communication. However, a disadvantage is that change is not always linear, some employees skip stages or regress.(Taylor&Woodham,2013).
In the context of moving from remote work to hybrid model, employees may initially experience denial, believing that the change is unnecessary. This aligns with Tannenbaum and Hanna’s (1985) three-stage model, which suggests that employees first react by resisting change before moving toward understanding and eventual commitment. As the transition progresses, employees often enter the anger stage, where they express frustration over disruption to their established routines(Taylor&Woodham,2023). According to Spencer and Adams’(1990) seven stage model of change, resistance emerges when employees feel a loss of control or when the rationale for change is unclear. Some employees may resent the additional commute time, the loss of autonomy, or the perceived lack of consultation. According to (CIPD,2024A), this is where effective leadership intervention is crucial as Leaders must acknowledge employee concerns, provide clear communication, and offer practical support. This could be flexible scheduling for instance, or financial incentives for commuting to ease the transition. The bargaining stage follows, where employees attempt to negotiate their way through the change by proposing alternative solutions, such as fewer required office days. This stage presents an opportunity for management to demonstrate adaptability and responsiveness by implementing policies that balance business needs with employee preferences(CIPD,2024A).
The most challenging phase is often depression, where employees may feel unmotivated, disengaged, or uncertain about the future(Taylor&Woodham,2023).This aligns with the coping cycle model, which describes how individuals process disruption before regain stability. If left unaddressed, low morale and decreased productivity can take root. Support mechanisms, such as well-being programs, peer mentoring, and transparent feedback loops, are critical in helping employees regain confidence(Cameron&Green,2019). When employees feel heard and supported, they are more likely transition into the final stage of acceptance, where they adapt to the new normal and begin to appreciate the advantages of the hybrid model. According to (Cameron&Green,2019), Readiness for change is largely influenced by organisational culture and leadership approach. Spencer and Adams (1990) argue that organisations with a strong foundation of trust and employee involvement navigate change more smoothly than those that impose transitions without consultation. 
(Cameron&Green,2019) suggest that resistance to change is a natural human response, but it can be mitigated by proactive communication, employee empowerment, and strategic change management. Leaders who anticipate emotional reactions and tailor support mechanisms accordingly can accelerate acceptance and reduce disruption(CIPD,2024A).
· The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy.  Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5)
Employee wellbeing refers to the physical, mental, and emotional health of employees. It directly influences motivation, job satisfaction, and organisational productivity. (CIPD,2023) reports an increasing recognition of its importance, yet 47% of organisations lack structured wellbeing strategy, leading to higher absenteeism, stress, and disengagement. The CIPD (2023) defines good work as roles that provide fair pay, job security, career development, and a supportive work environment. When organisations integrate wellbeing initiatives, such as flexible work arrangements, mental health support, and professional growth opportunities, they foster higher job satisfaction, increased motivation, and long-term retention(CIPD,2023). 
From an employee perspective, wellbeing enhances physical and mental health, creating a sense of belonging and purpose. (Taylor&Woodham,2022) highlight that employees who experience autonomy, competence, and relatedness are more likely to be engaged and productive. In contrast, high-pressure environments that neglect wellbeing, such as Amazon’s warehouses, have led to reports of excessive surveillance, unrealistic targets, and high turnover rates due to stress and burnout(Time,2023). Moreover, insufficient wellbeing support can diminish employee capability. When workers are constantly stressed or unwell, their cognitive functions, creativity, and decision-making abilities decline, hindering organisational growth. The NHS 2022 staff Survey also found that 46% of employees felt unwell due to workplace stress, illustrating the consequences of failing to prioritise wellbeing(NHS Providers,2023).
From an employer perspective, investment in wellbeing reduces absenteeism, improves efficiency, and strengthens employee loyalty. According to (Taylor&Woodham,2022), employees are motivated when they perceive that their effort leads to meaningful rewards. Companies such as Microsoft, which actively support mental health, career development and flexible work, consistently report higher engagement and lower attrition rates(Microsoft, 2024). Furthermore, effective wellbeing strategies including workload balance and supportive leadership, prevent workplace conflicts and toxic cultures. according to(Giga et al.,2023), such environments foster impoverished relationships, as employees are less likely to engage positively with colleagues, increasing the risk of interpersonal conflict and stress. 
In essence, embedding wellbeing into workplace policies is not just a moral obligation but a strategic business decision. It transforms the workplace into an environment where employees thrive, fostering innovation, collaboration, and sustained organisational success(Rees&French,2016).
· Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle. (AC 3.1):
The employee lifecycle represents the entire journey an employee takes within an organisation, from the initial attraction phase to post-employment connections. According to (Cattermole,2019), Understanding this cycle allows organisations to create effective strategies that enhance talent acquisition, employee engagement, development, and long-term organisational success. The lifecycle consists of attraction, recruitment, onboarding, development, retention, and separation, which each stage requiring strategic input from people professionals to ensure fairness, inclusion, and long-term workforce stability(Cattermole,2019). 
During the recruitment stage, people professionals play a crucial role in ensuring the organisation attracts the right talent by designing inclusive job descriptions, applying fair selection methods and strengthening employer branding. 
A strong employer brand, as seen with companies like Goole and Unilever, enhances talent attraction by promoting corporate values, workplace culture, and career growth opportunities(Mutant,2023). Many companies now adopt AI-driven recruitment tools to ensure unbiased hiring decisions, improving diversity and inclusion. For examples, Vodafone uses AI-powered screening software leading to diverse workforce while ensuring compliance with employment laws(Unleash AI,2023, By implementing structured and fair hiring practices, organisations align recruitment with business strategy, fostering long-term success. 
The development stage plays a crucial role in employee engagement and retention by fostering skills and career progression. Companies like Admiral insurance invest in leadership development programs to prepare employees for internal promotions, reducing turnover and fostering a strong internal talent pipeline(Admiral Group5,nd). Research by (Phyu, et al. 2023) found that employees with clear career progression pathways are twice as likely to remain with their employer. Organisations such as PwC offers career coaching, digital learning platforms, and mentorship programs, helping employees gain future-ready skills while feeling valued and invested in their organisation(PwC,n.d)
At the separation stage, people professionals ensure a smooth, respectful, and legally compliant transition for departing employees(Cattermole,2019). This involves exit interviews to help understand why employees leave, allowing them to improve retention strategies. Handling final pay settlements efficiently ensures compliance and fairness. Companies like Microsoft maintain alumni networks, keeping positive relationships with former employees, fostering future collaboration and rehires(Microsoft Alumni Network, n.d). according to (Cattermore,2019),Managing separation carefully helps organisations maintain morale, reduce disruptions, and protect their reputation. For instance, Netflix offers severance packages and career transition services, ensuring employees leave on positive terms while strengthening its employer brand(Netflix,n.d).  
· Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2):
People practice is fundamental in supporting organisational strategy by ensuring that HR initiatives align with long-term business objectives (vertical integration) while maintaining consistency across various HR functions (horizontal integration) (Institute for employment studies,2019). According to (Gerhart,2007), These integrations enhance organisational efficiency, agility, and long-term sustainability by embedding people-enteric approaches into the business model.  The Harvard and Michigan models further shape how HRM integrated into strategy. The Harvard model, with its soft HRM approach, focuses on employee well-being and engagement, reinforcing horizontal integration by ensuring cohesion between functions like L&D and employee relations. Conversely, the Michigan model, following a hard HRM approach, strengthens vertical integration by aligning HR policies with corporate goals, ensuring workforce efficiency and performance-driven decision making(Charted College,2022). This distinction highlights how different HR strategies can influence organisational success depending on whether people-centric development or business-driven performance is prioritised. 
Vertical integration refer to the alignment of HR strategies with corporate goals, ensuring that people management directly contributes to achieving business success(Armstron&Taylor,2020). (Gerhart,2007) argues that in organisations prioritising innovation and digital transformation, HR must facilitate strategies that attract and retain creatively driven employees. Companies like google and Tesla integrate people practices with their innovation-driven strategy by focusing on recruiting top talent, fostering continuous learning, and promoting a culture of experimentation. Effective vertical integration also encompasses policy development, workforce planning, and compliance with employment and regulations, ensuring that HR policies reflect both strategic business needs and legal obligations(CIPD,2023). 
Beyond compliance and talent management, (Armstrong&Taylor,2020) elaborate on the vertical integration crucial role in enhancing organisational agility and resilience. In rapidly evolving industries such as financial services and technology, workforce adaptability is essential for maintaining competitive advantage. Companies that align HR practices with strategic objectives create a workforce capable of responding to market changes and technological advancements, as seen in Amazon’s continuous workforce upskilling initiatives, which support its e-commerce and cloud computing expansions(Amazon Web Services, n.d.)
Horizontal integration, on the other hand, according to (Gerhart,2007), ensures that different HR functions such as recruitment, learning and development(L&D), performance management, and employee engagement are connected to create unified approach. For instance, if recruitment strategies are not aligned with onboarding and L&D programs, new hires may struggle to adapt to their roles, reducing retention rates and productivity. Organisations like Unilever ensure that recruitment, onboarding, and career development programs like Future-Fit, which supports employees in building skills aligned with their purpose and leadership behaviours(Unilever,2019). These programs contribute to reduced turnover and enhance engagement. 
Furthermore, horizontal integration according to (Ulrich et al., 2017), fosters cohesive workplace culture by linking employee engagement initiatives with diversity and inclusion strategies. Admiral insurance, for example, integrates employee engagement programs with diversity-driven hiring and leadership training, ensuring an inclusive and equitable work environment(Admiral Group5 (n.d). By effectively integrating vertical and horizontal HR strategies, organisations can create resilient, motivated workforce that is aligned with corporate goals while ensuring consistency in people management practices(Armstrong&Taylor,2020). 

· An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. (AC 3.3):
When organisation transition from a five-day to a four-day workweek, the people function plays an important role in ensuring the change is effectively managed and aligned with both business objectives and employee needs. According to (Jeffery.N.,2009), Successful implementation of change depends on comprehensive consultation progress, engagement with stakeholders, and continuous evaluation. A strategic approach to stakeholder engagement mitigates resistance, fosters collaboration, and ensures long-term sustainability(Armstrong&Taylor,2020). 
consultation is crucial in managing change effectively, ensuring that all stakeholders’ concerns are addressed. According to Acas(2024), consultations can be either informal or formal, depending on the scale of the change. Informal consultation involves discussions, surveys, and focus groups to gather feedback, while formal consultation includes structured meetings with employee representatives or trade unions. A people-centric approach, which prioritises open dialogue and employee well-being, fosters trust and enhances engagement, leading to smoother implementation(Hodges,J.,2024). Surveys provide quantitative insights into workforce readiness and expectations. By collecting anonymous feedback, employees will feel comfortable expressing genuine concerns. Surveys can also highlight employee perceptions of workload distribution, potential stressors from compressed hours, and any impact on personal responsibilities (Friedman,2022). Similarly, a tailored surveys for managers may reveal operational challenges, such as scheduling complexities and coverage gaps. Focus groups complement surveys by offering deeper qualitative insights. A study by Perkins&White (2011) found that structured discussions allow employees to explore practical concerns, such as whether a Monday-Thursday model or staggered schedules would be more effective. Additionally, managers can discuss how to maintain customer service levels and avoid burnout from extended shifts. For example, Iceland’s large-scale four-day workweek trial used focus groups to refine its implementation, ensuring workload remained balanced while enhancing job satisfaction(Haraldsson&Kellam,2021). 
one-on-one interviews with department heads and HR leaders, offer detailed insights into operational challenges. For example, during Microsoft Japan’s four-day workweek trial, managers highlighted concerns about project deadlines (Tavares,2021). promoting HR to implement automated workflows and flexible scheduling to maintain productivity before implementing the change. 
According to (CIPD,2024), Ongoing engagement ensures continuous adaption and improvement, using regular check-ins & surveys help refine policies. If workload stress arises, HR can implement job redesign or automation tools like AI scheduling software. For instance, pilot programs such as Unilever New Zealand’s 12-month trial test feasibility before full rollout(KPMG,2022), which results in helping HR identify challenges, adjust strategies, and prevent large-scale failure. such programs provide a real-time data, enabling HR to ensure a successful long-term transition.
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