AC 1.1
The framework of a company can be classed as an organisational structure which is the foundation of a business. Defining the positions of individuals, responsibilities, who they report to, how they fit into the bigger picture, enabling alignment with the company culture which can enhance business success (Schooley, 2017). 
Organisational structures can appear in multiple variations, two examples include: 
Divisional structure is normally used among larger companies as it can divide a business to support organisational growth, global expansion, new innovations and products. Thus, enabling the focus to be on a particular market, specific product, region or service.
The divisional   structure  may  be   considered  an  extension   of  the  product   form  but  with  much 
greater responsibility and scope of control for the general manager.  In this form, an individual is  
William G. Ouchi, The M-Form Society (New York:  Avon, 1984).
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placed in charge of a “business” that may be defined by product group or location or clusters of  
products.   These  divisions  typically  will   be   responsible   for   their   own   business   from  start  to 
finish, including financing, raw materials, manufacturing, and sales and marketing.
Advantages in using this structure benefit from greater freedom in allocating resources and enabling accountability to each division, based on their performance. Encouraging collaboration and the emphasis of customer needs and preferences (Pitts and clawson2, 2008). However, disadvantages can include the lack of communication between each division, with too much focus on their own work. Leading to a lack of collaboration and increased costs arising from the duplication of resources (Pitts and clawson2, 2008).  
Emerging from the aerospace industry the Matrix structure contradicts traditional management principles, supporting the creation of cross-functional teams whilst addressing specific needs. Overlapping with two or more reporting lines, it requires high levels of trust, communication, negotiation, and teamwork. Supporting agile project managers with complex assignments, increasing efficiencies, enabling employees to utilise their skills in diverse roles (Elezaj, Morina and Kuqi, 2020). Advantages include increased autonomy in teams, flexibility and the decentralisation of decision making. Enabling cross functional collaboration, the opportunity to learn new skills from other members of the team whilst boosting productivity. 
Disadvantages include a complex environment where conflict could arise, resulting in dual reporting lines causing confusion and be expense (Elezaj, Morina and Kuqi, 2020).
Conclusion - Depending on organisational size, market and complexity:
Divisional structure is often adopted by larger organisations who are expanding geographically, enabling regional divisions to provide products or services to specific cultures and locations (Mintzberg, 1993). 
Matrix culture more suitable for complex projects that require cross-functional expertise, facilitating various projects with the allocation of specialised resources, emphasising its adaptability (Galbraith, 1971).  

AC 1.2
SRA is a long-standing executive recruitment specialist. To enable customer needs to align with the services of a specialist executive recruitment business, a clearly defined organisational strategy is vital to enable long-term success in areas of customer satisfaction, sustainable growth and competitive advantage (Kotler & Keller, 2019). SRA considered both the expectations of clients and senior candidates when aligning talent acquisition strategies, industry knowledge and client engagement (Armstrong & Taylor, 2020).
To strengthen reputation in the market, strong consideration was given to client expectations, relationships and satisfaction. As an executive recruitment business, tailored client engagement, market research and candidate pipeline were strongly emphasised in developing the organisational strategy, enabling the matching of candidates with the positions best suited to their career aspirations, personality and expertise (Keller & Meaney, 2017). The impact of not aligning the strategy can lead to client dissatisfaction, misaligned candidates and reputational damage. With economic climate, market trends, salary expectations and candidate shortages heavily impacting the industry, it was essential to pivot to remain competitive and meet demand (Boxall & Purcell, 2016).
However, considering the pace of technology, AI is transforming recruitment in areas of identifying candidates, creating job descriptions, streamlining the onboarding process, behavioural assessments and analytics, to improve employee retention and placement accuracy. Enabling the use of data-driven technology to meet client and candidate expectations whilst supporting the decision-making process (Chamorro-Premuzic et al., 2018). On the other hand, consideration needs to be given to concerns around data privacy, transparency and bias, excessive dependence on AI without human intervention may lead to unintended biases in the recruitment decisions. 
With the focus on strong long-term client and candidate relationships, industry experience and an adaptable recruitment strategy to support client needs we were able to drive business growth and enhance the brand reputation to drive business growth (Torrington et al., 2020).

AC 1.3
SRA experienced the global impact of higher interest rates particularly in the hiring of senior executives, creating uncertainty in the market which impacted investment in talent often leading to the withdrawal of recruitment opportunities. With the cost of borrowing increasing, business expansion and growth were reduced, therefore adjusting strategies and remaining agile were critical (Mankiw, 2021; Brigham & Ehrhardt, 2022). 
Priorities include the benchmarking of salaries, insights into the candidate landscape and economic observations to support recruitment decisions. With rising inflation, it affects both candidates and client organisations, reducing the spending power it can lead to increased salary demands for applicants and financial strain with increasing operational costs for clients. Resulting in client budgetary restraints which may impact salary increases, creating difficulty in recruiting talent and therefore lengthening the process (Blanchard, 2021).  
Priorities include remaining competitive, refining cost efficiency, addressing candidate job security and salary through strategic engagement.   
Whist the impact of a competitive market can increase pressure on recruiters, resulting in 
disruption and the questioning of their value. In-house talent acquisition teams have emerged, with AI recruitment technology facilitating the capability to identify candidates, creating of job specifications and advertisements (Parry & Tyson, 2021). 
Priorities include adding value beyond the traditional recruitment experience, demonstrating a more personalised approach whilst developing the client relationship.  

AC 1.4
AI is a specialised area of technology that is focused on replicating human intelligence and capability in areas of learning, decision-making and reasoning. But it is dependent on input and design from experts and gains knowledge by learning from algorithms, data and patterns whilst adapting over time (Russell and Norvig, 2020). 
AI has been utilised in a variety of ways at a previous workplace, to enhance efficiency and drive growth. These were in areas of recruitment, where it enabled the creation of job specifications and advertisements. Narrowing down the most suitable candidate CVs based on a carefully predefined criterion. Consequently, reducing time and cost. However, human attention needed to be given to assess the fit and personality of each pre-selected candidate (Kaplan and Haenlein, 2019). Also, the onboarding and induction process could be accessed by an online portal, here you were expected to upload all relevant documentation and complete online forms. It incorporated a variety of videos which introduced the company and its history, highlighting their purpose, culture and growth. Company policies and procedures on health and safety, diversity and inclusion (Daugherty and Wilson, 2018).  
Ongoing training programmes was introduced to highlight government changes regarding employment, pensions and compliance. Specific tutorials focused on client driven expectations and requirements. Skills development and job specific training. The advantage of learning at your own pace enabled the company to track and measure training outcomes (Brynjolfsson and McAfee, 2017). When considering the impact AI has on work, employers should embrace AI into the workplace but ensure it is the right solution for their challenges. As advances in AI continue, the UK job market will be significantly influenced. With its ability to boost productivity, save time, develop higher-quality jobs and benefit a broad range of people. It can streamline tasks, improve learning and development, working conditions and enhance capabilities, driving economic growth (West, 2018). 
A contrasting perspective shows how AI can negatively impact bias in the decision-making process. With access to large amounts of data, it is open to perpetuate employee privacy and security. They can be costly when considering the integrating, developing and maintenance of the system. Furthermore, employees may not have the skills for technology-enhanced positions resulting in substantial funding in training and development (Sharps, 2024). HR could play a pivotal role in leveraging AI in business by boosting efficiency, supporting continuous learning and upskilling of employees. Reducing administration by streamlining processes, recruitment solutions, enhancing decision making and promoting transparency to reduce uncertainty in the workforce. Even with some displacement expected, AI can also improve the demand for emerging roles and job matching processes. As the workplace evolves, HR could enhance inclusivity and innovation by utilising AI (Guest, 2024).  

AC 2.1
Organisational culture refers to the shared behaviours and actions of individuals within a business. Which can significantly impact employee performance, efficiency and attitudes (Praveena and Fonceca, 2023). HR can often be an instigator of change and should ensure policies align with the companies’ values and practices. Creating a collaborative, engaging culture that will influence employee engagement, attitudes and performance (Praveena and Fonceca, 2023). Charles Handy’s model outlines four distinct types of cultures that can exist in organisations. Assisting leaders in shaping a culture that creates innovation, organisational success and employee engagement (Handy, 1993). 
Power culture – Normally associated with small businesses or startups, decision making is quick as the power is in the hands of one or a few individuals. Offering a fast-decision-making process and flexibility. However, it can lack autonomy with a risk of authoritarianism.  
Role culture – The most appropriate for larger organisations with a hierarchical structure which thrives on procedures. With clearly defined roles, employees have distinct job descriptions, development/career plans which result in stability. It can however lead to a lack of innovation and resistance to change.   
Task culture – Suitable for project-based or research organisations. Where a more structured approach is formed based on specific tasks or projects. Teams are created to work collaboratively to achieve targets, and power is distributed based on expertise. This culture can lead to blurred lines of authority and potential conflict (Handy, 1993).   
Person culture – Normally seen in academic institutions and consultancies. Centred around individuals and not the organisation. Creating a culture of expertise and individuality. However, employees are seldom loyal and lack coordination with difficulty in achieving goals (Praveena and Fonceca, 2023).
To understand the social dynamics of human behaviour and decision making in supporting HR practice. Can impact the motivation and demotivation of employees and highlight how they should be appropriately managed.  David Rock’s scarf theory consists of five components, which provide an insightful viewpoint of behavioural traits in areas of collaboration, motivation and organisational change. Rock combined his concepts into the SCARF model and quoted “You can think about change in terms of how it’s going to affect people’s status, their sense of certainty, their sense of autonomy or control, their sense of relatedness and their perception of fairness” (CIPD, 2017). 
Status – These are strong motivators who learn and develop to elevate their status, resulting in promotion. However, care needs to be considered when conducting performance reviews and feedback as it can provoke a threat and put them on the defensive. They thrive on praise, their contribution and value for their survival. Status can be increased not just by promotion which can prove costly but in HR practice the implementation of a recognition programme could create opportunities. 
Certainty – These individuals experience familiarisation, making it easier for them to complete multiple tasks. However, a threat or an absence of certainty, could lead to bad decisions, a loss of interest and isolation. To alleviate this, it is important to be open and transparent when sharing business plans, strategies and change. HR could offer career paths to progression, transparent communication and clear goals (Rock, 2009).  
Autonomy – A sense of control and freedom in making their own decisions, to have flexibility, work-life balance and the ability to organise their own work. Care needs to be taken when support or managing these types of employees. Being micromanaged with rigid instructions or control can increase stress levels and trigger a threat response. HR could impact this area by encouraging flexible working and engaging employees in decision-making (Rock, 2009).
Relatedness – As social creatures we thrive on engagement, connection, empathy and trust. We make assumptions when meeting people and the brain can make quick distinctions. To create healthy working relationships, consideration needs to be given during collaboration, engagement and the creation of teams. As loneliness, isolation and the feeling of being cut off from social interaction can evoke stress and trigger a sense of threat. By creating an environment of inclusion and engagement with mentoring programmes and team -building activities, HR can enable individuals to perform at their best (CIPD, 2017).  
Fairness – Having a strong sense and belief where motivation can be increased when employees experience trust and fairness in an organisation. Acting ethically and remaining transparent in sharing information can boost loyalty and maintain employee commitment.  Favouritism, unfairness or a closed team or network can have a significant effect on business culture. Addressing biases and implementing equality around policies and procedures, HR could make a significant impact (Rock, 2009). 

AC 2.2
SRA is an executive recruitment specialist who recognised the importance of employee selection and how it can play a crucial role in shaping organisational culture, value and behaviour. Aligning company values, work ethic and culture with a strategic selection process, created a results-oriented work environment (Armstrong & Taylor, 2020). Enabling the business to recruit individuals who not only had relevant experience but more importantly fit within the company culture, ensured collaboration and engagement. 
Embedding structured selection methods reduced turnover and included psychometric testing, competency-based interviews, cultural fit and behavioural interviews which maximised the benefits of employee selection (Torrington et al., 2020). Whilst diversity and inclusion considerations enhanced the workplace culture and promoted positive and ethical behaviour (Bratton & Gold, 2017). Additionally identifying top-tier candidates boosts company reputation, business growth and customer confidence (Beardwell & Thompson, 2019). However, bad recruitment decisions can lead to high turnover, reduce morale and disrupt the workplace, influencing efficiency (Mullins, 2016).





AC 2.3
When navigating change in a business, it can prove to be extremely challenging. To support the process many organisations now consider using structured change management models (Olmstead, 2019). Through studying numerous business leaders, which revealed recurring factors that contributed to the successful delivery of change. Dr John Kotter’s approach is considered the most widely recognised research-based strategy. It can accelerate change by assisting and guiding you to overcome challenges, minimise resistance and engage the workforce to achieve successful transformation. The framework can navigate you through strategic preparation and planning, with the capacity to evaluate strengths and weaknesses (Olmstead, 2019). 
Following the impact of Covid, many employees were either fully remote or hybrid with minimal workplace engagement. This can reduce employees’ sense of belonging and negatively impact mental health (Wyatt, 2024).
Kotter’s 8 Step Model can show how effective the structured framework can be, when implementing a change to hybrid working. 
1 - Create a sense of urgency – Motivate and encourage communication with employees at all levels, to understand the need for change. Emphasising a shared and exciting vision. 
2 - Build a guiding coalition- Create a diverse team who have varying viewpoints, capable of co-ordinating, sharing and engaging with staff effectively. Identify a range of perspectives and potential challenges to develop a more inclusive environment (Wyatt, 2024). 
In a workforce a return to work is beneficial as it creates a sense of community and wellbeing. It enables communication and face to face collaboration of employees to a common goal which is fundamental in an organisation. Consider how live interaction could create spontaneous ideas, transfer of knowledge and self-development (Wyatt, 2024).
3 - Form a strategic vision – Outline a clear and shared vision, emphasising how this can be beneficial and align these with organisational goals. Focus on motivation, participation and how things will be different.  
4 - Enlist a volunteer army – With a shared purpose, individuals come together and make a difference.  
5 - Enable action by removing barriers – Establish an open, honest and engaging culture to successfully create a collaborative workforce, united in forging a common goal. 
6 - Generate short term wins – To reinforce commitment and establish progress, highlight success regularly to motivate the workforce (Kotter,2024).    
7 - Sustain acceleration - Capitalising on earlier successes, maintain focus and continue driving forward with encouragement and integrity. Until change is achieved.  
[bookmark: _Hlk189997720]8 - Institute change – Regularly evaluate to sustain the new outcomes and eliminate negative tendencies. Demonstrate how behaviours, beliefs and mindset can facilitate business transformation (Kotter,2024). 

AC 2.4
To manage change in business, consideration needs to be given to the impact it will have on employees. As managers, they should know their team, regularly engage and recognise their individual behaviours. Everyone reacts differently and to understand the employee reactions to the stages of transition in the workplace. The change curve provides a framework to illustrate the emotional stages that individuals could go through. Helping managers anticipate challenges and identify areas of support. You may experience the need to engage all or only some of the stages to ensure a smoother transformation and achieve success (Malik, 2022; Roberts, 2023). 
Stage 1: Shock and denial – The first initial reaction with a steep decline is the feeling of shock and disbelief, being uncomfortable and in denial of change. To navigate this challenge, consistent and open communication would be advantageous. 
Stage 2: Anger – As change becomes apparent, it can trigger fear which can threaten the successful outcome. Managing this effectively is crucial to reassuring employees.  
Stage 3: Bargaining – With a period of uncertainty at this phase, employees may attempt to adjust or discuss alternative options. To alleviate the impact of the change, they may not be aware of the broader perspective and significance of change (Malik, 2022; Roberts, 2023).    
Stage 4: Depression – A low mood and lack of energy can impact performance at this phase. Support, reassurance and guidance can help navigate this difficult time.   
Stage 5: Acceptance – It is at this phase that employees will begin to acknowledge the change and recognise its positive impact. Open and honest dialogue will enable individuals to discuss their thoughts and the reasons behind emotions. 
HR plays a critical role in navigating change. In addition to leadership guidance, the need to support employees can help reduce resistance. By identifying and understanding the impact the change can have, maintaining open communication, fairness and transparency. With emotional support, training, recognition and motivation it can develop a more positive culture and outcome (Malik, 2022; Roberts, 2023).   
AC 2.5
In recent years wellbeing has been very prominent in the workplace, especially since Covid 19 which had a significant impact on mental health and created new ways of working, in addition, the cost-of-living crisis escalated this even further (CIPD, 2023). Wellbeing in the workplace can have a detrimental effect on business, it encompasses various elements and can significantly impact the workforce physically and mentally, contributing to how someone feels about their job and the company. Resulting in a lack of job satisfaction, stress, burnout and anxiety with high levels of sickness and consequently high turnover. The CIPD (2023) reports that even with the current acknowledgement of wellbeing at work, the problem persists with high stress levels resulting in absences, heavy workload and ineffective leadership at the cause. To mitigate risk, companies need to proactively implement effective wellbeing strategies that align with best practice and ensure it is not just a moral obligation.  
Wellbeing at work is critical for organisations and its employees, as it directly influences commitment and productivity (CIPD, 2023). Creating a happier workforce, improving job satisfaction, lowering stress levels, increased performance and reducing absenteeism (Suff, 2023). Good work supports a culture defined by work-life balance, fair pay and job security, playing a crucial role in promoting employee physical and mental health (CIPD, 2023). HR play an important role in promoting wellbeing, by developing a wellbeing strategy, promoting good work practices, encouraging employee engagement and feedback and training managers in upskilling, ensures a safe and inclusive workplace. Good work principles aligned with a well-defined wellbeing strategy leads to a more engaged and healthier workforce with less absenteeism and a more robust organisation (CIPD, 2023). Benefiting both the organisation and employees.  

AC 3.1
An employee lifecycle is normally recognised by a framework of stages, highlighting the steps an employee will experience during their time at an organisation to their departure. It can impact employees in different ways, spanning many months to years. Supporting each stage successfully ensures employees are committed and developed whilst integrating with strategic direction (CIPD, 2023). The stages of the lifecycle range from initial Recruitment, Development and Separation. 
Recruitment – During the recruitment stage people practice support initial attraction by playing an important role in communicating why candidates should consider their business over a competitor, by defining employee value propositions (EVP) which emphasises areas of rewards, benefits and experiences to attract the best people (CIPD, 2022). Showcasing company culture, career opportunities and a strong employer brand emphasises the organisation as an employer of choice. Additionally, utilising job fairs, social media, advertising and headhunting enables a diverse range of talent. Whilst highlighting company benefits, wellbeing, competitive salary, culture and engagement increases attraction (Boxall & Purcell, 2016). Creating job descriptions, considering diversity and inclusion with a structured interview process ensures compliance with employment law (Taylor, 2021). During the selection process psychometric testing and competency-based assessments enable a transparent process which reduces bias and enhances the identification of the most appropriate candidates (CIPD, 2023). However, care should be taken in handling the information sensitively and documenting their details on the recruitment database will maintain uniformity and fairness (CIPD, 2023).
Development – Supporting the growth and innovation of a business, people practice can enhance employees’ skills and knowledge by overseeing employee development through continuous learning opportunities, performance evaluations, and career advancement programs (CIPD, 2023). Learning and development programmes ensure investment enhances skills and business performance by supporting the framework of leadership training, career progression, mentorship opportunities enabling retention and employee engagement (Armstrong & Taylor, 2020). Through appraisals and feedback, people practice can identify skill gaps and training opportunities that align with career goals, business objectives and delivery of training formats, workshops, e-learning and on the job training, consideration should be given to accessibility and inclusivity (Garavan et al., 2021). Providing ongoing feedback, performance reviews, and skills development programs enables employees to adapt to changing business needs (Ulrich et al., 2017). These strategies ensure employees are equipped for future roles, reducing turnover. Research has shown that organisations who prioritise staff development experience higher job satisfaction and retention rates (Noe et al., 2019).
Separation - Employee separation whether voluntarily or involuntarily can be a result of redundancy, dismissal, retirement and resignation, people practice manage the process with fairness, transparency and legal conformity (Taylor, 2021). Conducting exit interviews provide valuable feedback into workplace experiences and improvements, ensuring a smooth transition whilst remaining impartial and supportive (CIPD, 2022).

AC 3.2
To support the strategic direction and long-term goals of an organisation, people practice plays a pivotal role in aligning the HR and people strategies, policies and practices to facilitate the direction and goals of the business to achieve an effective outcome. Vertical and Horizontal integration enables the ability for HR practices to align and function in a unified manner (Armstrong, 2014).  
Vertial integration
Vertical integration alludes to the alignment of people practice activities with the strategic goals of an organisation, ensuring a direct support to the companies’ objectives (Armstrong, 2014). Customising areas of recruitment, strategy, HR policies and procedures, training and performance management ensures alignment with desired outcomes. Resulting in improved efficiency, innovation, cost savings, creativity, collaboration, enhanced communication and employee development (Krishnan and Singh, 2011).  
However, this method of integration has several disadvantages, with various strategic business styles and processes it can be difficult to create a clear-cut alignment with people practice. In addition, implementing vertical integration can be costly and may have an impact on the business finances. In their useful analysis, Hendry and Pettigrew (1990) concluded that with the various styles and procedures of strategic planning in organisations being inconsistent it can create limitations in the development of people practice strategies (Armstrong, 2014). 
Horizontal integration
Across the many different departments of an organisation, Horizontal integration enables a more cohesive and unified approach to various HR practices as well as enhancing the efficiency of the function, promoting fairness and harmony. With a range of HR functions including training, compensation, recruitment, policies and performance management it standardises and reinforces internal consistency across the business. Designed to facilitate teamwork it can benefit employee performance, motivation and retention, where impact is much greater (Krishnan and Singh, 2011). Conversely, disadvantages could arise with measuring success and with resistance to change particularly with HR policies and procedures. Without substantial planning and effort, challenges could emerge in the implementation, particularly in larger organisations. 
Wright and McMahan (1992) point out that alignment of HR practices should strategically be associated. Hendy and Pettigrew (1990) argue that HR should be seen as integrated model instead of a separate function. Furthermore, to avoid inconsistences in people practice a successful HR strategy ensures consistency and prevents discrepancies which in turn strengthens company culture and strategic goals. Accomplishing both vertical and horizontal integration, enables HR to successfully support and push forward the organisations strategy whilst aligning all people related practices (Armstrong, 2014).  
  
AC 3.3
People practice play a crucial role in facilitating change in an organisation, which can sometimes be complex and unpredictable. By upholding professional standards and developing trust it facilitates the addressing of concerns, ensuring stakeholder and employee commitment. Considering the introduction of a four-day working week requires a consultation framework and aligning business objectives with employee needs (Armstrong & Taylor, 2020). 
Consideration needs to be given to productivity and performance, employee well-being and satisfaction, cost and savings. 
Consultation process
Engaging with employees and management, to gain feedback, expectations, highlight any concerns, discuss ideas, needs, challenges and potential benefits. Through one-to-one interviews, discussion groups and surveys, maintains transparency and engagement, therefore reinforcing the value of employees by them being heard (Torrington et al., 2020). The collected data enables people practice to analyse opportunities, needs, concerns, patterns and issues. 
Trial phase and feedback 
To test the viability of a four-day week, implementing a trial phase will allow the organisation to collect feedback, by encouraging managers to monitor team collaboration, client satisfaction, analyse performance and efficiency to enable decision making, whilst highlighting recommendations where necessary (Beardwell & Thompson, 2019).
Training
For managers and employees to adapt to the new structure, training of time management, managing of workload, expectations, needs and concerns, with open feedback and clear communication of business objectives, will reinforce commitment and reduce uncertainty (Mullins, 2016).  
Policy development 
Working closely with senior management, people practice should consider flexible working arrangements and productivity measures when developing policies, whilst ensuring compliance with legal and ethical considerations (Armstrong, 2020).
Implementation and support
Launching the change initiatives in phases will minimise disruption, whilst monitoring engagement and mitigating pushback through tailored solutions.  As staff adjust to the new way of working, people practice should provide ongoing support (Lewin, 1951).
Evaluating and redefining the change
Follow up with surveys and meetings to measure the impact of change through KPI’s, to ensure success, based on the feedback enable the adjusting of strategies (Prosci, 2021).
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