AC 1.1
Organisational Structure determines how staff are organised; divisional Structure is used within larger organisations who sell a variety of products or sell to a large demographic area structuring around hierarchy. Consisting of a definitive leader managing everyday tasks, subleaders usually divided into regions or products. Taylor & Woodhams, (2022). International organisations use this, whereby teams are broken down into countries, barriers such as language and culture are limited. Indeed, (2024) e.g. a worldwide hotel franchises can adapt seamlessly catering to a wider audience. If an organisation wants to expand products or region, this system suits as has an efficient approach. Miller, (2021)
This structure creates accountability, flexibility and transparency as have smaller teams, managers have insights into the wider market area, therefore can adapt strategies using a reactive approach promoting effective communication. However, If communication breaks down it can have a detrimental effect on the organisation. This structure It can improve organisations culture as values tend to be broader. However, according to Taylor & Woodhams, (2022) employees who use this structure do not adapt well to change as no insight into wider organisation. Issues are easily identified therefore leadership can be made accountable.  Kennedy & Grimsley, (2023) This system must introduce economies of scales meaning they must decrease expenses to remain profitable which can impact the quality of products. this could be avoided by reusing assets such as product design. Having centralised corporate and other divisions can be expensive to operate however it encourages competitiveness throughout. the organisation, Fairfield, (2016). Offering incentives such as commission on sales and staff bonuses for performance can increase sales but form wider gaps between divisions promoting issues when working collaboratively. Taylor & Woodhams, (2022) staff tend to feel demotivated which leads to low productivity and high turnover of staff due to the disengagement and between employees and managers. Taylor & Woodhams, (2022) 

Matrix Structure is interlinked organisation’s working collectively, employees can report to various project and functional managers throughout. Larson & Gobeli, (1987). This is Being a flexible approach and can differs dependant on the organisation, used when strengths are needed to work collaboratively from different talent pools. Taylor & Woodhams, (2022) 
The Advantages of using the matrix organisation are divisions work collaboratively therefore employees can vary project areas leading to a meaning broader skillset, obtaining soft skill sets such as time management and teamwork. Therefore, leading to development within the organisation, because motivation within employees as they feel they have an input in their work. Indeed, (2022). This promotes communication and informed decisions can be made however decisions can take longer to make. Using Matrix Structure if no clear priorities and goals are set this can lead to conflict and confusion and power struggles within the organisation, decisions may take longer to make. and This may also be costly as to excess training and systems will be required. Taylor & Woodhams, (2022)
Divisional Structure may be best suited for larger organisations however Matrix Structure may be best suited to dynamic or collaborative organisations however a combination of both could be used to suit the organisations individual needs.
AC 1.2
Strategy relates to an organisations long term goals and objectives, often implemented for a set period of 3 – 5 years. Organisational strategy is important and aids employees to reach strategic goals. Brooks (2021). It is our role in HR to  We ensure that organisations policies and practices fall in line with the organisations goals, forminged into a strategy. Tingsager & Smith (2022). Within our organisation at Pembrokeshire County Council, we use a deliberate strategy which is currently in place from 2023 – 2028. Using Research has conducted we have established that we have a talent shortage, within the organisation, Our strategy has implemented a future workforce plan to decreasinge this issue, and help ensuringe retention whereby we have developed an improvement model called ‘Switch’. Switch has been designed to limit external recruitment, when we are faced with potential redundancies or capability issues within certain roles we repurpose staff to vacant roles, looking at internal talent pool. Meaning This is good for employees as it gives them have the opportunity to stay employed and can experience working in a different department. Also, If they are no longer medically fit to sustain their role, they can transfer to an alternative role that will suit their needs. Pembrokeshire County Council, (2023).

Additionally, we have developed a leadership and succession plan. Since 2021 we have had a decrease in our Senior Leadership team which has increasinged the challenges and responsibilities for tier 3 managers within our organisation. To maximise internal talent and ensure effective succession plan we have developed an in-house management development programme which is designed to embed culture, and ensure behaviour standards, giving managers the tools and skills. From an Employee’s point of view, they will feel valued providing and have opportunities to develop their skills and knowledge with guidance from managers to ensuringe employee commitment, engagement, performance and retention. We have worked hard to promoted wellbeing by introducing hybrid working with a balancinge of social connectivity at work to ensuringe engagement and team building whilst looking at the needs of the employee ensuring self-care in which we have distributed a flexible approach to working to ensure the wellbeing of our employees. Employees will feeling valued with this and can impact on their health positively. Pembrokeshire County Council (2023)
These implementations should ensure we are maximising internal resources, that employees across the authority are aligned with our strategy, goals and core purpose with the view that we institutionalise the importance of ongoing improvement. As a result, staff should feel valued, promoting engagement and increase productivity thereby meeting the needs of the customers and services we provide within our organisation. CIPD (2024) 

AC 1.3
External Factors within an organisation can amend financially viable decisions as they impact our financial stability and operational efficiency. CIPD, (2024) Pembrokeshire County Council have made changes due to rising interest rates, inflation and environmental changes. The cost-of-living crisis has led to interest rates rising to 4.75% meaning an increase of borrowing cost and decrease in investment opportunities. Bank Of England, (2024)
Pembrokeshire County Council As a local government is we form part of UK Shared Prosperity Fund whereby funding is given for local investments which enablesing departments to maintain a good service to our local community, the rise in interest rates decreasing funding and affected services provided which are needed more than ever due to the cost-of-living crisis, meaning a rise in demand for services such as children’s social care, supporting homelessness causes a further strain on our budget.

In 2022 inflation had peaked at 11.2%, due to demand in oil and gas during both the Covid Pandemic and the War with Russia and Ukraine. It’s slowly decreasing; however we still feel the impact. Hooker, (2024). Small businesses have struggled during the last five years and Pembrokeshire County Council’s vow is to sustain affordable prices for commercial premises, market housing and complementary facilities to sustain small local businesses however this is becoming increasingly difficult due to inflation. Typical household energy bills are set to be 40% higher in 2025 than it was in winter 2021/2022. Bolton & Stewart, (2024). Inflation means that demands to pay employees higher rates is increasing, we are obliged to pay in line with equal pay requirements under the equality act outlined in our pay policy. Cuts to our service, implement recruitment freezes, implement redundancies have been put in place to sustain a competitive wage for employees CIPD, (2024).
Pembrokeshire County Council  We offer a range of services, and most have been affected by consumer price inflation, statistics show this has increased by 3.4% in the last 12 months Which has impactinged the service we can provide such as upkeep of our local leisure centres and council properties. (Office Of National Statistics, 2025) Pembrokeshire County Councils plea is to provide community activities whilst providing a warm place for the local community who may be vulnerable however due to the rising cost of energy bills this is not sustainable, and many community buildings are having to shut down. Pembrokeshire County Council, (2024).

Climate change has meant embracing climate interventions such as purchasing electrical vehicles for certain departments which is a significant costing to be accounted for. Due to Climate change has led to an increase in severe weather meaning staff being called out at unsociable hours to combat the disruption locally. This has and will continue to come at is an additional cost due to additional pay for our staff when this occurs. These factors mean less income and increased outlay, we have had to implement changes to the service we can provide, priorities are changing. To combat this, voluntary redundancies and redeployment have been offered, due to inflation, assets have been sold in a plea to adhere to the budget constraints and maintain service demands. Pembrokeshire County Council (2024).

[bookmark: _Hlk192165368]AC 1.4
AI technology is evolving, used in the correct way can impact employees’ capabilities to evolve roles completing tasks such as statistical analytics, language, speech processing, visual processing and generating spreadsheets. Houghton & Baczor (2020). By educating employees on the evolving potential of technology we can positively impact roles within a business allowing focus on other tasks. AI is manifested in tools such as spreadsheet software and search engines. Mohdzaini (2023) The UK governments AI opportunities action plan aims to enforce AI into many UK public services with the view that AI could take on admin tasks such as generating KPI’s giving employees time to concentrate on human engagement which cannot be replaced by AI thought to improve wellbeing of employees. Parliament by the Secretary of State Science, Innovation and Technology (2025)

Pembrokeshire County Council use AI for generating presentations, training material within Learning and Development, Job descriptions and producing adverts for roles, enabling efficient concise description of roles within our authority, given our range of roles this has deemed helpful. AI could complete minor tasks such as output of scales helping with budget cuts and job losses. Anything produced by AI should be self-checked as can provide incorrect data. We are mindful of misinformation such as correct UK law and legislation. We are asked to provide statistics, in which we use an internal programme to generate, Mohdzaini (2023) suggested that AI would be a great tool to evaluate KPI’s and analyse data tables which could highlight issues and patterns for us in a timely manner. AI could also be used for shortlisting candidates when recruiting as shortlisting for vast numbers of roles are timely, avoiding mitigating bias. Implementing measures to assure AI is used ethically and responsibly will ensure staff are fulfilled. AI should be a way of alleviating additional unnecessary tasks meaning concentration on alternative tasks prioritised improving employee’s overall wellbeing and fulfilment. CIPD (2023) leaving employees less stressed, decreasing sickness absence whilst maintaining a healthy work life balance. AI can offer personalised stress management strategies to focus on the wellbeing of employees. Thakkar et al (2024).

When using AI it is important to use in line with professional standards principle ‘People Matter’ incorporating AI into workforce plans whilst reviewing culture and structure of the organisation, whilst generating a policy around AI, providing safeguarding and guidance to the organisation. AI can enhance our work however it does not get rid of jobs however can reshape people strategy. Using an internal platform to access AI would be paramount to ensure information isn’t accessed outside of the organisation as would breach UK General Data Protection Regulation. Mohdzaini (2023) misinformation used from AI could bring organisation into distribute, being detrimental to reputation. 


AC 2.1

[bookmark: _Hlk189388241]Charles Handy’s model of Organisational Culture states there are 4 types of culture within an organisation – 
Power – Referring to leaders who fundamentally make all decisions and empower employees.
Role – Every employee is issued tasks and responsibilities in which they are obligated to continuously be accountable for.
Task – Employees problem solves in specific areas dependant on their education to form teams using equal input. 
Person – Individuals are self-motivated and will not do things in the best interest of the business. There primary focus is to suit themselves and therefore over time the organisation will suffer as a result.
Charles Handy believed everything comes from the top of the business and employees have limited autonomy meaning decisions can be made efficiently however this can impair employee’s engagement and productivity. As decisions are made by managers alone these decisions can be biased not looking dynamically at the changes needed. Handy suggested successful organisations establish unique strengths, driven by respect for colleagues rather than money. Handy (2011). Values and principles will be incorporated into their policies, so despite the 4 types of culture the policies will aid employees to work both internally and externally to successfully form the smooth running of an organisation. This model George, (2024)

In 2008 David Rock came up with the SCARF model which was designed to motivate people using a psychological theory. Rock, (2008) thought humans are motivated by 5 drives which are 
Status – Employees feel recognised, competent and accepted whilst providing opportunities for growth. 
Certainty – Clear goals being set, providing structure and expectations and offering regular feedback to sustain this.
Autonomy – Giving employees some aspect of freedom and not micromanaging them, offering flexibility eg hybrid working
Relatedness – feeling connected with colleagues and managers motivating employees and promoting fairness.
Fairness – Ensuring transparent communication meaning employees accept decisions and changes as feel treated fairly throughout. Therefore, any opportunity to increase any aspect of these will motivate us however on the other hand if any of these factors are of threat to us then we tend to withdraw. 
Parsons (2024)
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Figure 1 Bitesize Learning (2024)

Rock believed there is link between promoting and ensuring feedback and adapting to change effectively, therefore it is paramount to consider this when changes are actioned within the workplace.
Parsons (2024) Rock stated that if you are a Leader then all decisions you make will either support the 5 drives or undermine them which minimises threats which should maximise engagement, collaboration and productivity. Rock (2009).

AC 2.2
Pembrokeshire County council set up a workforce plan outlining amount, type of people and skills required for successful succession planning by conducting a gap analysis. We recognise employee development opportunities are crucial and have invested in development by introducing an in-house Leadership and Management Development Programme to develop future leaders which supporting change, expand skills and tools to progress, removing barriers and enable effective communication. We have also invested in expandeding our Learning and Development team so we can supporting our employees with a variety of courses to upskill and develop them, training managers for our upcoming launch of an updated performance review programme called Feedback, Focus and Future to enforcinge regular appraisals with managers and employees, instigating discussions for development opportunities tailored to individuals’ strengths and weakness ensuring individuals feel valued, a generic approach will not be as effective. Pembrokeshire County Council, (2024). Incorporating an employee engagement strategy into the organisation, employees will feel engaged and supported and will in turn increase productivity within the organisation and promote employee retention. Morrison, (2022) and Dyne & Le Pine, (1998) have conducted research and found that letting employees voice their concerns and opinions has a direct impact their performance within the workplace referring this as having a promotive or organisational voice. CIPD, (2018). We are offering a lean working programme called Lean Principles which was a 3-day course designed to educate employees to work smarter and not harder. We are yet to get feedback on how this has impacted employees within the organisation.

Development is a high priority within the organisation, which should attract motivated, driven individuals, therefore forming a culture of high performers impacting wellness and growth in turn leadsing to retention and development of employees. By investing in development, employees feel valued and will keep talent engaged thereby lowering anxiety and increasinge confidence. Our leadership programme is a great way for managers throughout the council to network, share knowledge, and form positive relationships which may enforcinge positive behaviour which is great for development and promotion opportunities positively impacting our culture. However, if a negative culture has already been formed then this could be enforced into the wider workforce. Conducting regular performance reviews will encourage transparency which can have a positively impacting on the culture of our organisation. Kassu (2023). Research conducted by McKinsey, (2023) showed that a lack of development and growth meant 60% of employees left their organisation, employees who frequently receive opportunities within their organisation for growth keeps employees both engaged and committed meaning higher retention rates. Investing in development for employees means they can meet and liaise with other departments they may not meet whereby they can share ideas building a culture that supports colleagues whilst gaining a knowledge of other areas. Kassu, (2023).

Even though development is great for employees it can negatively impact managers as can be time consuming to conduct regular appraisals thereby negatively impacting the behaviours of management. It can also cause a divide between those who are motivated and those that are not which can enforce poor behaviours. Kassu, (2023).

AC 2.3

Planning and thought is paramount when substantial change to working practices takes place in an organisation. Following Kotter’s 8 step change model can be used to implement a structured strategy to successfully implement hybrid working. You would follow Kotter’s 8 step framework to accomplish this, starting by creating a sense of urgency demonstrating reasoning for the need for change by producing a change planning tool. Collating evidence to support the need for this using customer feedback or statistics to evidence that change is needed, highlighting consequences what could happen if this change was not implemented known as the burning platform analogy. Jones, (2018). You would then build a coalition whereby you get managers to reinforce and drive change this, promoting the benefits to form a positive outlook. I would then work closely with HR to develop a strategy, implementing a hybrid working policy ensuring this aligns organisations values, outlining clear guidance and expectations along with benefits of this such as better work life balance. Then collate a group of people to communicate the vision using effective communication such as face to face meetings ensuring two-way conversations are had and an providing opportunity for employees to ask questions and voice concerns. Following on from this removing barrier such employees needing flexibility impacting movement with start and end times when in the office. If feasible then best to accommodate flexibility and ensuringe any barriers are removed. Providing training to managers driving this change would be beneficial. It may be best to and piloting this change in the first instance whilst monitoring, recognising and communicating the short-term positives of this change, Parsons, (2024), tweaking at this point it may be necessary to make small changes to the policy to ensure success however sustaining acceleration is key at this stage. When feel that in the most part employees have responded positively to this change then Anchoring this change into the culture of the organisation is the final step by enforcing this as an expectation and encourages this as a core aspect of role. CIPD, (2024).

Even though this is a complex process and is based on strong leadership, and encouraginges strong support to employees it does provides a realistic structure for change according to Farkas, (2013).
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Figure 2 Mutomorro, (2024)

AC 2.4
The Kubler Ross change curve model identified 7 stages of personal transition when change is implemented using emotional intelligence and common sense. Taylor & Woodhams, (2022)

The 7 stages include – 
Shock – Change enforces disbelief, unable to absorb the change proposed initially.
Denial – employees won’t acknowledge changes or feel the change won’t affect them. 
Frustration – Are aware of change but feels irritated or angry as feel change will increase workload or risks, managed ineffectively can lead to change failures. CIPD, (2024)
Depression – This feeling can reoccur, and include sadness, hopelessness or loss. Morale and productivity can be low. It is crucial that employees feel supported by managers reassuring employees which is crucial to the successful implementation of change. Malik, (2022)
Experimentation – Individuals start experimenting ways of handling the change implemented, including enforcing alternative strategies working around change proposed or manifest reasons they cannot access the change, this can interlinks with depression and can lead to – 
Decision Making – Change has been explored and are ready to accept change in some way but need to decide how they will proceed in terms of committing to strategies to the change, this will incorporate revisiting, reassessing and reinventing as they adapt as change is implemented.
Integration – The change is integrated, and the individual is accepting of the change, Kubler Ross suggests that even when this stage is reached other stages can often creep in until they establish control and satisfaction with the change. However, individuals have received adequate training and are now confident with the change. 
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Figure 3 Kubler-Ross (2024)

Everyone reacts slightly differently when dealing with change and Kubler Ross recognises that individuals may not experience the 7 stages to change in any specific order however the key is to be able to manage these stages effectively.  It is important to anticipate negative reactions when implementing change as if one team member is feeling negative about the changes then this along with misinformation can often spread to wider team resulting in a prolonged resistance and poor reactions to the changes implemented. Ensuring that adequate training is given to employees is paramount to positive change so that they feel supported and confident with the change.
CIPD, (2024)

AC 2.5
Wellbeing at work is important, every employee has an impact on the wellbeing of others in the workplace which should be incorporated into an organisations value however this often is not replicated into work itself. Poor wellbeing can lead to decreased morale and productivity and leading to a high turnover of staff if feel unhappy or unsupported in work. Research conducted in 2022/2023 found that 24 million days were lost due to work related stress/ anxiety and depression. Health & Safety Executive (2024) Meaning that if employees are not in work, productivity dips, highlighting the importance of wellbeing at work. Research shows that sickness absence is the highest it’s been for over 15 years. CIPD (2024)

Factors of maintaining wellbeing include good relationships with colleagues and good working environment. It is important to be flexible with catering to wellbeing needs having a range of support mechanisms such as Occupational Health Team and Health and Safety experts for their expertise to cater to these varied needs. Implementing this support is a great way of monitoring how levels of support is effective within the workplace could be to usinge data, and monitoring this regularly as it is so important to cater to the needs of individuals whilst meeting the business needs. CIPD (2025) 

Conducting regular staff satisfaction surveys to measure individuals feedback, as whilst productivity could be high this may be of detriment to employee’s wellbeing. you could have an Employee’s may work who is working so hard that they are making themselves ill and struggling however not getting an opportunity to voice this. This would be a good way to understand the benchmark to work towards and this will also encouraginge employees to trust and have faith in their employer knowing that they are being listened to and have faith in the needs of the individuals. CIPD (2024)
Following on from extensive research called ‘Black Box Studies’ conducted by John Purcell who explored the link between performance and HR involvement, his findings were that employees who felt valued would work harder with no pressure. He also found that those that wellbeing was more paramount in those organisations who followed HR policies and procedures, meaning that effective management is crucial to the wellbeing of staff. Those employees who felt that they had a shared purpose within the organisation regarding targets and core values generally resulted in hard work, enthusiasm, pride and effort. Meaning that those organisations who take time and effort in nurturing their staff will have better retention as people feel valued and have increased productivity as people feel valued. Purcell et al (2003)

AC 3.1
There are 7 stages to an employee lifecycle breaking down interaction of an employee and employer from applying for a position to when they leave. Interaction during these stages can impact the relationship the employee’s haves with their employer. The 7 stages include – Attraction, Recruitment, Selection, Onboarding, Employee Development, Promoting employee retention, and Separation. 
[bookmark: _Hlk188101376]Recruitment Should demonstrate organisation values, attracting individuals to both the organisation and the role itself. When recruiting, forming a workforce plan first is crucial. Conducting a job analysis resulting in an analysed job description that is analysed outlining essential criteria such as areas of responsibility and performance criteria, ensuring a fair pay grade has been agreed and clear instruction how to apply is visible on job advert ensuring transparency and ease.  A person specification should also be included outlining human attributes required, using a competency framework including – knowledge, skills, experience, attitudes and circumstances as a fair approach to measuring candidates. Smith & Mitchell (2022) advertisement needs to reach a diverse audience utilising a diversity and equality policy to ensure a wider talent pool is reached via word of mouth, employers’ website, professional network sites, on social media. HR managing the application and selection process is paramount to ensure fairness, transparency and an adequate time frame is followed to ensure the most suitable candidate are has been made successful. CIPD (2024)
Development is paramount as knowledge and skills will promote engagement, productivity and retention, employees will feel valued, and career pathways are formed by conducting regular reviews to establishing development desires and opportunities. Liaising with learning and development to enableing this process is key. Smith & Mitchell (2022)
Russell’s model of core affect was used to establish the relationship between training and development with the employee’s intention to stay in roles. The findings of this study found that job satisfaction, employee engagement and change related anxiety were linked to an employee’s desire to stay within the organisation, showing link between development opportunities and retention thereby a good relationship between employee and employer is maintained. Fletcher et al (2016)
Separation – Employees leave an organisation via dismissal, redundancy or retirement. Retirement usually occurs at the end of the employee lifecycle. It is no longer lawful to enforce compulsory retirement, however capability can be explored. Keeble Ramsay and Armitage (2019) suggested that maintaining an open dialogue with employees is key, options such as decrease of hours can be suggested, moving into a different role or taking a career break if appropriate, and support and guidance offered throughout to ensure employees feel valued and supported through this process.
Dismissal is usually unvoluntary and linked to capability or conduct therefore is paramount a fair process is followed using policies based on guidance from ACAS Codes of Practice (2021).
Redundancy is involuntary and linked to budget constraints or changes within the organisation and should be a last resort. If feasible then alternative roles should be offered first, following the ACAS code of conduct (2014) will ensure a fair process and following legal requirements of the employer. Smith & Mitchell (2022)

AC 3.2
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 core to supporting organisational strategy using vertical and horizontal integration. Vertical Integration is designed so that any strategy used is implemented and demonstrated from management, then works down to operational employees whilst maintaining core goals and values throughout. The importance of concise communication is paramount to successful vertical integration and instruction is distributed by implementing things such as induction for new starters, utilizing Learning and Development to run regular training programmes, ensuring development opportunities and wellbeing programmes. It is also important to implement and regularly review policies and procedures, incorporating this into the organisational strategy. Performance management is also key to enable employees to feel fulfilled whilst maintaining the objectives of the organisation. Implementing a workforce plan and recruiting a talent pool equipped for strong leadership ensuring successful adaptions to changes and decision making is also important to organisational strategy through vertical integration. (Tingsager & Smith, 2022).

However horizontal integration refers to linking people practice to management practices throughout various functions working collaboratively within the organisation. people. By doing so ensures consistency across the organisation meaning recruitment, managing performance and training are all aligned which should support organisational goals using policies and procedures. People practice initiatives can be implemented at any point in the employee’s lifecycle to support them such as wellbeing programmes, managers should be on board to enable successful integration of changes to organisation, integration of both processes and HR systems can ensure efficiency and ease, whilst concentrating on the culture of the organisation to ensure alignment of strategic goals. (Tingsager & Smith, 2022).

Running both Vertical Integration and Horizontal Integration together is important as it ensures alignment with organisational strategy whilst cohesively implementing people practice supporting wider people strategies.



 can align core values, meaning all policies and procedures apply to everyone involved in production process meaning other organisations do not have to adhere to it which can enable efficiency and development opportunities within the organisation using a best practice model whereby ideal processes have been generated to best fit any situation however can be adapted to suit the organisation the skills required. Setting procedures to successfully communicate and adhere to performance expectations using tools such as KPI’s will align business goals. Utilizing Learning and Development to upskill employees for succession and ensure retention. Implementing a reward and recognition scheme, having financial or non-financial incentives including customer focus or operational efficiency, forming self-managed teams to enhance collaboration and reinforce organisational core values. Pfeffer (1998). Whilst recognising that aligning business strategy to HR strategy can be difficult Brewster (2004) suggested that people practice can be dependent on external factors such as legislation meaning that it cannot be led completely by organisational strategy. It is also difficult to marry people practice and organisational strategy as must be an element of social variables. Purcell, (1999).

Horizontal integration refers to linking people practice to management practices. Ensuring management are implementing people practices into the workforce, which can broaden an organisations perspective by collaboratively working between internal departments ensuring consistent use of policies and procedures. Doing so ensures consistency across the organisation meaning recruitment, managing performance and training are all aligned which should support organisational goals. People practice initiatives can be implemented at any point in the employee’s lifecycle to support them such as wellbeing programmes, managers should be on board to enable successful integration of changes to organisation, integration of both processes and HR systems can ensure efficiency and ease. 

It is a good opportunity to review current organisation strategy and align them with the incoming businesses values and procedures, however, this takes time and resource, can also broaden employee’s expertise widening both professional and geographic relationships beneficial to the organisation. Having resource to enable an open mind, ensuring changes are approached in a constructive way not impairing engagement and productivity from staff to create a coherent people strategy. Research shows that horizontal teamwork can increase learning, skills development and customer loyalty.
Casciaro et al (2019)

Running both Vertical Integration and Horizontal Integration together is important as it ensures alignment with organisational strategy whilst cohesively implementing people practice supporting wider people strategies.

AC 3.3
Introducing a four-day week is a significant change to the organisation, which can enablinge employees to fulfil a better work life balance by condensing full time hours into 4 days or reducing hours not effecting pay. Benefiting the organisation by reducing costs such as energy bills. however It is important to consider reduction in customer satisfaction and reduced productivity. There are many ways to conduct consultations, which include surveys, focus groups and one to one meeting. People function should ensure a smooth transition by managing correct communication and addressing concerns throughout whilst ensuring a fair process is followed and considering risks of discrimination such as e.g absent employees missing communication, it avoidings bias however can be costly. Tingsager & Smith, (2022). People function will have to consider how communication they will relay changes to employees, advising meetings in person will enable to maintain an open dialogue noting that communication is paramount to a successful consultation, holding a meaningful consultation is key to get them on board. Employers and ensuring employees have a good positive relationship with employees as if organisations have ensure a ‘high trust’ workforce then it is thought that change is easier to accept. It may be worth incorporating a financial incentive. Studies have proven that financial incentives increase performance and motivation. Condly et al, (2003). The more information included in the initial discussion the better to get them on board using openness and transparency, ensuring understanding why the proposals are happening. CIPD, (2024).

Engagement Strategies such as workshops and feedback sessions are paramount as they ensuringe you give an opportunitiesy for employees to voice their views and offer alternative proposals whilst being on hand to answer queries and concerns by both managers and staff. Following the Information and Consultation of Employees Regulations there is a standard negotiated agreement process if 50 or more of the workforces are affected by changes. GOV.UK, (2020). It may be helpful to Offering confidential counselling support such as an Employee Assistance Programme if able offering confidential counselling assisting with for physical and mental wellbeing at work assisting with supporting the transition. ACAS, (2024).  It is paramount that information and feedback gathered is analysed as can reviewing needs of employees and establishing if there is anything further that can be incorporated into the any additional necessary information required for proposed changes to enhancinge the transition and overall wellbeing of the employees whilst adhering to the needs of the business. ACAS, (2024). Research conducted by Oakland & Tanner, (2007) whereby senior managers from 28 organisations were interviewed over a 6-month period on how to manage change effectively have shown that successful change is linked to the process of change rather than the change itself. Meaning that the key to successfully implementing change within an organisation is to have a process in place and should be followed, if a meaningful consultation is not considered there may be legal risks. Oaklands & Tanner, (2007). A study conducted in 2021 in Iceland found that those businesses who had commenced a 4-day working week found that productivity had either increased or was maintained. British Business Bank, (2025).
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