CIPD 5CO01 Organisational performance and culture in practice
AC 1.1 - Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure.  Within the evaluation, you should include the reasons underpinning each structure
Organisational structure is required to determine how employees’ function within a business and are divided into roles and hierarchies.  Structure is vital as it impacts daily practices and people within the organisation (Taylor, 2022).  Digitalisation and events like Covid demonstrate the need for agility so a business to survive.  Entrepreneurs are creating digital and social companies, with less overheads, remote working and changing traditional structures (Waite, 2021).  HR has evolved a partnering approach to adapt policy, practice and support change (Taylor, 2022). 
Many organisational structures are utilised, depending on the business’ size and time in operation. Including Unitary, Divisional, Organic, Matrix and virtual.  Structures are required to evolve as a business grows, the technological climate changes and new products introduced (Armstrong, 2023).
Traditional structures are hierarchical, an example is divisional.  Evident in larger, multi-national organisations, with multiple products and services.  Divisions will be accountable for the product or service in their scope, with structured roles and sub-departments, like HR and IT.  There will be an administrative headquarter and subdivisions will follow a set of standards and policies, with a collective mission and KPIs. (Taylor, 2022).  
The advantages this structure are defined job descriptions, specialisation and line of succession.  This motivates employees and supports development.  There’s accountability and objectives are easily set, representing functional and business goals (Teachers, 2020).  The drawbacks include limitations to communication, whether inter-department or ‘top down’.  Best practice is not always shared and knowledge can be siloed, resulting in resource duplication (Taylor, 2022).  Costs are high due to divisional structures, salaries and running costs (Teachers, 2020).
Another organisational structure adopted is Matrix.  Taking a hierarchical approach but utilising skills from cross functions to form permanent or temporary project groups (Teachers, 2020).  Members often having both a function and project manager.
The advantages of this structure include skilled employees from different areas working together, maximising efficiency and sharing resources.  The environment is collaborative, positive and motivational, enabling communication and skills development.  Drawbacks include confusion with managerial referrals and conflict with priorities, impacting productivity.  HR needs to be agile in this kind of organisation (Taylor, 2022).  
Organisational structure provides a framework for employees to operate and deliver objectives and the type adopted depends on need.  They should be defined, with an organisational chart and job descriptions (Armstrong, 2023).  They need to be flexible, but to change a structure requires planning and communication.  It has a significant impact on the organisation and whether it achieves success (Taylor, 2022).  

AC 1.2 - Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet the customer's needs.
A key role of HR is to support the delivery of organisational strategy, through aligning its own strategy with the business one.  The core of an effective strategy is the customer, internal or external. The CIPD recognises the need to align customer and employees and design strategies consciously, with a great journey for both (CIPD, 2024).  There’s no single definition for strategy and its crucial organisations have one.   HR face the problem of tailoring strategies to change, with evolution in technology, trends and consumer needs (Taylor, 2022). 
Admiral Insurance’s strategy focusses on the customer and colleagues and building a sustainable long-term business.   Admiral has three strategic goals, maintaining growth in the motor insurance sector, product diversification (considering change and competition) and Admiral 2.0 (focussing on customer experience).  Upon retirement former CEO, Henry Englehardt, published a book and gifted it to managers, sharing the ‘Admiral Way’.  Focussing on customer centricity Henry introduced the inverted pyramid of importance, illustrating the customer as most important and CEO at the bottom.  He also focussed internally identifying ‘people who like what they do, do it better’ (Englehardt, 2020).  Recognising the impact happy staff have on customer loyalty.  This ethos is central to Admirals strategy.  Henry recognised the insurance world evolves and the company strategy should too.  Saying once you have a set of priorities, question them, if you don’t, you are likely doing things that aren’t important (Englehardt, 2020).
Admiral cares for its employees and has an award-winning wellbeing programme.  Their mission statement is to ‘help more people to look after their future.  Always striving for better together’.  There’s strategic focus on the team and Henry quoted ‘the power of the team is invariably greater than the power of any individual. (Englehardt, 2020).  Admiral is an ethical company and sells products and services based on customer need, aligned with regulatory ‘consumer duty’.  A customer must be aware what they’re purchasing, how much it costs, to make an informed decision. 
Henry and the new CEO recognise communication is key to Admiral’s success.  This should be maintained and the desired message effectively conveyed at all levels.  Henry personally met every new starter, each given a piece of jigsaw on joining, symbolising being part of the bigger picture.  As the business grows, personal touches are being lost.  For Admiral 2.0 to work the new CEO stay true to the overall strategy.  It’s mission and desired objectives.  To account for the changing environment, competitors, trends, resources, people, their happiness and most importantly its customers (Taylor, 2022).






AC 1.3 - Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar).  Identify organisational priorities arising from your analysis.
The CIPD advocates staying close to market data.  Their Labour Market Outlook Survey gathers information and tracks trends.  They also document the Bank of England’s Monetary Policy Report and Office for Budget Responsibility, offering forecasts for inflation, interest rates and wage growth (CIPD, 2024).
Admiral Insurance has maintained profitability, despite economic uncertainty, following the pandemic and two heavy inflationary years (Admiral, 2024).  A number of factors contributed, including inflation, plus interest and insurance premium tax rates.
Following a high, interest rates recently lowered but remain above the Bank of England target.  Admiral diversified its portfolio and introduced new products to market, to increase opportunity.  Admiral Money experienced steady growth, as the cost-of-living crisis resulted in higher borrowing.  However, Travel insurance was not successful, due to restrictions on travel following the pandemic.  When market rates are high, an organisation may need to sacrifice their ideals to the realism of the market space and realign priorities (Armstrong, 2023).
High inflation rates Impacted Admiral too and have started to drop. They responded quickly to the increased national minimum wage, affecting new and existing employees; increase to costs of products, as government insurance levies rose; and the employee reward package needed to be considered, to maintain an advantage in market.  Aligning pay structures with employee needs, considering profitability, along with values, aspirations and balancing internal and external factors (CIPD, 2024).
Insurance Premium Tax also increased due to the cost of living. It’s compulsory and applied to all policies.  Rates are cyclical and market dependent. They impact the customer directly and Admiral needed to be smart to retain loyalty and growth.  Introducing a ‘stay at home’ bonus during the pandemic, due to hybrid working.  Strategic planning was required and one of Admiral’s historical characteristics is to navigate the ups and downs of the insurance cycle (Admiral, 2024). Increased rates led to consideration of salaries, balanced with external pressure to increase.  Luckily, due to profitability, Admiral recognised the hard work of staff and rewarded them with a bonus too, increasing value and morale.
Admiral realigned priorities with their strategies.  Hybrid working allowed offices to be sold, as no longer required, releasing capital to increase wages.  Data benchmarking ensured salary and reward packages remain competitive (Taylor, 2022).  However, reward isn’t always about pay and consideration was given to invest in staff development and support, due to changing learning and wellbeing needs, with online meditation sessions and easier access to counselling support, as mental health absence increased post pandemic. (Englehardt, 2020).  





AC 1.4 - In February 2024, Peter Cheese, current CEO of CIPD started. "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.
AI refers to the collection, processing and interpretation of information.  It’s broad, rapidly growing and includes teaching computers to learn from data, interpret it and generate human language (CIPD 2024).  It’s been utilised for some time, but Covid accelerated its presence.  It’s here to stay and organisations must embrace it to keep up with competitors and survive in a global digital age (CIPD, 2021).
In Admiral Insurance the presence of AI is evident.  Recognising technology was narrowing the window in which employees could add value to the business and a more automated and strategic approach was needed (Templeman, 2022). Many feared for their job roles, how they’d cope with change and speed required to keep up with robots.  However, from the call centres to HR the use of AI is having a successful impact.  
AI has raised concerns about job security.  The accounts and IT functions had a headcount audit and voluntary redundancy or redeployment offered.  Some left the business; however, the automation team has seen rapid growth and more technical staff were needed.  AI supports the augmentation of employees, who can feel superfluous, rather than replace them (Taylor, 2022).
Admiral recognised the risk of data and security breaches and introduced an AI policy to control use and compulsory training for all employees.  This mirrored a global push towards creating AI governance frameworks and adapting employment law (CIPD, 2024).  The immediate need to ethically consider AI output, guarantee human interaction with it and consider risks posed to reputation were quickly recognised.
The HR function required a restructure to keep up with changing needs and technology, the downside of this was voluntary redundancy and an impact on staff morale, in order to allow for future re-growth and upskilling.  Since, particular wins are evident with AI generated job adverts, automated interview invites, and stronger recruitment data.  Huge cost and time savings have been achieved.  Also the elimination of unconscious bias and Improved diversity win the recruitment pool (Waite, 2021).  The function has utilised savings to focus on developing graduate schemes, a work experience platform and supporting internal careers advice.
HR employees take a more strategic, partnering approach.  Supporting change when roles and tasks are being automated and helping re-design job descriptions, manage job loss, redundancy and the psychological impact of the change (Armstrong, 2023).   They are ambassadors of the opportunity for employees and AI to come together to achieve outcomes they could not achieve alone.  AI deals with complex problem solving and large amounts of data, whilst employees apply creativity, judgement, empathy, ethics and the ability to compromise (Khodabandeh, 2022).  Strategies are more aligned highlighting areas requiring support, promoting improvement with attendance, attrition, morale, productivity.  There’s still a way to go and there’s scope to better link the company’s automation plans with HR workforce planning and reviews of structure and culture (CIPD 2024).  

AC 2.1 - Explain Charles Handy's model of organisational culture and explain David Rock's SCARF theory.
HR professionals require knowledge of organisational culture and behaviour.  Understanding human dynamics, to create a positive culture and healthy working environment (CIPD, 2024). Defining culture is complex, ‘it’s a living organism, constantly changing and evolving’ (Englehardt, 2020).  Attempts have been made to understand what culture comprises of, to analyse, replicate and evolve it. (Armstrong, 2023). HR’s role is tricky, culture is emotive, resonating with employees.  Relating to collective daily norms of working-life and influencing behaviour and experience (CIPD, 2024).
HR utilises models and theories to improve their impact and value.  Charles Handy’s model defines organisational culture as comprising of four subcultures.  It’s the fusion of these which produces an organisations unique culture.  Reflected in traditions, core values and mission statements, it’s multifaceted, evolving and influenced by leadership, structure and people practice (Waite, 2021).
Handy’s model begins with power culture; decisions are centralised and made by individuals.  Useful for start-up companies, where direction is needed for survival.  The atmosphere feels competitive and power oriented.  Next is role culture; work is allocated based on the right person, following rules, procedures and a job description.  It’s bureaucratic and structured.  Useful with specialisation for growth, but team thoughts are missed and communication impacted.  Task culture utilises teamwork to resolve issues.  It’s an agile approach to a collective mission.  Useful for fixed term projects and the team are disbanded after.  Person culture emphasises the significance of individual people, it exists to support these. In a barrister’s firm, the chambers supports the framework of the individual’s own power within.
David Rock's SCARF theory enables HR to consider psychological factors affecting culture and behaviour.  The acronym stands for Status, Certainty, Autonomy, Relatedness and Fairness. Exploring what motivates or de-motivates employees, considering threats to stability, safety and behaviour.  Status relates to feeling competent and recognition.  Feedback is motivational, but can also single individuals out and if negative, bring competence into question.  Certainty references feeling secure and confident. Strategies and timelines help, but unclear objectives result in uncertainty.  Autonomy is beneficial to develop trust and empower, but micromanaging could impact this.  Relatedness is central to culture; everyone wants to feel valued and understand their works relevance.  It's important to justify decisions and not disconnect with unexplained demands. Fairness is also key, ensuring consistency and transparency will motivate. Unjustified rule changes and poor standards can impact (Parsons, 2024).
HR plays a vital role in guiding businesses to evolve they’re own culture, supporting performance and behaviour. A culture will be effective if it is consistent, lived by all employees, makes the organisation unique and stand out (Armstrong, 2023).





AC 2.2 - Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar with)
Admiral culture is embedded from the point of interaction.  The Talent Acquisition team operate centrally, within the People function, ensuring consistency and promote the companies unique brand identity, attracting employees who represent it’s ‘four pillars of culture’.  This is of significance at the recruitment selection phase.  Former CEO Henry said, ‘nothing is more important than selecting people – the colleagues who take the company into the future’ (Englehardt, 2020).
Applications are filtered, telephone interviews conducted and candidates narrowed for formal interview, ‘best fit’ is considered.  Demonstrating on completion of recruitment and identifying eager individuals, the next step is to recognise who are best suited to both the job itself, but also the culture of the company (Taylor, 2022).  Admiral culture is defined as ‘people who like what they do, do it better’, this is endorsed on Admiral jobs literature, including the four pillars of culture.  These being fun, equality, reward and communication.  ‘Each embedded from the point of arrival into the business, welcoming new starters’ (Engelhardt, 2020). They’re integrated in interview questions, for example, ‘how would you make Admiral a fun place to work?’.   Job are advertised in a broad range of sources attracting diverse and inclusive candidates, ensuring equality.  Recognising the limitation of choices and opportunities afforded by a diverse workforce.  Focussing on the uniqueness of candidates, their visions, views, skills, knowledge and behaviour, considering strengths each offer (Waite, 2022).
The selection process supports the identification of behavioural trends.  Screening disorganised applications, with poor spelling and lack of detail.  Aswell as the obvious skill and experience checks.  Henry offered a tip to all recruiters; talk to people who met the candidate and had not interviewed them.  Those who showed them to the room or welcomed them or they listened in with.  Ask if the candidate was warm and smiley to those interviewing but showed disdain and a lack of engagement with those who were not part of the process.  It’s recommended to avoid those candidates, because you want to employ people who treat everyone with the same respectful manner.  This helps identify and embed the correct behaviour from the start (Englehardt, 2020). 
The CIPD highlights norms, values and beliefs, perspectives and the behaviour of individuals as crucial.  Shared characteristics create a culture.  It emphasises the importance of organisations measuring culture, understanding and influencing behaviour to create an inclusive culture which attracts the right staff (CIPD, 2024).  This is evident in the recruitment selection process at Admiral, retention figures are strong and vacancies filled with talent. 







AC 2.3 - An organisation is planning a change relating to hybrid working.  Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter's approach to managing change can be used to successfully implement this change.
“Change is not an option.  It’s a fact of life” (Waite, 2021).  Covid-19 accelerated the need for organisational change on a global level.  Demonstrating how agility and reaction was vital to survive in a changing world.  It taught we can change and adapt pretty radically and with speed. (CIPD, 2021).  However, a high proportion of change initiatives still fail (CIPD, 2024).  An organisations approach to change is critical to its success.  People are sceptic about change, it’s tough, so they avoid and fear it (Grant, 2021).  
Change models are recommended so fear is managed (Armstrong, 2023).  One established model is Kotter’s eight step process.  This takes a broad view of change, accounting for factors like organisational culture (Waite, 2021).  Considering the two-day week example, Kotter’s model supports the effective implementation of this change, guaranteeing employees are on board with the work pattern.  Emphasising the significance of communication and bringing people together to be unified with the change (Taylor, 2023).  It’s a strong framework but allows for flexibility. 
Kotter starts with creating a sense of urgency.  Insight is used to identify the reason for a return to office.  Developing understanding and a sense of crisis, enabling justification of the need for change.  Next building a powerful leadership coalition, ensuring strong guidance and a unified approach.  Having a clear vision, strengthening a collaborative approach to change.  A sound communication strategy is key.  Accounting for all ways of communicating the work pattern, backed by the strength of the unified leaders.  All blockers are considered in advance, to guarantee communication does not fail and the smooth transition of the new way of working.  Employees need to feel included and empowered throughout.  To be able to offer their own ideas.  This will support in strengthening understanding of the change.   Kotter’s method continues that achieving early wins helps with buy-in for the new working pattern, for example a staggered approach with evidence of success in one area of an organisation.  These wins should be strategic and help drive momentum.  Consolidating early improvements allows for further successful change, building confidence.  Kotter’s final stage is to institutionalise the change.  Making it part of the working pattern and embedded in the culture.  This creates legacy and sustained success. Making change part of the fabric of culture, helps prepare employees to be agile in the future.  “Tell them this is a great moment to prepare for the future…. building change as normal, something to be expected’ (Englehardt, 2020). 







AC 2.4 - Using the Kubler-Ross Change Curve, discuss how change is experienced.
Understanding and consideration of how individuals react to change are vital when designing change and building trust (CIPD, 2024).  Change has a negative impact due to fear of the unknown, anxiety and mental or physical health concerns.  In turn affecting motivation and self-esteem (Waite, 2021).  Anticipating the emotional and psychological response to change is key to the successful implementation of organisational change and supporting employees through the process. 
The Kubler-Ross change curve is a popular theory applied when training employees to recognise and cope with their emotional response to change and through understanding this, making the change more likely to be accepted.   Kubler-Ross was a psychologist specialising in responses to grief, relationship breakdown and bereavement.  She proposed a model entitled ‘the five stages of grief’ which is often referenced when discussing change management (Taylor, 2022). 
The change curve theory highlights a series of anticipated responses.  These are experienced in a recognised order: denial; anger; bargaining; depression and acceptance (Waite, 2021).   In the initial stage individuals deny the need for change and cling to how things have worked in the past.  There is a reality gap and resistance, resulting in a decline in productivity.  Planned communication is needed to overcome this stage.  The anger stage manifests as change sinks in.  Initial changes in approach and increased workload leads to fear and irrational responses.  Attendance problems could result because of this.  Anticipation and reassurance are key.  The next stage is bargaining, where individuals try to compromise on smaller changes.  This can have minor wins but fails to look at the bigger picture; can be short-lived and cause delays.  Listening and adapting are important at this stage.  The next stage is difficult to manage and a considered approach is required.  Depression will see employees becoming sad and demotivated.  Productivity declines as reality kicks in.  Reassurance, normalising feelings and a tailored approach to individual development needs is required at this stage of the curve.  Finally acceptance is achieved when individuals build trust and become excited by and recognise opportunities the change has presented.  It’s vital to cement the change into organisational culture for long-term success (Malik, 20222).
Change leaders need to follow emotional intelligence and a common-sense approach (Taylor, 2022).  Listening to the workforce is key (CIPD, 2021).  When applying the change curve theory deliberate and positive communication is required at each stage to avoid becoming stuck at the bottom of the curve and guarantee success at every stage and ultimately of the desired change (Templeman, 2022).







AC 2.5 - The CIPD's Health and Wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023.  Although the percentage has increased, this means 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.
Wellbeing at work is a HRM concept focussed on satisfaction, commitment and engagement at work. Including physical, emotional, psychological, career, financial and social wellbeing (Taylor 2022).  Wellbeing depends on how employees feels treated, how happy they are in work, relationships with their managers, having a sense of purpose and feeling safe (Armstrong, 2023).  The past decade it’s becoming prevalent in workplaces, with more organisations introducing wellbeing strategies. Recognising the benefits of promoting wellbeing as good for both employees and business.  Helping prevent stress and creating an environment where all prosper (CIPD, 2024).  
The CIPD promotes good work as part of its mission and having wellbeing at its core.  Defining good work as being rewarded fairly, enabling people to make a secure living, providing opportunities to develop and have career fulfilment.  Fostering work-life balance, providing a supportive environment, where employees have a voice, enabling physical and mental health (Taylor, 2022).  The CIPD produces the Good Work Index, an annual survey of 5,000 workers from a variety of fields and companies, benchmarking the quality of jobs in the UK.  This highlighted a growing trend with organisations adopting standalone wellbeing strategies (CIPD, 2024).  The index has been lobbied to government with the aim to make it the norm for all companies.  Collaborating with the CIPD, on the topic of wellbeing in the workplace, Mike Clancy from Prospect, highlighted when employers and workers collaborate on the terms of endeavour everyone benefits (CIPD, 2024).  To achieve wellbeing at work commitment is required from both staff and company.  Wellbeing strategies led from the top down promote a positive environment and eradicate stress-related factors (Waite, 2021).
The wellbeing climate is changing.  Employers have a duty of care to be socially responsible and look after staff by creating a good working environment (Armstrong, 2022). The benefits of a strong wellbeing strategy are evident.  Improving retention, reducing absence, enhancing engagement and morale, boosting productivity and employee satisfaction.  Companies are introducing wellbeing initiatives and HR supporting strategies, but it’s important to ensure these are agile, tailored to a changing workplace and climate and regularly audited (Taylor, 2022).  Companies like Community Gateway are utilising employee assistance programmes, to support physical, mental and financial health. Offering phone, web and face-to-face counselling (Waite, 2021).  PricewaterhouseCoopers review of 55 programmes in 2008 highlighted a 45% reduction in sickness, 18% improvement with attrition, 14% increase in staff satisfaction and 8% increase in productivity.  Companies are providing accessible wellbeing support, like, Nuffield Health introducing gyms, relaxation rooms and wellness cafes (Armstrong, 2023). 




AC 3.1 - Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle.
The employee lifecycle starts on becoming aware of an organisation, through to the day of leaving (Taylor, 2022).  It’s fundamental to people practice and its approach at each stage (Armstrong, 2023). There are six stages: attraction, recruitment, onboarding, development, retention and separation.  HR needs to understand each stage because it affects people; their opinions, ability to reach full potential and whether they stay in the organisation.  A holistic strategy is needed, each stage is interconnected and critical to employee experience (Waite, 2021).  This starts with their initial impression of the organisation and continues throughout working life.  
Recruitment is defined as ‘a pool of candidates’ (Waite, 2021).  The CIPD recognises this stages significance, due to the employment climate and competitive labour market.  Highlighting the importance of skills and abilities for current and future needs.  HR analytics is required to identify these, to impact long-term recruitment (CIPD, 2024).  Beginning with the decision to recruit, the vacancy and number of employees needed, through to approval, creating adverts, and gathering detail on suitable candidates.  People practice is required for job analysis, creating job descriptions, candidate specification, creating and placing clear job adverts.  This stage guarantees you attract the right calibre of applications (Taylor, 2022).  It reinforces brand identity, paying attention to timeliness and applicants’ interests. (Armstrong, 2023). 
Development is defined as the opportunity to ‘acquire and develop new skills’ (Armstong, 2023).  The CIPD highlights the importance of aligning business strategy with people practice and a development strategy.  Enhancing capabilities, skills and competencies from the point of onboarding, continuous learning, performance management and supporting with career development (CIPD, 2024).  The role of L&D professionals is particularly significant at onboarding, designing and delivering training guaranteeing a positive learning experience.  This correlates with attrition, as many organisations report leavers within 6 months (Taylor, 2022).  Development is costly, but has significant benefits, including increased motivation, productivity, retention, and quality of work (Waite, 2021). 
Separation is the final stage, referring to a contract ending.  Some are employer led, with dismissal or redundancy.  Whilst retirement and resignation, are voluntary and employee led.  People professionals and their practice are of importance at this stage, because the ending of a contract is often traumatic for the employee and employer. It’s vital a smooth transition from the business is achieved.  This stage includes the employee death in service benefit, requiring utmost sensitivity (Waite, 2021). It also provides an opportunity to analyse data, exit interviews for example, to understand why staff leave, and develop a strategy to reduce turnover (CIPD, 2024). 








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

It’s important organisational strategy and people strategy are aligned and complimented by HR practice.  HR impacts the entire organisation and strategic approach is required, that’s adaptable and forward-thinking, considering changing business needs.  Blockbuster failed to have a forward-thinking strategy and weren’t prepared for the rise of the internet and change in consumer needs (Taylor, 2022). No single strategy guarantees success and an organisation should define their own unique strategy, according to their specific culture and objectives (CIPD, 2024). People practitioners have developed various models of integration, enabling a tailored approach, according to need.  Two examples being vertical and horizontal integration. 

Vertical integration links HR strategy to the wider business strategy, providing a joined-up approach.  This ties in with contingency theory and people practice tailoring to the circumstances of the organisation (Armstrong, 2023).  People strategy relates directly to the broader aims of the business and all training, recruitment and development programmes are designed to reflect this, providing cohesion.  They reflect consistent mission statements, values and cultural approaches. An example, in a broader context, is the clothing brand Zara self-functioning from within, after acquiring all parts of its supply stream, manufacturing, sales and support (Taylor, 2022).  This approach does not come without its challenges and could risk agility and innovation, as a more streamlined and linear approach to policy is adopted.

Horizontal integration involves the coordination of a number of people practices.  In larger organisations, it aims to develop, complement and implement each together.  HR supports through aligning policy, consistency and fairness.  Horizontal integration has been referred to as ‘bundling’, addressing the needs of the entire organisation (Armstrong, 2023).   Training, recruitment, and development reflect the overall strategy and reinforce central culture.  On a broader scale, an example would be Facebook acquiring Instagram, aligning their approaches through overriding HR policy and people practice (Taylor, 2022).  HR are a point of consistency and its important they partner and adapt their style to meet the approach of the team they’re supporting.  Whilst advising and guiding on centralised policy and strategy (Templeman, 2022).  This approach also faces challenges with consistency of communication and misalignment, stretched resources to deliver outcomes and possible culture clashes.  

Risks with both approaches exist, people professionals support through planning and consideration, offering guidance and advice.  Delivering on strategic goals and a range of services to ensure the organisations people strategy, policies and practices contribute to the organisations success (Waite, 2021).   Applying expertise to organisational circumstances and designing a framework reflecting stakeholder demands (CIPD, 2024).










AC 3.3 - An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week.
People professionals play a leading role in supporting change. Making sure it’s well communicated, there’s understanding and acceptance from all impacted.  Supporting and engaging with managers and employees, with a strategic approach, to ensure the change runs smoothly and is sustained (Waite, 2021).  Moving from a five-to-four-day week comes with both risks and benefits.  Potential of longer hours on the four working days could result in burn out and also impact productivity and quality through tiredness, but employee morale and work-life balance could improve having one day extra off work each week, and benefit job satisfaction and staff retention. 
Change needs to be strategic, planned and considered as part of an agile organisation design model (CIPD 2024). A change model should be applied like Kotter’s 8-step change model to provide a framework for success.  Also considering Kubler-Ross change curve to organise and prepare for stakeholder responses (Waite, 2021).  Change is an emotional process and awareness of this is needed to prepare and respond appropriately (CIPD, 2024)
A consultation strategy is needed to guarantee clear communication, plus ensure employees understand the reason for change.  They require evidence of the need and to feel their opinion is valid, in order to ‘buy-into’ the change.  There are many approaches to consultation including surveys, focus groups, round tables and one-to one interviews (Taylor, 2022) The consultation methods held by ‘change champions’ gain valuable insight into worries, needs and concerns about the change and ensure it ties into the wider engagement strategy too.
The engagement strategy should cover feedback form the consultation phase.  This inspires confidence in the change and inclusivity.  For change to prosper it requires a high level of trust in the design (CIPD, 2024). The information gathered needs to have been analysed and relevant points for change delivered in workshops and meetings.  Placing emphasis on two-way communication to validate employees and their opinions matter and the change is not happening for the sake of it. This will help guarantee the effective roll out of the new four-day working week model. 
Referencing case studies as a source of data will support the need for change and is a powerful tool (Armstong, 2023).  Autonomy conducted the world’s largest trial of the four-day week approach in 2023, across 61 companies.  Utilising workshops, peer support, mentoring and coaching in order to facilitate the two-month trial.  The results speak for themselves with 56 of the companies (92%) continuing with the model (Autonomy, 2023). 
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