	
	
	



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. (AC 1.1)

As smaller organisations grow and expand, they often restructure to form a Divisional structure with distinct divisions based on product lines, functions, locations, or other characteristics (Gillikin, 2019). 

A Divisional structure allows for greater freedom within divisions - each operating separately with its own budget, management structure and KPIs, and has the autonomy to make decisions based on the needs of specific market or product areas. These divisions will often have their own IT and HR functions, mirroring Headquarter (HQ) functions. The HQ functions will filter direction downward to all divisions, ensuring organisational standards and values are maintained. Information is then filtered back up into the overall strategic plan of the organisation in order to measure how well the organisation as a whole is meeting its strategic KPIs (Taylor et al., 2022),

Divisions are often held accountable for their financial performance, providing incentive to drive business growth and profitability, being able to flexibly adjust divisional departments depending upon organisational strategy changes. Each division will be regularly evaluated on its performance with metrics to track goals and targets. Other advantages include clearer reporting lines, increased flexibility, performance tracking and economies of scale. (AIHR, 2025)

Disadvantages of the divisional structure include the potential to duplicate functions and resources, rather than having one centralised department and administrative function overseeing the organisation - leading to uncoordinated decision-making. inefficient processes and operations with higher costs. With divisions working independently, communication can become difficult with risk of a reduction in the global organisation focus, unhealthy competition and failure of cooperation between divisions. 

Matrix structures combine elements of both a functional structure and divisional structure, often used when cross-functional teams are created to run a project. These team members come from different disciplines, and report to their functional area line manager as well as their project leads. 

Although it’s a good way to involve different viewpoints and skills in a project and provides staff with an opportunity to learn more skills from other members of the team, it can be expensive, and some team members may have conflict between their project priorities in their functional role and project role (BBC Bitesize, 2023).

This structure encourages multi-skilled collaborations, sharing expertise and improvements across the organisation. It is however often internally focused and requires clear governance to work. Internal tensions in terms of conflicting priorities and accountability may arise. (CIPD level 5, 2024) 

2. Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. (AC 1.2)

Dyfed Powys Police (DPP) has a 3-year Strategic Plan published for all officers and staff to view on their intranet page. DPP’s organisation strategy is driven by problem-oriented policing (PoP) and includes governance and performance processes. PoP is an effective strategy for reducing crime and disorder, and for improving public confidence. Chief officers have a critical role in the successful implementation of PoP throughout the organisation, as they set the force’s operating environment and priorities. (College of Policing, N.D)

DPP’s Organisational Strategic Plan 2022 – 2025 outlines our values as a Force, together with the Police and Crime Commissioner Priorities. The plan outlines our shared priorities, the factors that will enable our success, and how we will work together to achieve our goals.

It looks at our Enablers, to include - an effective operating model, a supportive wellbeing strategy, an empowering leadership plan, a forward-looking workforce plan, and fit-for-purpose tools and technology. These lead into our Objectives which include ‘Be decisive and timely in response to calls for assistance’ and ‘Be relentless in our pursuit of offenders’ alongside other objectives.

Leading into our 3 Action Points:
1. Working towards the elimination of domestic abuse, stalking and harassment;
2. Respond compassionately to victims of rape and sexual assault – and be relentless in the pursuit of offenders.
3. Make our area hostile to those that deal drugs.(DPP, 2022)

Force priorities for employees directly feed from the top of the structure, from the Chief Constable, through senior management, departmental managers and the employees below.  The crucial aspects of the Force plan and vision filter down into performance management through individual Development and Personal Profile (DAPP) plans.  These are KPIs set each year and reviewed every quarter.  Employees are responsible for updating their DAPP, gathering evidential data/documents, updating evidence statements as to how they are meeting or progressing towards their KPIs.

Through DAPPs, senior managers can review how each departmental team/level is performing and meeting the KPIs, which filter upwards, all feeding into the wider force strategy.




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. (AC 1.3)
The Police Force operates within a complex economic and social environment influenced by a variety of external factors. Using PESTLE we can identify external factors and the organisational priorities arising from these challenges, to ensure that they are included in the Strategic plan.
Interest Rates - higher interest rates inevitably lead to increased government borrowing costs, resulting in budget constraints, posing challenges for public sector budgeting, including policing. Reduced public spending may limit funding for recruitment, purpose tools, and technology. 
Economic pressures resulting from the impact of high interest rates may lead to increased financial hardship in communities, at which point the Force could see higher crime rates, particularly theft and fraud-related offences and a greater demand for police services.

Inflation – increases in inflation inevitably lead to increases in costs – premises, vehicle maintenance, fuel, vital equipment, putting pressure on Force budgets and reducing the capacity for investment in new technology and infrastructure. Inflation impacts employee wages, leading to potential recruitment and retention challenges if salaries do not keep pace with the cost of living. (CIPFA, 2024)

Public Trust and Confidence has declined in recent years and varies by ethnicity and gender.  This is a firm priority within the Force.  High-profile incidents, and social movements relating to public issues impact public perceptions of the police as does publicly reported police conduct. 
A decline in trust can lead to reduced co-operation from communities, making crime prevention and investigation more challenging. The ever- increasing calls for transparency require forces to prioritise their community policing through numbers of quality interactions between officers and members of the public and increasing aspects of community policing to address local concerns and accountability. (UK Parliament, 2023)

DPP’s organisational strategy looks to mitigate the risks of the greater demand of services.  The Force review is planned over 4-year period and considers: 
Budget Management and Resource Allocation - Implement cost-saving measures without compromising operational effectiveness.
Workforce Planning and Well-being – focusing on the wellbeing of employees and providing mental health support. Offering enhanced training programs to equip officers with skills to handle new challenges.
Community Engagement and Public Confidence - strengthening relationships with communities through increased community policing, and implementing initiatives that promote fairness, inclusivity, and trust in policing. The Force uses data-driven approaches to address crime hotspots and respond to public concerns effectively. 


[bookmark: _Int_Iv3fzEwj]4. In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work. (AC 1.4)

The Good Work Charter toolkit identifies ten dimensions of ‘good work’ and outlines the main legal and ethical frameworks that apply. Together with the guidance ‘Understanding AI at work’, it can help employers assess the increasing impact that of AI and similar algorithmic systems may have on Good Work. (IFOW, 2023)

In 2024, the College of Policing announced, ‘A new multi-million-pound centre will see police using AI and data from forces across England and Wales to protect the public and free up officer time on the frontline’. The Centre for Police Productivity will use new technology to spot emerging crime trends and tactics to drive efficiency and will work with forces to develop new tactics before testing and sharing them to tackle crime early.  The Force can make real advances in productivity by adopting AI technology, to help spot crime trends without need to sift through labour-intensive data, meaning that more time can be spent by officers on frontline policing. (College of Policing, April 2024).

Initial benefits will be applied to front-line policing and used by intelligence analysts, researchers, and stations having direct contact with the public.   The use in critical functions such as Force Contact Centre (FCC) to assist call handlers - transcribing conversations, mapping data, carrying out risk-analysis.  CID departments will be evident in using new technologies such as predictive policing – AI algorithms to analyse large datasets – crime data, social-media activity and environmental factors to drive investigations and faster response times. AI is already being used with facial recognition technology (FRT) and speed cameras. (emergencyservicestimes.com, 2024).

In Support functions, AI can be adapted for automation of routine and repetitive tasks such as scheduling, managing emails, data entry, freeing up time for more focus on strategic activities – allowing administration to be more proactive than reactive, in turn improving management and resource planning using predictive analysis. Although there are ongoing projects to look at the use of AI in the HQ administrative functions, initial priority is to directly benefit front-line staff and officers to make policing more effective - protecting the public is the Force's priority.

The CIPD illustrated findings that “HR administrative occupations are in the top 20 occupations with the greatest exposure to all AI applications”. In looking at recruitment platforms used to advertise jobs, shortlist applications, candidate selection and progression, routine tasks in this process could be affected by the use of AI, although in the Force the use of AI automation with the adopted CVF process would need to be carefully considered in alignment with the Code of Ethics and National Decision Model. 

Overall, the existing evidence suggests roles within the HR function are more susceptible to both automation (substitution) and augmentation to varying degrees due to the rise of generative AI tools that use LLMs. (CIPD, 2023).



5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory (AC 2.1)

Handy ‘s model of organisational culture categorises organisational culture into four types:

Power culture - often smaller entrepreneurial companies where the founder dominates, or larger organisations in specific teams/departments. Focuses on making key decisions quickly with strategic direction radiating outwards from the centre - pressure may build as an organisation grows and the functions cannot all run from the centre.

Role culture emphasises roles and responsibilities clearly defined with clear rules and procedures. Individuals know their functions and are valued for their position within the hierarchy. Typically found in larger organisations and government bodies where efficiency, predictability and stability are essential.

Task culture - focus on teams formed to address specific tasks and projects. Employees are brought in to work on tasks based on their expertise rather than their position, sharing ideas across functions. Often occurs in innovative, dynamic organisations where adaptability and flexibility are critical.

People or person support culture - organisations view themselves as a collective of individuals working towards their own professional goals. Focus is on individuals who have freedom to act independently - this may occur in organisations where individuals have high levels of specialist technical expertise.

Handy’s model is useful in helping HR functions to understand what the dominant culture is within an organisation and how that influences motivation and performance. This can help to tailor management approaches to the strategic goals of an organisation and change initiatives to shift the prevailing culture to one that is beneficial to the long-term objectives of the organisation. There can be a mix of cultures in an organisation and HR should question if the right cultures are in the right areas. 

(VQSolutions, 2024), (AWA.org), (Cacciattolo, 2014).

David Rock's SCARF Theory focuses on how different social situations create either a reward or threat response. The model ties together the key social domains that are either rewarding or threatening and argues that we seek out 5 key things. Rock proposes that learning increases as threats are minimised and rewards are maximised (Rock, D. 2008): 

Status - if learning is perceived to enhance our chances of furthering ourselves, it will be more motivational. Employees want to feel competent, valued and accepted.

Certainty - our ability to predict future outcomes, if certainty and confidence is lacking in learning, we may disengage. Employees need to feel comfortable and ‘safe’ in learning.

Autonomy - our sense of control over events is a key factor in reducing stress as effective learning involves choice and control over our futures.

Relatedness - our sense of security with others during learning - trust, empathy and solid social connections, which increases engagement.

Fairness - if we perceive the learning as justified and fair, this is motivational – we can accept difficult decisions if we feel that they’re fair.
(VQ-Solutions, 2024), (CIPD, 2024) 

By keeping SCARF in mind, HR can anticipate how actions and communications might provoke emotional responses in others and take steps to mitigate these. Rock's theory allows HR to understand how to create workplaces that employees will enjoy working in. Both frameworks that provide valuable insights into organisation culture. (bitesizelearning.co.uk, ND)

6. Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). (AC 2.2) 

Employee Selection: The Recruitment and selection process in the Police Force plays a crucial role in shaping organisational culture by ensuring that the right candidates who align with the principles of the Code of Ethics, are progressed. There are 2 routes for recruitment – bulk recruitment for large volumes of applications such as Police Officer applications and FCC Operators (999 call-handlers) and individual vacancies for Internal Officers, Staff and Volunteer roles.

Ethical Standards & Integrity: The initial selection for all roles commences with the online application. Eligibility criteria questions are crucial, and any information requested but not declared could be considered as lack of integrity/honesty. 

Organisational Values and Behaviours: The competencies and values framework (CVF) sets out the values and behaviours expected of everyone working in policing and is applied to the interview and developmental processes. The behaviours, competencies and values defined in the CVF uphold the principles of the Code of Ethics. (College of Policing, 2024). 
Physical & Psychological Fitness, Biometric Vetting, Vetting checks and psychological evaluations help to select individuals with high ethical standards, reducing corruption and misconduct.
Diversity & Inclusion – The Police Race Action Plan sets out changes needed to become an anti-racist police service and to reform or explain race disparities. The Force actively encourages applications from all backgrounds and ethnic groups. DPP have a Positive Action Team to support any candidate who wish to have additional support in applying for roles. A diverse workforce improves community relations, reduces bias, and fosters an inclusive culture within the Force. (DPP, n.d). (College of Policing, 2022)
If the selection processes fail to prioritise these factors, it could lead to toxic workplace behaviour, low morale, and public distrust in the Force. The recruitment process is an extremely thorough, well-structured and consistent process, and alongside the CVF, always strives to ensure that every step of both the selection process and pre-employment checks are thorough and fair. The CVF ensures there is no bias between internal and external candidates and the panels who interview and assess them.
Employee development is a vital focus in our organisation with many opportunities for learning signposted on the intranet for all employees. It is more focussed towards Officer roles, without ‘natural progression’ between staff roles.



7. An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change. (AC 2.3)

An organisation could manage this change effectively with their employees in utilising Kotter's Eight-Step Change Model:

1. Create a Sense of Urgency: Explain why change is necessary and share evidential data – the competitor threats or customer feedback that highlights the need for change. Illustrate the benefits of working together in the office, such as enhanced creativity and efficiency. Explain how hybrid working can strengthen team dynamics and overall organisational performance and highlight what could happen if change isn’t implemented (loss of business?).

2. Enlist a volunteer group – a diverse team of leaders and influential team members who support the hybrid work model – their perspectives and influence will help to champion the changes, address concerns, and guide the organisation through the transition. 
‘People are more likely to buy into change when they see respected peers doing so’ (Rhoads & Cialdini, 2002).

3. Develop a Vision and Strategy: Illustrate a vision that outlines the benefits of the hybrid model, and the steps needed to implement it. This should provide employees with the direction and motivation to embrace changes - ‘Within 6 months we could reduce call waiting time by 50% and increase and satisfaction score to 9’.

4. Communicate the Vision: have the team share the vision and strategy with communication through emails, meetings, dedicated intranet pages, newsletters. Ensure a consistent message, addressing potential concerns. Invite employees to help in the planning and execution of change initiatives.

5. Empower Employees Action by Removing Barriers: Identify and eliminate barriers that might hinder change efforts – outdated processes, lack of resources or resistant employees. - could involve providing flexible working options, offering childcare support - ensuring that employees have the necessary resources to work both remotely and on-site.

6. Celebrate Short-Term Wins: Plan for and celebrate quick wins to demonstrate the benefits of hybrid working early in the process to keep people motivated. Recognise and celebrate these successes to build confidence and show employees the positive impact of the changes.

7. Celebrate the Wins and Sustain Acceleration: Build upon short-term successes to drive future changes - encourage employee feedback, been seen to make the necessary changes, and continue to promote the benefits of change to sustain enthusiasm and commitment.

8. Institute the Changes in the Organisational Culture: The final phase is to integrate and apply the hybrid model into the organisations culture by updating policies, procedures, and performance metrics to reflect the new way of working. Reinforce the changes through frequent communication and by highlighting success stories, making it the new ‘norm’ in the organisational culture.
By adopting Kotter's model, organisations can navigate transition to a hybrid work environment in a moderate and effective way, ensuring that employees are engaged and supportive / supported throughout the changes. (Parsons, 2024) 


8. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
The Kubler-Ross Change Curve was first developed to describe the stages of grief - it has since been widely adapted to understand how employees react to organisational change, personal transitions, and leadership challenges. It consists of seven stages, showing how individuals move from resistance to acceptance. The Good Work Index (GWI) is related to this model in the context of workplace change, employee well-being, and job satisfaction. 
1. Shock – the initial reaction to announced changes, employees may feel overwhelmed and uncertain of the future.
2. Denial – employees may refuse to accept the change or ignore it. However, if an organisation scores high on GWI factors like employee voice, fair pay, and well-being, employees may adapt and integrate the change more easily.
3. Frustration/Anger – the reality changes can lead to frustration, blame, or resistance. If the organisation scores poorly on autonomy, communication, or job security, employees may remain for longer in this phase.
4. Depression – this is the period of lower morale and productivity as employees struggle to adapt, feeling overwhelmed, lost, or demotivated – and may experience anxiety or withdrawal, doubting their ability to cope. Productivity can drop as employees struggle with the uncertainty.
5. Experimentation – after the initial emotional reactions, employees start testing new ways of working and begin to explore the benefits of the change.  At this stage, openness to learning increases.
6. Decision/Acceptance – employees begin to accept the change and see benefits, making a conscious effort to adapt, starting to recognise the opportunities that change may bring and find ways to integrate it into their routine.
7. Integration – change becomes the new normal, and productivity improves as change is accepted and embedded - productivity and morale improve, and individuals develop confidence in the new system or process. 
Not all employees will experience these stages in the same way, some may skip stages or regress before moving on. Leadership can use the change curve to support employees through transitions with clear communication, empathy, and structured guidance to ease the process of change. (VQ-Solutions Ltd, 2024)
The GWI acts as a preventative measure that ensures organisations provide supportive, fair, and meaningful work. In turn, this helps employees navigate the Kübler-Ross Change Curve more smoothly when workplace changes occur. (GWI, 2024)





9. The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy.  Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5)

Workplace wellbeing is crucial for an organisation. With a rise in the number of reported mental health issues over the past 10 years, it’s recognised that many risks to an employee’s health at work are psychological. Wellbeing approaches have become increasing focused on mental health.

The CIPD report suggests that wellbeing initiatives often fall short of their potential because they stand alone, isolated from the everyday business. To be of real benefit, wellbeing priorities must be integrated throughout an organisation and be embedded in the culture, leadership and people management. Key benefits of promoting wellbeing in the workplace include increased productivity, reduced absenteeism, reduced healthcare costs for employers and employees, higher levels of retention and talent attraction, improved employee morale and engagement, lower workplace stress and burnout. (CIPD, 2024)
By promoting preventive health measures and supporting mental health, organisations can reduce absence figures, lowering the impact on healthcare expenses. A survey by the Society for Human Resource Management (SHRM, 2024) found that organisations with inclusive wellbeing programmes reported a 25% reduction in healthcare costs over five years.
The Blue Light Wellbeing Framework encompasses learning from across the emergency services, academia and Public Health England to provide organisations with a self-assessment tool that sets the standard for the emergency services.
The College of Policing have several wellbeing services in place in Forces in the UK. The National Police Wellbeing Service and Oscar Kilo support both officers and staff with mental and physical health support, mental health outreach support, training and toolkits to improve the provision in individual forces. (College of Policing, N.D).
Looking at the GWI, the concept of good work refers to jobs that provide job security, fair pay, manageable workloads and opportunities for job progression in an organisation. Good Work significantly enhances employee wellbeing through:
Autonomy and Control - employees with a voice in their working lives experience higher levels of job satisfaction and lower stress.
Work-Life Balance - flexible working arrangements and reasonable workloads contribute to better mental and physical health.
Supportive Leadership and Culture - managers prioritising employee wellbeing create a more inclusive and supportive workplace.
Opportunities for Career progression – possibilities for career progression and skill development will boost morale and motivation.
Wellbeing at work is a critical factor in organisational success. Good work plays a crucial role in promoting wellbeing, to ensure that employees feel valued, secure, and motivated. Organisations that prioritise wellbeing through meaningful work structures are more likely to thrive, benefiting both the employees and organisational performance.



10. Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle. (AC 3.1)

The employee lifecycle describes the stages that a person will progress through during their time as an employee in an organisation. People Practices are the processes and approaches that we use during the employee lifecycle and play a crucial role in every stage of this lifecycle.  (CIPD, 2024).

Recruitment stage - commences with initial contact between an employer and a potential employee. In supporting candidates through their application and post interview process. People Practioners can support this stage by ensuring that eligibility checks, interviews and subsequent processes are carried out fairly, without bias, maintaining communication between HR and candidates. Supportive guidance is not only necessary but also reflects the organisation in a positive way as a potential future employer. (Mann, 2024)

The recruitment stage is a stressful and anxious time for applicants. Through the pre-employment checks to the first day of work, this stage can take several months, particularly in the Police Force where recruitment checks are thorough and time-consuming, taking several months to conclude. It is essential to drive the process forwards, keeping it smooth and transparent for candidates.  

Development stage - follows with onboarding, training, PM and career development/progression.  Onboarding is imperative to get right to ensure that the new employee has the necessary induction process in place from day one for their probationary period – a robust onboarding experience engages new employees and successful induction processes, allowing new employees to create concrete relationships with colleagues, feel empowered to speak up, question and to seek assistance when required, without fear of backlash, and feel supported in their professional development. 
Development is crucial and HR should proactively support training and development needs through workshops, mentoring, and e-learning. Although developmental learning can have sometimes significant costs, there are significant benefits to training; increased productivity and motivation, employees are confident to deal with changes in systems and the use of technology, leading to high quality output and greater staff retention (CIPD, 2021). 
Supporting managers is vital to set achievable learning and training goals with the application of PM using appraisal systems, feedback mechanisms, and goal setting. The CIPD describes PM as ‘the attempt to maximise the value that employees create. It aims to maintain and improve employees’ performance in line with an organisation's objectives. It’s not a single activity, but rather a group of practices that should be approached holistically’. (CIPD, 2025).  
PM describes activities that establish objectives for individuals and teams directly linked to their KPIs, to allow them to see their role in the organisation’s strategy and core values. Improve performance amongst employees and their teams and then hold people to account for their individual performance by links to rewards and career progression. Career development and progression is vital to encourage and provide employees with the opportunities of upskilling and promotions, lateral moves, and leadership development for all employees.
Separation stage - the final stage of the employee lifecycle, this occurs when the employee contract or an at-will agreement between an employer and their employee comes to an end - whether it be for reasons of resignations, redundancies, retirements, career breaks, or terminations.  HR are responsible for ensuring a smooth transition for departing employees – one which should be acknowledged to potentially be a traumatic event for both an employee and their organisation, depending on the circumstances of departure. (Waite et al., 2021)
Applying the use of exit interviews as a formal meeting between an employer and the employee is important to gather feedback and establish reasons for leaving to improve workplace culture and retention. The final stage of the Separation stage is offboarding and compliance - handling final payments, revoking system access, and ensuring legal compliance.

(VQ-Solutions Ltd, 2024) (Fields, 2023) (CIPD, n.d) (Mann, 2024)






11. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2)
To be most effective, organisations must develop HR systems that achieve both a horizontal and vertical fit. Vertical integration in HR refers to alignment between people practices and organisational strategy to ensure that employees' skills, behaviours and performance contribute directly to business goals. People practice plays a critical role in supporting organisational strategy through both vertical and horizontal integration. 
When people practices are designed to support and drive the strategic aims of the organisation, they help create a workforce capable of delivering the organisation’s vision and targets- if a business aims to achieve competitive differentiation through innovation, people practices must prioritise recruiting creative talent, encouraging collaboration, and investing in continuous development to nurture innovative thinking (Boxall and Purcell, 2016).
Horizontal integration refers to People functions working together to support the organisations’ broader people strategies. Recruitment strategy, the Development plan and PM all align with the Force Strategy through the Code of Ethics and CVF guidelines. PM aligns the force strategies with employee’s KPIs which are reviewed quarterly and annually and flexed annually in line with strategy changes.  Training programmes are developed and changed in accordance with organisation strategy and historical PM outcomes. These combine to ensure a coherent people strategy in our organisation. (Armstrong and Taylor, 2020)
Both vertical and horizontal integration reinforce the strategic value of people practices within an organisation. Vertical alignment ensures that HR practices are directly contributing to the business's success, while a horizontal fit ensures a seamless and coherent approach to managing people. Together, they enable organisations to cultivate a high-performance culture, drive productivity, and adapt swiftly to changing business environments (Ulrich et al., 2017).






12. An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. (AC 3.3)

When organisations decide to undertake a change, it must be approached with care and planning to avoid breaching employment law and consider risk s of employers being taken to court for compensation.  Introducing a four-day working week is a significant change, requiring careful consultation and engagement with managers and employees. (Armstrong & Taylor, 2023). 

Organisations should adopt a structured approach to gather input from employees, address concerns, and ensure a smooth transition. Using EBM tools to research organisations who have attempted similar changes, potential benefits and drawbacks - particularly looking at how the change will be achieved and the impact of how the change could affect employees. 

Organisations should look at key processes for consultation and engagement. If employees are engaged and on-board with proposed changes, this will sustain the benefits of change and potentially minimise the impact on organisational effectiveness and individual wellbeing of employees. ‘If a majority of employees can be engaged in the changes, this will encourage other employees to follow in moving with the change rather than against it’. (Boys, 2022)
Stakeholder Analysis and Planning. Identify key stakeholders - senior leaders, department managers and employees to come on-board with the process.  Direct discussions will be required over how different roles and teams might be impacted by the transition to a four-day working week. Develop a consultation strategy to ensure that the diverse employees voices are heard.
Employee and Manager Surveys. Conduct anonymous employee surveys to gather feedback and opinions about potential benefits, concerns, and perceived challenges. Use this data to understand trends and identify key areas requiring support.
Implement Focus Groups and Drop in Q&A Sessions - encourage small-group discussions with employees and their managers. Encourage discussion about workload management, flexibility, and productivity, and gather qualitative data to complement the survey data. 

Plan a trial and feedback methods. Implement a trial period with selected teams, regularly collecting feedback through pulse surveys and making changes based on the real-world experiences, before the change is fully implemented.

Workshops and One-to-Ones. Plan workshops to provide guidance training for managers of how to guide and educate employees on maintaining performance and how a better work-life balance will benefit.  Encourage one-to-ones to discuss concerns about workloads or well-being.
Maintain communication and transparency.  Maintain updates on intranet specific pages, blogs, emails and pulse surveys, and encourage open communication for feedback.
By adopting a systematic, planned and variety of approaches during the implementation and trial process, the people function can create an inclusive and well-informed approach, ensuring that the four-day working week benefits both employees and the organisation.
(HBR.org, 2023), (Roberts, 2024)
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To complete the task, you should provide a written response to each of questions below,  making appropriate use of academic theory and practical examples to expand your  response and illustrate key points.     Guide   Written answers to the assessment questions (4550 words  –   max 5,005 words)  –   applies to  answers only, not questions. Same wordcount approx. per answer.      CIPD does not like bullet point answers  -   need explanations. No opinions, remove bias  –   refer to arguments in the third person.     Layout  –   Question, answer, Question, answer.   The command words are KEY   and will shape my answer :     ‘Evaluate’   Define   –   1 st   is to define what the question is asking   Judgement   –   what does the research e.g. based on what was already said?     Questions     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. (AC 1.1)     Divisional Structure       Evaluate separately  -   one  after   another .                                        

