5C001 – Organisational Performance and Culture in Practice
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)
A divisional structure organises teams around products, markets or geographical areas and is highly departmentalised (Robbins and Judge, 2017). In this structure, each division operates as a semi-autonomous unit, focusing on its own area, such as a product line or region, with their own management team and dedicated business functions like HR or IT. An advantage of a divisional structure is that is offers accountability and more effective decision making, making it easier to meet deadlines, budget goals and adapt to local markets (Robbins and Judge, 2017). Another advantage, as outlined by Ellis (2023), is that a divisional structure helps improve focus and efficiency by providing clear direction, aligning teams with a shared mission and allowing them to concentrate on their core strengths. However, a downfall to this structure, as explained by Robbins and Judge (2017), is that the duplication of functions across divisions can increase costs, as similar roles are performed independently in each unit. It can also encourage silo working with reduced collaboration between divisions.
A matrix structure combines functional and project-based structures, where employees report to multiple managers: a functional manager and a product or project manager.  A strength of a matrix structure is that it encourages cross-functional teamwork and maximises the use of specialised skills, which is particularly advantageous for complex, dynamic environments like aerospace or R&D, improving problem-solving and innovation (Robbins and Judge, 2017). It also improves resource efficiency by pooling specialists across projects, ensuring the right expertise is applied effectively, therefore is more cost effective than building a specific project team (Gaille, 2020). However, the dual-reporting system can cause role confusion, slower decision-making, and increased stress for employees (Robbins and Judge, 2017). A matrix structure can also create tension and power struggles between functional and product managers due to uncertainty about reporting lines and authority.

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)
Strategy, as defined by Johnson (2013), is a long-term plan that guides an organisation's direction to achieve its goals and secure a competitive advantage. It involves understanding the external environment, setting clear objectives, and aligning internal resources to meet those objectives effectively. Organisational strategy typically includes three key stages: strategy analysis, strategy development, and strategy implementation.

Within my organisation, our goal for 2024 is to achieve a yearly sales revenue of £464,000. In order to do this, we have developed a business development strategy which is focused on building partnerships with businesses that share our values, such as sustainability and social responsibility.

The strategy analysis stage involves understanding the organisations internal and external factors, such as market trends, competition, and available resources, using tools such as SWOT, PESTLE or Porters Five Forces (Johnson et al, 2013). Data is analysed to make informed predictions about the future, considering risks and potential flaws in the strategy. Within Moxie, we began with understanding the alignment of Moxie with businesses prioritising sustainability, social responsibility and community engagement and identifying companies that share similar values. The external environment, including market trends and competitor strategies, were evaluated alongside Moxie’s internal strengths, such as its expertise in recruitment and commitment to sustainable services.

The development stage of strategy involves management evaluating various options based on the analysis phase to create strategies that align with the organisation’s goals (Johnson et al., 2013). Managers must actively shape and implement the strategy, ensuring that teams are committed to executing it effectively on a daily basis (CMI, 2014). At Moxie, the development phase focuses on integrating our recruitment services, Moxie Foundation grants, and Working Wardrobe services to support businesses’ social and environmental goals. This strategy helps spark conversations beyond just recruitment and builds long-term, trust-based relationships. By aligning our services with client values, we aim to create mutual value, ensuring sustained partnerships that go beyond immediate recruitment needs, but a broader impact on the business and community.

The implementation phase focuses on executing the developed strategy by aligning resources, structures, and processes, with clear communication and strong leadership to motivate teams (Johnson et al, 2013). Ongoing assessment and flexibility are essential to adapt the strategy as needed and ensure everyone understands their role. At Moxie, we engage with clients through targeted campaigns, networking, events, and direct outreach. We have a business development plan to follow, and our consultants have weekly/monthly KPIs. We hold regular 1:1s and team sessions to review progress, address challenges, and adjust the strategy if necessarily in order to meet our annual revenue target.

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)
External factors such as interest rates, inflation, and technological advancements significantly impact the recruitment industry, and we must adapt our processes when changes occur outside of our control. A PESTLE analysis looks at six major external factors—Political, Economic, Social, Technological, Legal, and Environmental—that affect an organisation, helping HR professionals and senior leaders make informed decisions and plan strategically (Battista, 2024).
The Recruitment & Employment Confederation (2023) report highlights that high interest rates, which peaked in 2023 after a 15-year high, have increased borrowing costs for businesses, limiting their capacity to invest in long-term hiring plans. For Moxie People, whose clients predominantly operate in the housing and charity sectors, industries already sensitive to funding pressures, this has meant tighter recruitment budgets, recruitment freezes, and a shift towards temporary placements rather than permanent hires. As a result, we have adapted our service offerings to focus more on temporary staffing and flexible recruitment solutions to align with our clients' short-term workforce needs.
Inflation has also driven up operational costs and tightened profit margins. According to the REC report (2023), 70% of recruitment businesses have faced higher non-labour costs, and 61% reported squeezed margins. For Moxie People, these rising expenses and reduced client budgets make careful financial management essential. Clients in the housing and charity sectors, who already have limited budgets, are now seeking more affordable recruitment solutions. This has made it critical for us to offer cost-effective, efficient services. At the same time, candidates are asking for higher salaries due to the rising cost of living, which adds complexity to recruitment. We must manage expectations on both sides to ensure that we find mutually beneficial solutions for clients and candidates.
The role of technology is another external factor reshaping the recruitment industry. The REC report (2023) notes that 41% of recruitment agencies are adopting automation to manage costs and enhance efficiency. At Moxie, we have invested in new software that helps us streamline administrative duties, improve candidate sourcing, and enhance both our candidate and client experience. For a small business like Moxie People, leveraging technology helps level the playing field against larger competitors by simplifying tasks and providing faster, more efficient services. For example, automating routine tasks frees up time for us to focus on relationship-building, which is essential in the current recruitment market.
To remain profitable and competitive during these external challenges, Moxie must continuously adapt to economic pressures by adjusting our strategies to meet client needs, such as offering temporary solutions. Additionally, ongoing investment in technology is crucial to enhance our competitiveness in the market.
In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work. (AC 1.4)
Artificial intelligence (AI) is revolutionising the way businesses operate, particularly in recruitment. Rather than simply replacing tasks, AI transforms how work is done by enabling faster decision-making, enhancing capabilities, and allowing remote completion of tasks (CIPD, 2024). In recruitment, AI technologies like ChatGPT are increasingly playing a key role in daily activities such as drafting job descriptions and screening candidates. However, while AI offers tremendous potential to boost productivity, it also presents risks, including the spread of misinformation and bias, especially when handling sensitive data (CIPD, 2024).
At Moxie People, we are actively exploring how AI can improve our recruitment processes, though its application is still evolving. AI significantly enhances efficiency in areas like candidate sourcing, where we can quickly scan large databases, match CVs to job descriptions, and predict the best-fit candidates for specific roles (Fritts & Cabrera, 2021). For example, we’ve invested in ‘Loxo’, a recruitment software that integrates AI tools, allowing us to perform targeted searches and access candidate pools that align with specific job requirements. Similarly, job boards and LinkedIn now incorporate AI, further streamlining the recruitment process. AI helps us reduce the time and effort needed to identify suitable candidates while improving the accuracy of the selection process (Albassam, 2023). Moreover, AI enhances the candidate experience by personalising communication, making the recruitment process smoother and more engaging. For instance, our software tailors job recommendations based on candidate preferences and previous interactions, offering a more relevant and individualised experience.
One area of AI we have not yet integrated at Moxie, which is widely used across the recruitment industry, is the use of chatbots. Chatbots can be integrated across various communication channels, such as our website, LinkedIn, and email, offering benefits like 24/7 support, real-time query responses, and guidance throughout the application process (Albassam, 2023).
Despite these advantages, AI also raises challenges, especially regarding bias and fairness. AI algorithms are only as effective as the data they are trained on, and if not carefully managed, they can enable bias in hiring decisions (Knowles, 2024). The CIPD (2024) highlights that AI systems can unintentionally amplify biases present in historical data, leading to unfair treatment of certain candidate groups. This is particularly concerning in recruitment, where fairness and diversity are essential. Additionally, while AI improves efficiency and engagement, it cannot replace the human touch that is critical to recruitment (Albassam, 2023).
AI has impacted our work as recruiters by automating time-consuming tasks, freeing up time for more strategic, human-focused aspects of the recruitment process, such as building relationships with candidates and clients and offering tailored, in-depth advice throughout. The CIPD (2024) stresses the need for people professionals to upskill and understand the ethical and legal implications of AI to make informed decisions and implement it responsibly. By carefully considering the risks and testing new AI tools in a controlled way, we can use AI effectively at Moxie People without losing the personal, values-driven approach that defines who we are.

Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)
There are various theories and models of organisational culture, one of which is Charles Handy's model. This framework identifies four distinct types of organisational cultures: power, task, person, role.
Within a power culture, key decision-making lies with one person or a small group who hold authority and delegate tasks (Handy, 1995). Common in smaller organisations, it enables quick decisions but may reduce flexibility and innovation from employees (Personnel Today, 2023). Within role cultures, employees have specific responsibilities based on their skills, with clear hierarchies and structures in place (Handy, 1995). Found in larger organisations, this culture offers defined career paths, where each person’s role comes with accountability and increases in authority with seniority (HRC Online, 2024).
Task culture centres around project-based teams, which are formed to address specific issues or challenges. Collaboration and accountability within this culture are key, and team objectives take precedence over individual goals (HRC Online, 2024). Person culture has an emphasis on individual expertise and autonomy, lacking organisation loyalty (Handy, 1995). It’s often seen in professional services where certain employees feel they are more important as the organisation itself. Organisations with a people culture tend to have minimal structure or management (Personnel Today, 2024). 
Organisations that fit into one of the four cultures is rare, as many incorporate elements of all four cultures (Hardy, 1976, cited in Raškaj, 2023). Different teams tend to have different cultures. Managers need to adapt their style to the type of culture in which they are operating. Managers For example, a top-down, controlling style may work in a power-driven culture but would likely be ineffective in a person culture, where a more supportive or empowering approach is needed.
Another theory is David Rock’s SCARF model, which is based on neuroscience studies and is a framework for understanding and analysing the social domains that trigger either a reward or threat response in the human brain. According to Rock (2008), there are five domains of human social experience: status, certainty, autonomy, relatedness and fairness. 
Status relates to how we view our importance compared to others; threats to our status can lead to stress, while recognition boosts confidence and engagement. Certainty refers to our ability to predict what’s coming next; uncertainty creates anxiety, whereas clear expectations provide a sense of security and focus. Autonomy gives us a sense of control over our actions; when we feel in control, we are more motivated and less stressed. Relatedness is about feeling safe with others, building safe connections, whereas isolation can lead to tension. Fairness involves equal treatment and interactions; when we feel treated fairly, it encourages trust and positive morale. 
Understanding these five domains can be highly valuable for HR, leaders, and organisations. y applying the SCARF model, people practitioners can enhance practices and tailor strategies to create a more positive workplace, ultimately boosting employee satisfaction and engagement (Rock, 2008).  

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 is a powerful influence on organisational culture, particularly when recruitment practices are aligned with the organisation's core values (Shapiro, 2023). There are two main stages when it comes to employee selection: shortlisting and assessment. Effective recruitment must ensure that each stage of the process is fair, free from discrimination or bias, and focused solely on the candidate’s ability to perform the role and their alignment with the organisation’s values and culture (McCartney, 2024).  
At Moxie, our focus is on supporting organisations within the charity, social impact, and housing sectors, where cultural fit and inclusivity is essential. By helping clients adopt a values-led, inclusive recruitment and selection process, we contribute to building diverse and mission-driven teams. 
One of our clients, a values-based housing association committed to neuroinclusivity, has seen the positive impact of tailoring their recruitment practices to be genuinely inclusive. Since updating their selection process - including offering accessible application formats, using blind hiring practices, providing clear recruitment guidelines and timescales, and offering reasonable adjustments at the interview - they’ve reported a 0.9-point rise in their happiness index score and significant improvements in employee retention since 2021. Their values, which emphasise bringing your whole self to work, are reflected throughout their process. They share structured interview questions 4-7 days in advance, and provide a visual guide to the interview location, including parking and signing-in instructions, showing respect and care to those who do have neurodivergent limitations. These practices, supported by the CIPD (2024), highlight the importance of a fair, inclusive recruitment process in shaping a positive organisational culture.
Adopting an inclusive, non-biased recruitment process directly influences organisational culture and performance. By embedding inclusivity into hiring, organisations create a psychologically safe environment where employees feel respected and valued. This, in turn, creates innovation, enhances engagement, and builds resilience, all of which contribute to a high-performing and positive workplace culture (Österlind and Lindgren, 2018).

An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change. (AC 2.3)
Kotter’s Change Model provides a structured framework for managing change, emphasising leadership, communication, and employee engagement (Rees and French, 2016). The 8 steps are:
1. Creating a sense of urgency
2. Forming powerful guiding coalitions
3. Developing a vision and a strategy
4. Communicating the vision
5. Removing obstacles and empowering employees for action
6. Creating short-term wins
7. Consolidating gains
8. Anchoring change in the culture
Creating urgency involves demonstrating why the change is essential and must happen promptly to motivate employees to act (One, 2008). Failure to do this from this outset is likely for change to fail and according to Kotter, for change to be successful, you need “buy-in” from at least 75% of management (One, 2008). For the transition to hybrid working, change leaders should highlight issues like reduced engagement, collaboration or innovation with fully remote work, as well as address external aspects, such as competitor activity, to emphasise the need for change. 
Step two focuses on forming a group of influential individuals from different levels and departments to drive the change. This team should combine power, expertise, credibility, and trust (Sittrop and Crosthwaite, 2021), acting as advocates for hybrid working and addressing employee concerns effectively.
A clear vision and strategy provide clarity on the change, why it’s necessary, and how it will be achieved, enabling everyone to take action (Appelbaum et al, 2012). According to Kotter (1996), without this, the change is likely to fail as objectives can become unclear. Communicating the vision is crucial to gaining buy-in and building trust for the change (Pollack and Pollack, 2015). This should be done through various channels and should openly address employees concerns with honesty. The vision for the return to the office could emphasise balancing flexibility with collaboration, supported by a phased return plan, flexible hours, and clear guidelines on remote and in-office work. The change team could communicate this through meetings, email updates, and FAQs outlining the hybrid working model and its benefits for both employees and the organisation. 
The fifth stage of Kotter’s model focuses on removing obstacles, adjusting structures, and empowering employees to contribute new ideas (Pollack and Pollack, 2015). For hybrid working, this could involve offering flexible start and finish times to ease commuting. Celebrating early successes helps maintain momentum; for example, recognising teams that adapt well to the hybrid model boosts morale and shows progress (Kotter, 1996, cited in Applebaum et al, 2012).
In step 7, Kotter warns against declaring victory too soon, as it can hinder further progress (Applebaum et al, 2012). Leaders should use early wins to refine the hybrid model, address challenges, and expand it to other teams, ensuring continuous improvement and greater buy-in. Finally, step 8 is about anchoring the change in the organisation’s culture (Todd, 2022). For hybrid working, this involves updating policies, setting clear expectations for new hires, and ensuring consistent adherence across the organisation (including leadership teams) while reinforcing the benefits regularly.

Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
The Kubler-Ross Change Curve provides an understanding to how individuals react emotionally to change (Roberts and Tracey, 2023). In the workplace, it illustrates how employees may move through different stages when faced with change. These stages are shock, denial, frustration, depression, experimentation, decision, and integration.
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The Kubler-Ross Change Curve begins with shock and denial, where employees often react with disbelief or avoidance (Lindblad, 2022). During shock, productivity typically dips, and employees may appear stunned or unresponsive. This is followed by denial, where employees might dismiss the change as unnecessary or irrelevant, believing it won’t affect them (Roberts and Tracey, 2023). At these stages, clear and transparent communication, reassurance, and addressing misconceptions are critical.
The curve then moves to frustration, where resistance peaks, often driven by fear or unease. Employees may express anger, blame others, or adopt a negative outlook (Lindblad, 2022). The depression stage follows, representing the lowest point on the curve, where employees may withdraw, exhibit low morale, or show signs of anxiety (Roberts and Tracey, 2023).
The final three stages - experiment, decision and integration - mark the upward, more positive phase where employees adapt to the change (Jackson, 2023). In the experiment stage, employees begin hesitantly testing new ways of working, building confidence through trial and error. The decision stage sees employees committing to the change, showing optimism and proactive engagement. Finally, in the integration stage, the change becomes fully embedded, with employees operating effectively and the new processes becoming routine (Lindblad, 2022). 
Understanding the stages of the change curve is crucial for managing change effectively, as it provides a structured way to identify employees’ emotions throughout the process and determine how best to support them (Roberts and Tracey, 2023). A key advantage of the model is its flexibility and unbiased nature, making it adaptable across different organisations and situations. It allows managers to anticipate challenges and proactively provide support.
However, the model has its challenges. Employees may experience the stages differently - some spending longer in frustration or fear, while others may skip these stages entirely or even move backwards as they process the change (Lindblad, 2022). This variation requires managers to adopt a flexible approach, using tailored strategies such as one-to-one meetings and focus groups to ensure employees feel aligned, valued, and supported. Clear communication is critical to avoid misunderstandings, and leaders must demonstrate empathy, especially for those struggling with resistance or concern. Lindblad (2022) highlights the importance of recognising accomplishments and successes in the latter stages to maintain morale and motivation. 

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)
Wellbeing at work refers to the holistic health - physical, mental and social - of employees (Taylor and Woodhams, 2022). It is about ensuring that employees feel supported, valued and can thrive both personally and professionally. It is more than just the absence of illness; it’s about being happy, healthy and content with one’s life (Schulte and Vainio, 2010).

When organisations prioritise wellbeing, it creates benefits for employees, businesses, economies, and communities (Suff, 2024). The CIPD’s Health and Wellbeing at Work Survey (2023) found that improving wellbeing leads to better morale, higher engagement, a more inclusive culture, and improved work-life balance. This, in turn, enhances performance, strengthens workplace relationships, and increases retention. A more engaged workforce is also more productive, more likely to hit targets, therefore reducing costs and freeing up resources for reinvestment. On the other hand, neglecting wellbeing can lead to absenteeism, presenteeism and high turnover, all of which are expensive for organisations (Suff, 2024).

The CIPD (2024) highlights that good work is crucial for individual wellbeing. It is characterised by factors like fair pay, job security, manageable workloads, opportunities for growth and a supportive work environment. These elements play a key role in shaping an employee’s overall experience, directly impacting their health and wellbeing. Employees in roles designed around the principles of good work are more likely to feel empowered, valued, and supported. Good work fosters trust and psychological safety, both of which are essential for wellbeing. For example, fair pay reduces financial stress, manageable workloads prevent burnout, and opportunities for growth enhance purpose and job satisfaction.

Employees in poorly designed roles may face excessive pressure, lack of recognition and unresolved conflicts. The CIPD’s Good Work Index 2024 highlights the negative impact of conflict on wellbeing, affecting 25% of UK workers, particularly those from protected groups. Unreported conflicts can escalate, causing stress, damaged relationships, and costly turnover. To manage this, organisations must encourage a culture of openness, with leaders leading by example and investing in manager training to effectively resolve conflicts.

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)
There are six stages to the employee lifecycle: attraction, recruitment and selection, onboarding, development, retention and separation. These stages are interconnected, forming a continuous process that supports an employee’s journey from initial attraction to separation. 

At the recruitment stage, HR play a key role in attracting and selecting candidates who align with organisational strategy, ensuring the process is fair and inclusive. This involves collaborating with line managers, defining roles, creating job adverts, screening applications, and conducting interviews. As the CIPD (2024) highlights, effective recruitment brings in individuals with the right skills and values, supporting long-term business success, not just to fill a vacancy. A well-designed recruitment process is crucial for maintaining a positive employer brand, as poor candidate experiences can harm the organisation’s reputation and future attractiveness. Effective recruitment can also be cost effective, and it can reduce turnover and increase retention (Yadav and Singh, 2021). 

After onboarding, the development stage focuses on creating a culture of continuous learning and growth to help employees reach their full potential and support organisational evolution (CIPD, 2024). People practitioners are key in designing strategies to close skill gaps, support employee growth, and align development with business goals. This improves engagement, retention, and overall performance. One way to do this is through effective appraisals. People practitioners should work with managers to ensure appraisals lead to personalised development plans, with ongoing support and learning opportunities tailored to individual needs. Hughes (2024) warns that poorly structured appraisals can harm retention and increase turnover, emphasising the need for robust, individual-focused processes.

The separation phase is the final stage of the employee lifecycle, occurring when an employee leaves the organisation. At this stage, people practitioners play a crucial role in ensuring a smooth transition and key responsibilities include managing the offboarding process and conducting exit interviews. Exit interviews, conducted prior to an employee’s departure, provide valuable insights into the reasons behind their decision to leave, helping organisations address issues that could reduce future unwanted attrition (Pilbeam and Corbridge, 2010). According to Pilbeam and Corbridge (2010), the feedback gathered during this process can guide improvements in key areas such as rewards, development opportunities, leadership practices and job design, ultimately refining HR strategies to better retain top talent. By handling the separation phase effectively, HR can leave exiting employees with a positive impression, enhancing the employer brand and maintaining goodwill, which can benefit future recruitment and the organisation’s reputation. 


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 plays a pivotal role in supporting organisational strategy through both vertical and horizontal integration, ensuring that HR policies and practices align with and contribute to achieving overall business goals.

Vertical fit aligns individual HR practices with different levels of organisational factors, such as business strategies and organisational culture (Lee et al, 2017). This involves ensuring HR systems and initiatives directly support strategic objectives, creating a link between business goals and employee performance. For example, if a recruitment agencies strategic goal is to become a market leader in the Housing industry, HR can ensure recruitment practices focus on hiring consultants with strong knowledge of the housing sector or proven expertise in recruiting within that field. They may also provide specialised training for existing staff to deepen their understanding of housing trends, key roles and client needs.

As part of vertical integration, policies and procedures must be regularly reviewed and adapted to reflect changes in organisational strategy. This best-fit approach ensures HR strategies are tailored to the organisation’s unique needs, rather than adopting a generic best-practice model (Taylor and Woodhams, 2016). By embedding policies and procedures into the strategy, HR creates a workforce that is fully aligned with the organisation’s goals, enhancing both performance and cohesion.

Horizontal integration involves creating consistency and synergy across HR practices to ensure they work together effectively to support wider people strategies and organisational goals. Garcia-Carbonell, Martin-Alcazar, and Sanchez-Gardey (2015) explain that HR practices should not function in isolation but as interconnected "bundles" or systems. This means all aspects of people practice - such as recruitment, onboarding, performance management, and employee development - work together seamlessly to create a unified approach. Clear, well communicated, consistent policies help employees work towards shared strategic objectives, strengthening organisational culture and ensuring HR efforts drive wider business success.

Aligning HR management practices both vertically with organisational goals and horizontally across HR functions increases the likelihood of achieving strategic objectives, leading to improved employee engagement, reduced turnover and better retention, ultimately optimising performance and providing a competitive advantage (Martinson and De Leon, 2018). 

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 transitioning to a four-day working week, the people function should lead a structured consultation process to engage both managers and employees, ensuring a fully informed decision. Listening to all both managers and employee’s viewpoints addresses concerns, identifies challenges, and ensures everyone feels valued and understand the changes, therefore higher likelihood of accepting change (ACAS, 2021).

Consultations can be approached in three ways, as outlined by ACAS: good practice, consultation under the law and collective consultation. Regardless of the method, clear communication and transparency is key. Effective consultations build trust, uncover and resolve issues early, and explore alternative solutions to enhance engagement and minimise absenteeism or turnover, ultimately reducing costs (ACAS, 2021).

Consultation methods can be divided into direct and indirect approaches. Direct consultations, such as informal discussions or formal group meetings, provide immediate feedback and give employees a voice. Employee voice enhances wellbeing, motivation, and productivity while reducing conflicts and absenteeism (Young, 2024). Surveys and polls, another direct method, offer a broad reach and can encourage honesty, capturing quantifiable data to identify trends and concerns. However, they may lack depth and engagement, potentially excluding some perspectives. Indirect consultations, such as involving trade unions or joint consultation committees, ensure employees have a collective voice, helping to address concerns collaboratively, improve trust, and align decisions with the workforce's needs, which can lead to smoother implementation of changes like a four-day work week (Young, 2024). Indirect methods of consultations are more likely to suit larger organisations or in a situation where there is a need for collective bargaining. 

By involving all parties and considering their input, the people function can help ensure that the change to a four-day working week meets the needs of the business and its employees, ultimately improving engagement, productivity and overall organisational performance (Sirc, 2024). 
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