(AC1.1) 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
A divisional corporate structure is an organisational setup that divides a company into separate units, each functioning independently with its own resources, operations, and goals. Divisional structures can be organised based on product, market, or location, and typically, an organisation will choose to segment their structure by only one of these criteria (Ellis, 2023). There are many advantages for organisations using a divisional structure such as accountability and transparency. Each division is a self-contained unit with its own management structure. This makes it easier to identify which actions led to what result since it is much easier to assign responsibility. 
According to Wilson (2015) The purpose of a divisional structure is to provide a targeted focus as each division has its own management group, which simplifies holding individuals accountable for their actions. This setup also enhances transparency in acknowledging those who deserve credit for positive outcomes. (Indeed Editorial Team, 2021)
According to Wellhub, (2024) Implementing a divisional organisation can enhance company culture by bringing in diverse perspectives at different levels. Senior managers may also find it easier to exemplify expected behaviour when they are leading a smaller group. Disadvantages of a divisional structure include an increase of cost. By operating separate divisions, it can result in higher operational costs because of the duplication of functions and resources. A further disadvantage is that it encourages silo working and lead to a lack of consistency across the products and internal conflict as well as limited talent mobility, employees might struggle to advance their careers beyond their particular divisions, which can restrict their opportunities for career growth (AIHR, 2024)
A perfect example of divisional structure would be McDonald's as it organises its operations into separate divisions based on different geographic regions. (Thompson, 2023)
Taylor and Woodhams (2022) defines a matrix structure as an organisational framework in which two or more structures intersect, requiring employees to report to multiple managers. This structure is typically used in organisations that require a flexible approach to managing complex projects or workflows. In a matrix structure, individuals may have both a functional manager, responsible for their department or area of expertise (e.g., marketing or finance), and a project or product manager, overseeing specific projects or initiatives. Advantages include multiple skills sets working collaboratively, more autonomy, and a more positive culture. The challenges of a matrix structure primarily stem from its complexity and dual authority system. Although it promotes flexibility and cross-functional collaboration, it also brings increased administrative demands, potential internal conflicts, and the risk of employee burnout. To effectively manage these drawbacks, organisations must establish clear communication channels, define reporting structures, and implement processes to mitigate conflicts and support employee well-being. (Vantrappen, 2024)
(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 customers’ needs. 
An organisational strategy is a long-term plan for allocating resources to support business activities and achieve objectives. It helps companies reach their goals and develop actionable plans, often including detailed assessments of what the company aims to accomplish. (Indeed, 2021)
Organisational strategies are shaped by both internal factors, such as mission, vision, values, resources, and culture, and external factors, including market conditions, regulatory environments, technological advances, and social trends. Insights from tools like SWOT and PESTLE analyses help organisations understand their contexts and enhance performance. Models like the Balanced Scorecard and strategic management processes guide strategy formulation and implementation. (Kaplan and Norton, 2007)
Vertical integration involves expanding operations within the supply chain, while horizontal integration focuses on acquiring competitors to increase market share. Together, these elements ensure that strategies are robust, adaptable, and aligned with organisational goals. (www.youtube.com, n.d.)
Carmarthenshire County Council’s 2022-2027 Transformation Strategy focuses on analysis, development, and implementation to improve service quality and ensure financial sustainability. Analysing this strategy helps identify strengths in meeting customer needs and areas for improvement. (2022 - 2027, no date)
The strategy's analysis phase aims to accurately assess community needs and operational gaps across core services like social care, waste management, and education (Darren Price 2022-2027, no date b) This phase involves gathering data to prioritise initiatives based on community feedback, ensuring optimal allocation of council resources. Emphasising digital transformation and service reviews helps identify areas needing enhancement or innovation. However, rapidly changing needs, especially in social care and affordable housing, pose a potential risk. Thus, a more iterative and flexible analytical approach is necessary to stay responsive.
In the development phase, Carmarthenshire’s strategy aims to design services that meet identified needs while aligning with broader objectives like financial efficiency and sustainability. The Council is enhancing commercial awareness by training staff in business acumen and forming partnerships with local businesses. This phase is crucial for creating responsive service designs and innovative, cost-effective solutions. However, commercial ventures in the public sector often face scrutiny for profit motives, potentially conflicting with community-focused goals. (Carmarthenshire County Council, 2024)
The implementation phase focuses on effective service delivery and optimisation using performance data and community feedback. The Council aims to enhance contract management, procurement, and digital platforms to streamline services and cut costs. This approach aligns with customer needs by prioritising efficiency and transparency. However, rigorous performance monitoring is crucial to assess the impact on residents and adjust strategies as needed. Effective oversight is necessary to ensure cost-saving measures do not compromise service quality, especially for vulnerable groups.
(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. 
Organisations use tools like SWOT and PESTLE Analysis to navigate their environments. SWOT identifies strengths, weaknesses, opportunities, and threats, including interest rate impacts. PESTLE examines external factors like political and economic influences, such as interest rate changes. These tools help businesses understand and respond to interest rate fluctuations. (Ni Business Info, 2018)
According to the Bank of England (2024), current interest rates are 5% and inflation is at 1.7%. Elevated interest rates aim to address inflation but are straining indebted companies by increasing debt servicing costs. This raises the risk of corporate defaults, potentially leading to reduced investment and employment, which can threaten financial stability both directly and indirectly.
Magnus (2022) explains high interest rates can boost savings returns and curb inflation by reducing spending. However, they can also decrease spending and investment, leading to lower demand, job losses, and higher unemployment. (Pettinger, 2022)
In the short term, high interest rates can increase financing costs, causing companies to delay or cancel new projects. Businesses may need to focus on managing cash flow to cover higher interest payments and other financial commitments. (Curry, 2021)
Companies might need to revise their long-term strategies, placing greater emphasis on cost-cutting measures and enhancing operational efficiency instead of pursuing expansion. This shift could involve streamlining processes, reducing overhead costs, and investing in technology to improve productivity. (Bankofengland.co.uk, 2024)
Inflation is having a significant impact on Carmarthenshire County Council, leading to several financial challenges such as an increase in council tax and higher-than-expected pay awards for council workers and teachers, combined with an unprecedented demand for services in areas like social, adult, and childcare, have resulted in a significant shortfall in the 2024/25 budget. The council has approved a 7.5% increase in council tax. The priority of this measure aims to generate additional revenue to help cover the increased costs and avoid cutting essential services. (Gov.wales, 2024) 
McKinsey & Company, (2024) argues inflation rates are currently high due to a combination of several factors such as COVID19 pandemic causing disruption to supply chains and business paying more for goods and services and the war in Ukraine has greatly affected energy supplies, leading to a significant increase in the cost of gas and electricity.
Globalisation impacts Carmarthenshire County Council by fostering economic ties that benefit local businesses but also expose them to global competition and fluctuations. It brings cultural diversity, enriching the community while requiring the council to address diverse needs and promote social unity. Technological advancements push the council to enhance digital infrastructure and services. Additionally, global supply chains and increased consumption impact local environmental policies, necessitating a balance between economic growth and sustainability. These factors require strategic planning to leverage globalisation’s benefits while mitigating its challenges. (Gov.wales, 2024)
Local Authorities like Carmarthenshire Couty Council must ensure financial stability by balancing increased costs and revenues due to high inflation and interest rates. They need to maintain essential services, manage expensive borrowing, and support vulnerable populations facing inflation's impact.
(AC1.4) 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
Artificial intelligence is increasingly being integrated into organisations, and this will change how various functions operate, especially the people profession, which includes HR and L&D.
CIPD (2021) states “technology is ubiquitous in today’s workplace”, and there is extensive discussion about the future of work as new technologies develop. HR professionals must understand the variety of technologies available and how to use them responsibly to improve their people practices.
The ongoing adaptation to evolving digital technologies is changing jobs, including those of people professionals. CIPD,(2021), argues their digital transformation series revealed that recruiters took on employer branding as repetitive tasks became automated, social media skills became essential for building digital communities, and the boundaries between recruitment and L&D functions blurred with internal talent marketplaces. When implementing technology solutions, it’s crucial to consider both organisational needs and the impact on employees and candidates. AI and other technologies can change work by replacing jobs, augmenting capabilities, creating new roles, intensifying work pace, transferring tasks, or enabling remote work. Each impact has different organisational considerations, and ensuring employees have the necessary skills and realistic performance expectations is key.
Organisations frequently make substantial investments in technology, yet not all of this spending is efficient.
Manyika and Sneader, (2018) argues Investing in AI and automation tools can optimise operations and boost productivity. For example, AI-driven chatbots and automated scheduling systems can greatly decrease manual tasks and improve customer service.
Whilst Expert Panel, (2023) disagrees and says over-customising technology solutions can increase costs and diminish savings. Using standard models and best practices is often a more cost-effective approach.
Technology significantly impacts various organisational functions, products, and services by enhancing efficiency and innovation. 
Local councils are making greater use of AI-powered chatbots to support residents with various inquiries, such as housing, benefits, and other council services. These chatbots offer immediate responses, ensuring residents receive timely and accurate information without relying on human assistance. By handling routine queries, the technology enhances accessibility, particularly for those who may find it difficult to seek support during office hours. Additionally, automating these tasks alleviates the workload of human staff, enabling them to concentrate on more complex cases that require personalised attention. This leads to greater efficiency, a more streamlined service delivery process, and improved overall customer satisfaction. (GOV.WALES, 2024)
In HR and recruitment within Carmarthenshire County Council, AI and automation streamline processes such as creating job profiles, while in marketing, advanced analytics enable personalised campaigns. (CIPD, 2020). Impacts include cost savings, quicker responses it also offers real-time suggestions, speeding up decision process. 
Operations benefit from IoT and automation, improving supply chain management.
AI accelerates product development and enhances customer service through chatbots. For workers, technology boosts productivity and collaboration. (McKinsey & Company, 2019) 
AI technologies offer flexibility but blur work-life boundaries. Thus, it affects mental health. Organisations should foster digital wellbeing and make sure employees develop the required skills and realistic expectations so that they can maintain their wellbeing. (CIPD, 2020.) 
Organisations must navigate these changes thoughtfully to maximise benefits and minimise drawbacks.
(AC2.1) Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory.
An organisation’s culture embodies its personality and character, shaped by shared values, beliefs, and assumptions about behaviour, interactions, decision-making, and work processes. Influencing factors include the organisation’s history, environment, and the people who lead and work there. (Young, 2023)
While various approaches have been made by management thinkers in exploring and categorising organisational culture, such approaches could be helpful in the assessment of understanding an organisation's culture. (Bogale and Debela, 2024)
Organisational culture shows a lot of complexity, and it can be viewed from different perspectives; its characteristics tend to resonate in more than one overlapping dimension. (Niels Boysen Feddersen, 2023)
Edgar Schein believed that organisational culture is the most difficult attribute to change, often enduring longer than products, services, founders, and leaders. Geert Hofstede is well-known for his research on how national and regional cultures influence organisational behaviour. Together with Bob Waisfisz, he developed an Organisational Culture Model based on empirical research, featuring six dimensions. (Chartered Management Institute, 2015)
Charles Handy also made significant contributions by linking organisational structure to organisational culture. According to Charles Handy’s model, there are four types of culture which the organisations follow, these are power, task culture, person culture and role culture. (L&D Hero, 2023) 
Charles Handy's model of organisational culture is a theoretical framework that categorises organisational cultures into four categories. The categories help in the understanding of how organisations work and how they can be managed effectively. (Managementstudyguide.com, 2015)
Power Culture, with centralised power to facilitate quick decision-making but may suppress innovation and employee satisfaction; Role Culture, where roles are defined and a hierarchical structure offers stability and efficiency but can be rigid. Task Culture, which is project- and team-oriented and maximises creativity and flexibility but may lead to confusion when roles are poorly defined, and Person Culture, where the individuals perceive themselves as special and the organisation exists for their advantage, with high autonomy but potential lack of cohesiveness and organisational goal alignment. (CMI, 2015)


According to Juneja, (2019) organisational cultures can be very diverse. A power culture concentrates the decision-making in the hands of the few who delegate work, often excluding employees from making decisions and thereby possibly allowing favouritism. A task culture forms teams to complete specific tasks where each member has an equal contribution according to their skills. Person culture prioritises individual interests over the goals of the organisation, which may result in lower loyalty and engagement. Role culture distributes the tasks according to specialisation and competence. Employees are owners of their tasks and responsible for their work. The different types of cultures have distinctive features, which shape the organisation as well as the people within it. 
Research shows that leaders can enhance engagement and sustain performance by supporting their team members in meeting each other’s needs. (Neuroleadership Institute, 2019)
The SCARF model, introduced by Dr. David Rock in 2008, is a framework designed to understand and influence human social behaviour, particularly in the workplace. It presents a simple and memorable psychological theory of motivation based on neuroscience. Essentially, Rock suggests that we are strongly driven to seek five key elements: status, certainty, autonomy, relatedness, and fairness. (BiteSize Learning, 2024) 
Status refers to our relative importance to others, A rise in perceived status can activate a reward response, whereas a decline may elicit a threat response. while certainty is our ability to predict the future, encompassing the capacity to anticipate future events. Greater certainty minimises anxiety and fosters a sense of security, whereas uncertainty can cause stress and unease. (Mind Tools, 2008)
Autonomy represents our sense of control over events, higher levels of autonomy are connected to positive emotions, while a lack of control can provoke a threat response.
Relatedness is how safe we feel with others, feeling included and connected with others triggers a reward response, fostering a sense of belonging and safety. Fairness pertains to our perception of the fairness in exchanges between people, with fair treatment bringing about positive responses and enhancing trust and cooperation. Perceived unfairness, on the other hand, elicits strong negative responses, destroying morale and possibly creating conflict. Understanding such dynamics is necessary for creating a supportive and fair environment. (Rock, 2009)
A strong understanding of the model can enhance workplace communication by minimising perceived threats employees may feel and increasing their sense of reward. (Listening Partnership | Oxford, n.d.) 
If the model is not fully comprehended, it can be incorrectly applied, resulting in strategies that fail to meet the true needs of individuals. (Martindale, 2014)
(AC2.2) Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar).
The selection of employees plays a crucial role in shaping the culture and behaviour within local authorities such as Carmarthenshire County Council. This process influences the organisation’s values, attitudes, and behaviours. By choosing individuals who align with the desired culture, Carmarthenshire County Council can create a positive work environment that encourages collaboration, innovation, and ethical conduct. (Gov.wales, 2024)
It’s important to select employees who align with the organisation’s values and culture. This alignment helps new hires integrate smoothly and contribute positively to the existing environment. The selection process sets the tone for employee behaviour by establishing expectations early on. When candidates understand the organisation’s culture and values during recruitment, they are more likely to adopt behaviours that align with these values (CIPD, 2023).
According to Barends and Rousseau (2022) a well-organised selection process can boost overall performance by placing the right individuals in the appropriate roles. This alignment can result in higher job satisfaction, improved teamwork, and greater productivity. Diversity is equally important. A diverse workforce offers varied perspectives and ideas, which can foster innovation and adaptability within the organisation. (CIPD, 2021)
Assessing candidates for leadership potential/remodelling is essential to ensure a continuous pipeline of future leaders who embody the company’s values and culture. Leadership assessments and development programs are effective ways to accomplish this. (Linkedin.com, 2024)
Its crucial recruiters and hiring managers work together to ensure a fair employee selection process is being followed. Trust and communication are essential between both parties. There is a risk of hiring managers not following process.  
Avoiding common pitfalls in employee selection is crucial for building a strong and effective team. These include relying on CVs only. It’s important to use additional assessment methods like interviews, tests, and assessment centres. In particular, Danao, (2023) argues interviews and assessment centres will be good at assessing soft skills like communication, teamwork, and problem-solving. Very few jobs don't require these skills in some capacity to be performed well, but they're very hard to judge from a CV alone. 
By systematically evaluating these factors, businesses can make informed decisions about the effectiveness of their employee selection process and its impact on business culture and behaviour.
(AC2.3) 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 could be used to successfully implement this change
Kotter’s 8 step change model is a method, created by Harvard Business School professor John Kotter, it provides a systematic framework for achieving enduring change within organisations. This approach can be used to successfully implement the change from home working to hybrid working. Utilising Kotter’s Eight-Stage Model to facilitate the shift from home working to a hybrid model entails a series of strategic actions. (BiteSize Learning, 2024)
The first approach is to create a Sense of Urgency. Begin by ensuring the team comprehends the importance of the change. According to The Oxford Group, (2023) Hybrid working provides numerous advantages, such as enhancing work-life balance by cutting down on commuting, boosting productivity with fewer distractions, as well as improved collaboration and teamwork, and offering businesses greater flexibility to adjust to evolving circumstances.
Following this organisation would build a guiding coalition. A guiding coalition is a small group of people within an organisation that socially manages change. They bring knowledge, drive, and different points of view. Their peers recognise them for their professionalism. (Kotter, 2012). 
This proactive strategy foresees potential challenges and opportunities, allowing for preparation in advance.
The organisation needs to create a comprehensive vision for the hybrid working model. Detail specific actions, including flexible scheduling, technology enhancements, and the introduction of new collaboration tools, to bring this vision to life. It creates a sense of meaning. (Campbell, 2023)
To successfully implement a hybrid working model, start by sharing the vision broadly and inviting people to take part in pilot programs to build excitement among staff. Remove frictions through enabling technology, policy refreshes, and training. Basford and Schaninger, (2016) argue that equipping employees with the necessary skills and knowledge to embrace change is a lever that can be used to facilitate change within an organisation.
Sharing and celebrate successes to create momentum and showcase the advantages of the model. Keep enhancing the hybrid model based on feedback from the setup and launch new initiatives to maintain the progress. 
Lastly, embed the hybrid model into organisational culture by updating job descriptions, performance metrics, and onboarding processes. (Grey, 2023)
By implementing these steps, you can smoothly transition from home working to a hybrid model, ensuring it is well-received and maintained within the organisation.
(AC 2.4) Using the Kubler-Ross change curve, discuss how change is experienced
The Kübler-Ross Change Curve, initially designed to explain the stages of grief, has been adapted to illustrate how individuals navigate organisational change. This model highlights the various emotional stages employees often experience when confronted with major changes, such as restructuring, implementing new technologies, or shifts in leadership. (Tahir, 2019). 
Similarly, The Tannenbaum and Hanna Three-Stage Model outlines change as resisting, releasing, and adapting.
The Kübler-Ross model describes key stages individuals navigate when dealing with change. By understanding these stages, organisations and managers can better anticipate emotional responses and provide effective support to employees. (Graglia, n.d.)
During organisational change, employees typically progress through various emotional stages. Initially, they may enter a denial phase, characterised by disbelief and avoidance, where clear and consistent communication from leaders becomes essential as well as providing information and opportunities for support (Mister, 2015)
As they begin to confront the change, anger may surface, often directed at management or colleagues. In this stage, leaders should actively listen and validate these emotions. During the bargaining phase, employees might propose alternatives or seek compromises; involving them in discussions can foster a sense of value and inclusion.
According to Karen HRM Limited, (2023) This is often followed by a period of depression, marked by feelings of loss and decreased motivation, where offering counselling and wellness support is critical to increase morale.
Unchecked resistance can throw a change initiative off the tracks, sinking morale, productivity, and resources. It commonly results in poor results of projects, disengaged teams, and a loss of trust within an organisation. (Insights.com, 2024)
Eventually, employees reach acceptance, starting to adjust and recognise the potential benefits of the change. Leaders can facilitate this transition by celebrating small achievements along the way.
It is during the stages of exploration and then commitment that employees become more actively engaged in new processes as they fully integrate changes in their routines. This is why training, resourcing, and continued recognition strengthen their commitment to adapt successfully.
Understanding how individuals adapt to change is crucial, especially in today’s fast-evolving workplaces. Supporting employees through each stage of the change process is key to successful implementation, though not everyone will progress through the change curve at the same pace.
This is the normal curve that employees follow in organisational change, though this model is often too linear. Employees will often be unable to follow the change curve in a sequential manner and may revert to an earlier stage even after having progressed. (CIPD, 2023)
(AC2.5) 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 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
Nurturing the wellbeing of employees benefits both individuals and the company. Encouraging wellness can reduce stress and cultivate a positive workplace where both staff and the organisation can flourish. Robust health and wellbeing are essential for boosting employee engagement and enhancing organisational success. (CIPD, 2023)
Supporting employees' physical, mental, and emotional well-being boosts productivity, enhances focus, and fosters engagement. This support improves teamwork and promotes a healthier work-life balance.
According to Sengupta (2024) supporting employees' physical, mental, and emotional health can significantly benefit employers for example higher overall productivity, and reduced sick days and absenteeism rates, maintaining a consistent and dependable workforce. 
Wellbeing and job satisfaction are closely linked and in a recent article by Forbes, Odom, (2024) argues in their report, that when employees are happy with their jobs, they tend to have better mental and emotional health. Job satisfaction can alleviate stress and anxiety, contributing to improved overall wellbeing.
The CIPD Good Work Index is an annual measure of job quality in the UK, focusing on seven key areas such as fair pay and benefits, secure contracts, work–life balance, meaningful job design, positive workplace relationships, opportunities for employee voice, and support for health and wellbeing. It aims to provide insights that improve both employee experiences and organisational practices. (CIPD, 2024)
According to Young, (2024) enabling employees to voice their opinions and participate in decision-making promotes a sense of empowerment and acknowledgment. This involvement not only enhances their job satisfaction but also contributes positively to their emotional health and overall well-being. Senior leaders and managers are key to empowering employees to share their views openly, this fosters a more supportive and cooperative work environment.
In a recent BBC article Morgan, (2023) explains that by offering employees the chance to balance their work and personal lives is critical in preventing burnout and enhancing overall health. Flexible working arrangements and realistic workloads help employees manage both their professional and personal duties effectively, leading to better mental and physical health. This approach not only reduces stress but also creates a positive and productive work environment​. 
By focusing on these aspects, organisations can foster a work environment that improves employee wellbeing while also increasing productivity, engagement, and retention.
(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
A recent blog from People HR describes that the employee life cycle represents the critical stages an individual goes through when engaging with an organisation as an employee. This cycle starts with the initial awareness of the company, continues through their period of employment, and concludes after they leave. The seven stages of this model are attraction, recruitment, onboarding, engagement, development, retention, and exit and advocacy. (Fields, 2023)
The employee life cycle is defined as the critical phases an individual goes through within an organisation, beginning with attracting and recruiting potential candidates. It continues with onboarding and integrating new hires, followed by ongoing development and training. This cycle also includes strategies for retaining and engaging employees through rewards and career planning, managing their departure, and maintaining connections with former employees through alumni networks and other post-employment opportunities. (Armstrong and Taylor, 2023)
During the recruitment phase, the focus is on identifying, attracting, and selecting the best candidates through strategies like job advertisements, candidate evaluation, structured interviews, and promoting the employer brand. This process has been enhanced by incorporating AI for CV analysis, implementing diversity and inclusion initiatives, and adopting virtual hiring methods. (CIPD, 2023) 
In the development phase, the goal is to support employee growth through training sessions, career development programs, performance assessments, and structured career planning. Innovations in this area include tailored learning experiences, continuous feedback mechanisms, online learning platforms, and mentorship initiatives. L&D teams design onboarding programs to help new employees integrate smoothly into the organisation. (Bartram, 2022)
In the separation phase, managing employee exits involves conducting exit interviews, facilitating knowledge transfer, maintaining alumni connections, and ensuring a smooth offboarding process. Recent advancements include formalised offboarding practices, fostering positive relations with former employees, and using exit data insights to refine retention efforts. (hrlineup, 2024)
These stages are essential for building an effective workforce. By consistently enhancing people-focused practices, organisations can improve their ability to attract, nurture, and retain talent, ensuring sustainable success.
Every aspect of people practices is constantly advancing to align with the shifting demands of organisations and workforce dynamics. Prominent trends include the growing reliance on HR analytics for data-driven decision-making and process enhancement, the integration of technology in L&D to deliver tailored learning experiences and virtual training, and the adoption of agile approaches in Organisational Development to respond swiftly to change and encourage innovation. (Armstrong and Taylor, 2020)
(AC 3.2) Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration
Vertical integration, in relation to people practices and HR strategy, involves aligning HR functions with the organisation’s overall strategy, ensuring that every HR activity, from workforce planning to performance management supports the organisation’s strategic objectives. This alignment guarantees that HR efforts are directly contributing to the achievement of the organisation’s broader goals. (Armstrong and Brown, 2019)
Vertical integration in HR ensures that HR strategies are tightly aligned with business objectives, allowing practices like recruitment, training, and performance management to directly support organisational goals. This alignment improves overall performance by focusing on recruiting talent that meets strategic priorities, such as fostering innovation. (CIPD, 2024)
It also promotes consistency and coherence across the organisation, ensuring all departments work towards common objectives. Furthermore, vertical integration enables HR to be adaptable and responsive to changing business needs, while enhancing employee engagement and retention by demonstrating how their contributions support broader strategic goals. (Barrette and Ouellette, 2000)
Horizontal integration in people practices involves coordinating various HR functions across an organisation to align with broader business objectives. This can be achieved by aligning talent management efforts such as recruitment, employee development, and retention strategies into a cohesive approach. A unified performance management system ensures consistent evaluation of employees, aiding in the identification and nurturing of talent. Promoting a consistent organisational culture across all departments fosters employee satisfaction and enhances retention. (Suri and Lakhanpal, 2022)
Embedding diversity and inclusion practices across the organisation cultivates an innovative and inclusive work environment. Additionally, a consistent approach to reward and recognition ensures that employees feel valued, ultimately driving productivity and engagement.
The connection between the two is that both integrations foster a unified and strategic HR approach. Vertical integration aligns HR practices with organisational goals, while horizontal integration ensures these practices operate seamlessly across departments.
Both are essential for achieving the organisation's strategic goals and creating an environment where HR initiatives effectively support business objectives. (Kehoe, 2019)
People practice such as recruitment, training, and performance management are essential for aligning the workforce with the broader business goals. By strategically aligning these practices, organisations ensure that their workforce not only meets operational demands but also contributes to the achievement of organisational objectives. Streamlining HR processes reduces administrative burdens, enabling business functions to focus more on their core activities and strategic tasks. (Armstrong and Brown, 2019)
Additionally, business partnering plays a pivotal role in strengthening the alignment between HR and business objectives. By embedding HR professionals into close collaboration with business leaders, HR initiatives can be directly tailored to support the company’s strategic direction. This partnership fosters better communication and collaboration across departments, ensuring that HR’s role is integrated into decision-making processes and that HR practices are closely linked to the organisation’s success. This integrated approach allows for more effective execution of business strategies and enhances overall organisational performance (CIPD, 2019)
(AC3.3) 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
Shifting from a five-day to a four-day working week is a major change that demands thorough planning and consultation.
According to McParlane, (2023) first, readiness within the company should be assessed. This requires an understanding of the needed organisational culture and operational capabilities in order to make such a transition to a 4-day work week.
Starting from the current business model, consider flexibility, employee attitudes, and productivity with reduced hours. Communicate with managers and employees about the shift to a four-day work week, explaining the reasons, benefits, and challenges. This ensures transparency, sets expectations, and allows for feedback, involving everyone in the decision-making process. (Brennan, 2023)
Employees will naturally have questions about how a four-day workweek will function, so it's important to thoroughly consider all factors before implementing any changes. Once employees have been consulted and agree to adjust their working hours, the change should be documented in writing. If it's a trial period, clearly specify the start and end dates. (esphr, 2023)
Organisations could also ensure an anonymous surveys are sent out to all employees and managers in order to understand their concerns, expectations, and suggestions on the four-day workweek for obtaining broad employee feedback. This was recently adopted by Carmarthenshire County Council when engaging with employees regarding the Waste Service Change. 
Also create department-specific targeted questionnaires to seek out specific pain points of that department. This approach demonstrates that the organisation values and understands the distinct roles and responsibilities within each department. (MacKenzie, 2022)
Organisations should facilitate focus groups with diverse representatives from various departments and conduct one-on-one interviews with managers to identify operational challenges, while engaging with employees to assess the potential effects on work-life balance and job satisfaction. (Whillans and Lockhart, 2021)
According to Connect, (2023) testing the feasibility of a four-day workweek through pilot programs in select departments to evaluate its effects on productivity, satisfaction, and efficiency provide data for refining strategies before wider adoption. The UK’s four-day workweek pilot showed success by allowing organisations to customise and adapt the model during the trial. 
By adopting this process, the people function can ensure a smooth transition to a four-day work week with minimal disruption and a positive work environment. Success depends on ongoing communication, active engagement from managers and employees, and the ability to adapt based on real-time feedback
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