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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) 

A Divisional Structure divides an organisation into individual departments depending on product lines, geographics, or customer groups. Each department operates independently but is guided by a central management team, making it a common choice for larger organisations (CIPD, 2024)
One advantage of a divisional structure is specialisation. Each department can concentrate on its own area, leading to greater efficiency and effective resource management. It also encourages accountability, as each department is responsible for its performance. The decentralised decision-making allows quicker responses to market changes, enhancing flexibility (Taylor & Woodhams, 2022, Chapter 3, p54 - 57).
However, divisional structures can result in duplication of resources, such as separate administrative functions in each department, increasing costs. Coordination across departments can be challenging, potentially leading to missed opportunities. Furthermore, it may encourage a silo mentality, where departments focus on their own goals rather than the organisation's objectives. Senior management may also struggle with overseeing multiple departments with distinct goals (Taylor & Woodhams, 2022, chapter 3).
A Matrix Structure is when employees report to more than one manager: an organisation manager and a project manager. This setup is typically used in project-based organisations, who need departmental collaboration and resource sharing (CIPD, 2024).
The matrix structure promotes efficiency by using shared resources across multiple projects, which can help reduce costs. It also encourages communication between departments and more flexibility, allowing employees to move between projects as needed. Additionally, the involvement in different projects helps in skill development, benefiting both the employees and the organisation (Taylor & Woodhams,2022, Chapter 3, p54 - 57).
However, the matrix structure can lead to confusion and conflict due to the dual reporting lines, creating potential role confusion. The communication requirements may place high demands on management. This structure can cause stress for employees who must meet the expectations of multiple managers. Furthermore, resource allocation can become a challenge, leading to delays if there is competition for limited resources (Taylor & Woodhams, 2022, chapter 3).

In comparing both structures, the departmental model is well-suited for large organisations needing separate departments. It supports skillsets, accountability, and adaptability but can be costly due to resource duplication and may affect collaboration across the organisation. The matrix structure is effective for project-driven work, promoting collaboration and resource-sharing. However, it can be difficult to manage due to dual reporting lines, which may cause confusion and conflict (CIPD, 2024). 

2) Analyse the extent to which the organisational strategy in your organisation helps to ensure products or services meet customer’s needs. (AC 1.2)

Athena Care Group’s strategy is centred around delivering trauma-informed, outcome-focused care to vulnerable young people in our residential homes. This strategic focus involves all elements of our services, from staff training and home operations to individual care plans designed to meet both regulatory standards and the specific needs of the children in our care.

The emphasis on trauma-informed care aligns well with the unique needs of Athena’s target demographic, - children with complex histories often requiring therapeutic care. According to Porter’s Generic Strategies (Porter, 1980), an organisation employing a differentiation strategy seeks to tailor its offerings to stand out from competitors. Athena’s specialisation in trauma-informed care differentiates it from more generic care providers, establishing a value-driven approach. 

Athena Care Group’s strong focus on staff development is a critical aspect of our strategy. The organisation’s commitment to offering nationally recognised qualifications and extensive training provides staff with the skills to address complex behaviours, thereby meeting the needs of our children. 

Athena’s focus on outcome-based care reflects its strategic aim to deliver improvements in young people’s lives, from emotional stability to social integration. This aligns with the Balanced Scorecard approach (Kaplan & Norton, 1992), which advocates for a dynamic view of organisational performance, including measuring staff and children’s well-being alongside financial outcomes. By closely monitoring outcomes, Athena can evaluate whether our services are effectively meeting the needs of the children in our care and adjust practices based on feedback and performance data (Taylor & Woodhams, 2022).

In conclusion, Athena Care Group’s strategy of trauma-informed, outcome-focused care effectively meets the needs of the young people we care for. Through specialised training, an adaptive service model, and a commitment to continuous improvement, Athena ensures alignment between its strategic goals and the needs of both our young people and staff. This alignment not only meets regulatory and ethical requirements but also promotes the well-being and personal growth of those in our care, illustrating a strong connection between organisational strategy and “customer” needs. 



3) Analyse the current impact of interest rates, inflation and one other external factor on your organisation. Identify organisational priorities arising from your analysis. (AC 1.3)

Interest rates play an important role in the financial health of organisations. Rising interest rates increase the cost of borrowing, which can affect any existing loans or mortgages that Athena Care Group holds on our properties. With the current economic environment showing an upward trend in interest rates, this can lead to higher interest payments, reducing the cash flow available for other critical activities. Increased borrowing costs could restrict Athena’s ability to invest in other projects such as renovations or additional therapeutic programs. As a result, Athena may need to prioritise cost-efficiency strategies and financial resilience to mitigate the effects of rising interest rates on all operations (CIPD, 2023).
Our organisation should focus careful financial planning, reducing reliance on loans, and exploring ways to enhance cash reserves. Interest rates play a significant role in influencing the financial health of organisations. Rising interest rates increase the cost of borrowing, which can affect any existing loans or mortgages that Athena Care Group holds on our properties. (Taylor & Woodhams, 2022).
Inflation affects the costs of goods and services, leading to increased expenses across essential items like food, utilities, transportation, and care supplies. As inflation rates rise, the cost of maintaining high-quality care services could become more challenging. Additionally, inflation typically results in higher wage expectations, which may place pressure on payroll budget. The rising costs can limit the organisation’s ability to attract and retain qualified staff if wages do not keep up with inflation, potentially impacting service quality.
To manage the impact of inflation, we might need to conduct frequent budget reviews and consider efficiency measures that help to control costs without sacrificing service quality. This could involve renegotiating supplier contracts, implementing energy-saving initiatives, and reassessing resource allocation across homes.
Government legislation, particularly in Wales, directly influences Athena Care Group’s operations. Legislative changes related to child welfare, staff qualifications, and care standards can increase compliance requirements, introducing additional staff training or new hires. For example, changes in safeguarding protocols or updated requirements for staff-to-child ratios can place additional strain on resources, requiring having to adapt swiftly to maintain compliance (Porter, 1985). Failing to meet legislative requirements can lead to fines, reputational damage, and reduced funding opportunities, making compliance a critical organisational priority (CIPD, 2023).
Ensuring compliance with Welsh government legislation is a top priority. This may involve investing in continuous professional development for staff, updating internal policies, and implementing robust monitoring systems to stay ahead of regulatory changes. Regular audits and feedback surveys could also help in identifying areas needing improvement, ensuring that standards are consistently met. 





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, and assess how AI impacts work. (AC 1.4)
AI has the potential to transform recruitment at Athena Care Group by streamlining tasks, improving decision-making, and promoting diversity. As Peter Cheese, CEO of the CIPD notes, “AI is evolving fast and can improve organisations workloads”, However, he stipulates that organisations must also understand the risks, and to “ensure a just transition through this time of significant change”.  (Cheese, P. CIPD, 2023).

AI can automate time-intensive tasks like CV screening and shortlisting by assessing applications against job criteria. This ensures top candidates are identified quickly, freeing time for relationship-building and assessing cultural fit. By accelerating the hiring process, Athena can better meet its mission of timely care delivery.

AI tools can analyse data to predict a candidate’s fit by assessing traits like resilience and empathy, critical in care environments. This supports our hiring practices and aligns with our mission and values (Taylor & Woodhams, 2022).

When designed ethically, AI focuses on job-specific criteria, reducing bias linked to gender, ethnicity, or age. This promotes diversity and inclusivity. However, if AI is trained on biased data, it could reinforce inequalities, identifying the need for audits and monitoring (CIPD, 2023).

While AI offers benefits, its risks must be managed. Data Privacy requires compliance with GDPR to protect candidate data and maintain trust. Loss of Human Touch is a concern in care recruitment, as empathy is needed to assess alignment with trauma-informed values, and over-reliance on AI could alienate candidates (CIPD, 2023). Bias and Ethics in AI training data may compromise fairness, so regular oversight ensures alignment with our inclusivity goals (Kaplan & Norton, 1992).
As Athena’s Recruitment Coordinator, I can help by integrating AI ethically by using testing tools, monitoring fairness, and training staff. While AI can improve recruitment by increasing efficiency and promoting diversity, maintaining a people-centred approach is essential to uphold our care-focused values. 


5) Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)
Charles Handy’s model of organisational culture categorises organisations into four types, each influencing employee behaviour and engagement. (HRC, online,2024) Power Culture concentrates authority with a few individuals, enabling quick decision-making. This benefits small organisations needing decisive leadership but may alienate employees and affect collaboration in larger organisations. Role Culture relies on strict hierarchies and defined roles, providing stability and predictability, making it suitable for large or routine-driven organisations. However, its rigidity can limit adaptability and affect innovation. Task Culture emphasises teamwork and problem-solving, granting authority based on expertise. While promoting creativity and flexibility, it can lead to confusion in larger organisations lacking clear structure. Lastly, Person Culture prioritises individual autonomy, ideal for research or consultancy settings. However, its focus on independence can lead to a lack of unity and misalignment with organisational objectives. 
David Rock’s SCARF model complements Handy’s framework by identifying five social drivers influencing workplace behaviour and engagement. (Rock, 2008) Status reflects an individual’s sense of importance, with recognition boosting morale but excessive focus on status could potentially undermine collaboration work. Certainty addresses the need for predictability, where clear goals enhance engagement, but lack of certainty or rapid change within teams can create anxiety. Autonomy involves control over decisions and actions, promoting responsibility and innovation, if not implemented correctly, this can lead to frustration. Relatedness highlights the need for connection, where trust and supportive relationships boost collaboration, but over familiar relationships can distract from productivity. Fairness, implementing fairness, builds trust and loyalty but can cause upset if it is not perceived as fair by all.
Both models highlight the importance of understanding how culture and social dynamics shape workplace behaviour and engagement. Organisations can use this information to create environments where employees feel valued, motivated, and aligned with collective goals. Management teams who follow these values can provide a supportive, engaging environment that drive organisational performance and employee satisfaction. 
Charles Handy’s model categorises workplace cultures into four main types. (YouTube, 2024) (HRC Online, 2024) Each cultural type influence how organisations make decisions. Understanding these cultures allow organisations to assess their environment and make decisions about their structure, leadership and employee interactions. 
Power culture is common in small ‘start up’ organisations with centralised hierarchical decision making. It allows for efficiency and clear direction due to the smaller management group culture, but can become authoritarian, leading to less employee input and low employee morale. The CIPD's 2022 report on organisational culture and climate (CIPD, 2022, (3)) discusses centralised decision-making impacts on autonomy and engagement in line with Handy's power culture.
Role culture is hierarchical, assigning clear responsibilities to its employees. It ensures consistency and fairness can be seen in structured organisations like department stores, where employees understand their roles and responsibilities making their work environment more predictable. However, rigid structures may reduce flexibility and adaptability making the workforce less adaptable to change. 
Task culture focuses on teamwork and projects, benefiting industries like advertising technology. It promotes creativity and adaptability but can lead to power struggles and instability due to shifting team dynamics. Employees feel empowered to contribute their skills leading to job satisfaction; However, leadership is often based on skillset and lack stability due to shifts in organisational needs. 
Person culture prioritises individual leads over organisational goals, found in sectors like healthcare and education. It enhances autonomy and job satisfaction but can make achieving common goals difficult without strong leadership.
Many organisations blend cultural types, adapting elements to suit their needs. The referenced study (Abdala, E.C, et al.2021) identifies a predominant Person Culture within the organisation, highlighting individual autonomy. However, it also notes significant elements of Task Culture, evidenced by high levels of collaboration and trust among employees. This combination suggests that while individuals operate independently, they also engage collaboratively to achieve common objectives.
By promoting teamwork and individual task roles, the company could effectively navigate the complexities of remote work environments during covid.
.

Davids rocks SCARF Theory (2008) helps to build a picture of the importance of valuing people and fair treatment.  SCARF promotes the value in understanding workplace interactions through 5 domains. (Taylor & Woodhams, 2022, pp.)
Status reflects an individual's importance in a group. Recognition programs boost engagement. However, competition can cause conflict.
Certainty, provides predictability, improving comfort and efficiency. However, rigid structures can hinder creativity and adaptability.
Autonomy promotes trust and job satisfaction through flexible working and independence. However, too much autonomy can lead to lack of guidance inconsistency.
Relatedness supports social connections, enhancing teamwork and reducing stress. However, poor management can lead to favouritism and exclusion.
Fairness ensures equitable treatment, building trust and engagement. However, fairness is subjective, and excessive focus can slow decision making.
David Rock’s SCARF model helps organisations create positive environments by addressing psychological needs based on social interactions. The five domains will help build trusting relationships between colleagues leading to a positive attachment to organisation. This will increase stability and lower staff turnover and reduced recruitment costs. (Taylor & Woodhams, 2022) 





6) Assess how employee selection or Employee development impacts organisational culture and behaviour in your organisation (AC 2.2)
The selection process strengthens team dynamics by prioritising candidates with strong interpersonal and teamwork skills. In the care sector, where communication and coordination are vital, strong teams boost morale and improve care quality. Aligning candidates with Athena’s culture improves retention and engagement, as employees who connect with the mission are more likely to stay, reducing turnover and ensuring continuity of care, critical for young people in residential settings.
Selecting culturally aligned candidates reduces workplace conflict by promoting shared values and work ethics, creating a supportive environment. This enhances team productivity and keeps staff focused on shared objectives. Additionally, the process reinforces Athena’s identity, ensuring staff uphold common values which strengthens collective behaviour, builds trust with stakeholders and enhances the organisation’s reputation.
While cultural alignment brings benefits such as improved teamwork, reduced conflict and higher retention, it is essential to balance this with diversity to promote innovation and consistency. This balance allows Athena to uphold our commitment to high-quality trauma-informed care while cultivating a collaborative and inclusive workplace culture.

The selection process plays a critical role in strengthening team dynamics, especially in the care sector, where strong interpersonal relationships and effective teamwork are essential for delivering high-quality care. Prioritising candidates who demonstrate strong interpersonal and teamwork skills, organisations can build teams that communicate effectively, leading to improved team-work and better morale. Research by Torrington et al. (2020) suggests that when teams feel supported, it significantly enhances job satisfaction and employee engagement, which are key factors in reducing turnover and boosting productivity.
Selecting candidates who align with an organisation’s culture—such as Athena Care Group’s focus on trauma-informed care—helps reinforce shared values and common goals within the team. According to Armstrong (2020), when employees identify with an organisation’s mission and values, they are more likely to remain with the organisation, leading to higher retention rates. 
However, while cultural alignment brings numerous benefits, including reduced workplace conflict and stronger team productivity, it is important to balance cultural fit with diversity. Shen et al. (2009) highlight, “a diverse workforce can lead to increased innovation and creativity, essential for adapting to the evolving needs of care recipients”. Meaning an organisation can benefit from selecting candidates who not only align with the organisation's values but also bring diverse perspectives, ensuring both consistency, and the promotion of a collaborative, inclusive workplace culture.
A strategic and well-balanced selection process that focuses on both cultural alignment and diversity contributes to team dynamics, reduces conflict, and improves employee retention.

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)
To transition from remote work to a hybrid model, Kotter’s 8-Step Change Model offers a structured approach. The first step is creating a sense of urgency, ensuring employees understand the need for change. Communicating the benefits of hybrid work, such as better collaboration, helps employees embrace the need for change. (Kotter, 1996).
Next, building a guiding coalition of managers, HR, and influential team members is crucial for gaining support and addressing concerns. Their advocacy reinforces the change (Kotter, 1996). Developing a clear vision and strategy follows, balancing remote flexibility with in-person engagement. Communicating this vision consistently ensures alignment with organisational goals (Kotter, 1996).
Empowering employees to act on the vision involves removing barriers, such as offering flexible schedules and providing necessary technology. This increases understanding and smooths the transition (Kotter, 1996). Celebrating short-term wins, such as improved collaboration, helps build morale, while consolidating gains ensures the changes are sustained (Kotter, 1996).
Finally, embedding the hybrid model into the company culture ensures its permanence, making it a core value aligned with employee and organisational needs (Kotter, 1996).
In conclusion, Kotter’s model provides a clear framework for successfully transitioning to hybrid work, ensuring long-term integration into the company culture. (Taylor & Woodhams, 2022) 


8)  Using the Kubler-Ross change curve, discuss how change is experienced (AC 2.4)

The Kubler-Ross Change Curve, originally developed by Elisabeth Kubler-Ross to describe the stages of grief, has been adapted for understanding how people emotionally respond to organisational change. The model outlines five stages—denial, anger, bargaining, depression, and acceptance—through which individuals typically progress when faced with significant change (Kubler-Ross, 1969). This framework helps organisations and managers anticipate employees’ emotional responses and provide targeted support throughout the transition.
The first stage of the Kubler-Ross Change Curve is denial, where individuals may initially resist or ignore the change. In a workplace setting, this often manifests as disbelief or a refusal to acknowledge that change is happening. Employees might continue their tasks as usual, ignoring new instructions or policies. This reaction is a natural coping mechanism to deal with uncertainty or fear. Managers can address this phase by clearly communicating the reasons for the change and providing a safe space for employees to express their concerns and ask questions (Kubler-Ross, 1969; CIPD, 2024).
Once employees recognise that change is inevitable, they often enter the anger phase. In this stage, individuals may express frustration or resentment, particularly if they feel that the change threatens their job security or disrupts their routines. This anger may manifest as open criticism, resistance, or conflict within the team. To manage this stage effectively, leaders should listen empathetically, validate employees’ feelings, and address their concerns honestly. It is important for HR and managers to be trained in conflict resolution and emotional intelligence to support employees during this phase
In the bargaining stage, employees may attempt to negotiate or compromise to regain some control over the situation. They might propose adjustments to new policies, seek extensions, or ask for exceptions. This stage reflects a sense of hope, as employees begin to look for ways to adapt to the change while minimising its impact. It is important for managers to be open to feedback and consider reasonable requests, as this can help ease the transition and demonstrate a willingness to collaborate (Kubler-Ross, 1969).
As the reality of the change sets in, individuals may experience feelings of depression or sadness. This stage can be challenging for both employees and the organisation, as it often leads to a decline in morale and productivity. Employees may feel a sense of loss, particularly if the change involves the elimination of familiar processes or the restructuring of teams. During this phase, it is crucial for managers to provide additional support, offer counselling services if needed, and maintain open lines of communication to help employees navigate their emotions 
The final stage is acceptance, where individuals begin to come to terms with the change and see its potential benefits. Employees who reach this stage have adjusted to the new circumstances and are ready to move forward. Acceptance is often marked by increased engagement and a willingness to support the change initiatives. Leaders can reinforce this stage by recognising employees’ efforts, providing ongoing training, and integrating the new practices into the organisational culture (Kubler-Ross, 1969).
The Kubler-Ross Change Curve highlights the emotional journey employees take during transitions, offering valuable insights for managers on how to support their teams effectively. HR professionals and managers trained in recognising these emotional stages can implement tailored interventions, such as providing clear communication during the denial phase, offering emotional support during the anger and depression stages, and reinforcing positive behaviours during the acceptance stage.
One advantage of using the Kubler-Ross model is its ability to provide a clear framework for understanding employee emotions, allowing managers to anticipate resistance and plan appropriate support strategies. However, a disadvantage is that not all employees experience these stages in a linear fashion; individuals may move back and forth between stages, making it difficult to predict their responses precisely. Additionally, cultural differences and personal factors can influence how employees experience and process change, which may not always fit neatly into the model (CIPD,2024)
The Kubler-Ross Change Curve offers a practical tool for understanding how employees experience changes on an emotional level. By recognising the stages of denial, anger, bargaining, depression, and acceptance, organisations can better support their workforce through transitions, leading to a smoother and more effective change process.  




9) The CIPD’s Health and wellbeing at work survey 2023found the percentage of organisations that have 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 has become an increasingly important focus for organisations as they recognise its strong connection to employee engagement, productivity, and overall organisational success. 
A comprehensive wellbeing strategy includes physical, mental, and emotional health, addressing aspects like stress management, work-life balance, and supportive workplace policies. Research shows that when organisations prioritise wellbeing, they can reduce sickness and turnover, leading to a more stable and productive workforce. 
Wellbeing initiatives can take various forms, such as:
· Mental health support programs, including access to counselling and stress management resources.
· Flexible working arrangements that allow employees to better manage their work-life balance.
· Physical health programs, such as subsidised gym memberships, wellness workshops, or ergonomic workplace assessments.
By adopting a supportive environment, companies can reduce burnout and enhance job satisfaction, which in turn improves overall organisational performance (CIPD, 2024).
The concept of "good work" is central to improving employee wellbeing. Good work is defined by secure, meaningful, and fair employment, providing employees with autonomy, career development opportunities, and a positive working environment. The Good Work Plan by the UK government highlights that fair pay, job security, and inclusive practices contribute significantly to job satisfaction and mental health (UK Government, 2018).
A positive work environment that emphasises good work allows employees to feel valued, which boosts their engagement and motivation. According to CIPD (2023), when employees experience good work, they are more likely to report higher levels of wellbeing, lower stress, and greater job satisfaction. Key elements of good work include:
· Autonomy: Allowing employees to have a say in how they perform their tasks can increase their sense of control and reduce stress.
· Career development: Opportunities for growth and learning contribute to a sense of purpose, leading to better mental health.
· Work-life balance: Flexible work options help employees manage their personal and professional responsibilities, reducing the risk of burnout.
Investing in wellbeing and promoting good work practices can lead to numerous benefits for the organisation, including:
· Increased productivity: Healthy and satisfied employees tend to be more engaged and efficient in their roles. The CIPD emphasizes that investing in employee well-being leads to better performance outcomes, as motivated employees are more likely to excel in their tasks and contribute positively to organisational success (CIPD, 2024).
· Enhanced employee retention: Employees who feel supported are more likely to stay with the company, reducing recruitment and training costs.
· Improved company reputation: A strong focus on wellbeing can enhance the organisation's brand as an employer of choice, attracting top talent.
In summary, the importance of wellbeing at work is clear: it not only supports employee health but also drives organisational success. By implementing a standalone wellbeing strategy and prioritising good work, organisations can create a supportive and productive environment. This approach leads to a motivated, resilient workforce, contributing to long-term business success. 

Top of Form
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 outlines the key stages an employee experiences within an organisation, commonly divided into five phases: Attraction and Recruitment, Onboarding, Development, Retention, and Separation. Effective people practice throughout these stages enhance employee engagement, retention, and organisational success. This answer focuses on the recruitment, development, and separation stages.
1. Recruitment:
This stage involves attracting and hiring the right talent. People practices include:
· Job Analysis and Advertising: Crafting clear job descriptions and advertising roles strategically.

· Selection Processes: Screening candidates, conducting interviews, and assessing cultural fit.

· Promoting Diversity and Inclusion: Ensuring fair and unbiased recruitment practices.
Effective recruitment lays the foundation for a capable and aligned workforce, driving organisational goals.
2. Development:
This stage focuses on employee growth and skill enhancement. Key people practices include:
· Training and Development: Implementing initiatives for current job demands and future career aspirations.

· Performance Management: Providing feedback and setting development goals.

· Career Path Planning: Offering advancement opportunities and mentoring.
Supporting employee development improves job satisfaction and fosters retention, helping employees reach their potential.
3. Separation:
This marks the end of the lifecycle and includes resignations, retirements, or terminations. People practices focus on:
· Exit Interviews: Gathering feedback to inform future improvements.

· Legal Compliance: Managing final pay, benefits, and documentation.

· Employer Branding: Ensuring professional exits to maintain reputation and relationships.
Managing separations effectively protects organisational reputation and provides insights for enhancing the employee experience.
In summary, the employee lifecycle is a strategic framework guiding how organisations manage employees from recruitment to departure. People practice in recruitment, development, and separation are critical to creating a positive employee experience and driving organisational success.
The employee lifecycle represents the key stages employees experience within an organisation, often categorised into five phases: Attraction and Recruitment, Onboarding, Development, Retention, and Separation. (Smith & Mitchell, 2022, pp.90-103) Effective people practice across these stages contribute significantly to employee engagement, retention, and overall organisational success. 
Recruitment is the initial phase where organisations attract and select the right talent. This involves writing detailed job descriptions, strategically advertising roles, and conducting structured selection processes, such as interviews and assessments. An emphasis on promoting diversity and inclusion during recruitment ensures fair and unbiased practices, which can help organisations build a diverse and capable workforce. As noted by Armstrong and Taylor (2020) recruitment practices that align with organisational values and strategy not only improve hiring outcomes but also establish the foundation for long-term employee alignment and engagement. Ensuring a strong cultural fit and employing robust screening methods are critical steps in attracting individuals who can contribute effectively to organisational objectives.
Development, focuses on enhancing employee skills and supporting career growth. CIPD (2021 (1)) This involves providing targeted training, constructive performance management, and opportunities for career progression. According to Torrington et al. (2020), continuous development initiatives help employees meet current job demands and prepare for future roles, creating job satisfaction and loyalty. Additionally, offering mentoring programs and career path planning signals a commitment to employee growth, which has a direct impact on retention. Effective development practices not only empower employees to reach their potential but also enhance organisational capabilities, ensuring adaptability in a competitive environment.
Separation, the final phase of the employee lifecycle, marks an employee's departure from the organisation through resignation, retirement, or termination. Managing separations professionally is essential to protect organisational reputation and maintain positive relationships with departing employees. Conducting exit interviews provides valuable insights into employee experiences and highlights areas for improvement in people management practices. Moreover, ensuring legal compliance in handling final pay, benefits, and documentation is crucial for avoiding disputes and preserving trust (CIPD, 2022 (1)). Organisations that approach separations thoughtfully, demonstrate their commitment to professionalism and integrity, even at the end of the employment relationship.
The employee lifecycle provides a framework for managing employees, with recruitment, development, and separation being critical stages. Effective people practice in these areas help create a positive employee experience, enhance retention, and drive organisational success. By aligning these practices with organisational goals, employers can promote a supportive and productive work environment that benefits both employees and the organisation. 


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) 
People practice plays a critical role in supporting organisational strategy, especially through the mechanisms of vertical and horizontal integration. Vertical integration aligns people practices with the overarching organisational strategy, ensuring that human resource (HR) activities are in line with business goals. Horizontal integration focuses on aligning various HR activities and processes to support a coherent people strategy across the organisation. 
Vertical integration refers to the alignment of HR strategies and practices with the overall strategic goals of the organisation. It ensures that the HR function contributes directly to the achievement of business objectives by promoting a workforce that can deliver the required outcomes. 
CIPD (2024) highlights that vertical integration involves linking HR policies directly to the strategic vision of the organisation. For example, if an organisation aims to expand its market share, HR practices like talent acquisition, training, and development should be tailored to attract and develop skills aligned with this goal. This approach helps build a competitive workforce that can drive the organisation towards its strategic targets.
Through vertical integration, HR functions like performance management, leadership development, and employee engagement are designed to support specific strategic initiatives. According to a CIPD report (2024), organisations with strong vertical integration tend to have higher levels of employee performance and retention, as employees understand how their roles contribute to the broader organisational vision.
Horizontal integration refers to the alignment of various HR activities and processes to create a coherent and consistent people strategy. This approach ensures that all HR functions work together, rather than in isolation, to support organisational objectives.
CIPD (2024) suggests that horizontal integration leads to a more consistent employee experience, as all HR processes — from recruitment to development, performance management, and rewards — are aligned with the same people strategy. This integrated approach helps reinforce the organisation’s values and culture, creating a unified experience for employees.
When HR practices are horizontally integrated, it promotes collaboration and reduces redundancy. For instance, linking learning and development initiatives with performance management systems ensures that employees receive training that directly enhances their skills and addresses performance gaps. This is supported by CIPD research (2024), which found that organisations with high levels of horizontal integration reported improved efficiency and employee satisfaction.
Both vertical and horizontal integration in people practices is essential for aligning HR strategies with business objectives and ensuring coherence across HR functions. Vertical integration focuses on aligning HR activities with organisational strategy, enhancing overall performance, and ensuring that HR initiatives support strategic goals. Horizontal integration, on the other hand, aligns HR functions internally, promoting consistency, collaboration, and efficiency. The effective implementation of these integration strategies, as highlighted by CIPD reports, can significantly contribute to achieving long-term organisational success. 


12) Introducing a four-day working week is a significant organisational change that impacts both employee wellbeing and business operations. The success of such a transition heavily depends on effective consultation and engagement with managers and employees. Involving the people function (HR) early on is key to understanding the needs, concerns, and potential challenges of all stakeholders. Here’s how HR can approach this process:
Managers play an important role in implementing change, as they have direct oversight of team performance and are responsible for maintaining productivity. The people function can use the following methods to engage with managers:
1. Initial Consultation Meetings: HR can organise meetings with management teams to explain the purpose and expected benefits of the change. These discussions provide an opportunity to address concerns about productivity, customer service, and workload management, aligning the new schedule with the organisation’s strategic goals (CIPD, 2024).
2. Surveys and Feedback Collection: HR can gather insights from managers through surveys or structured feedback sessions. These tools help identify potential operational issues, such as scheduling conflicts or resource gaps, allowing the organisation to pre-emptively address challenges.
3. Pilot Programs: Introducing a pilot program allows managers to assess the feasibility of the four-day workweek on a smaller scale. This approach provides valuable data on productivity, employee morale, and client service, helping refine the plan before a full-scale rollout.
4. Regular Check-ins: Ongoing check-ins and feedback sessions with managers ensure continuous monitoring of the transition. These interactions allow HR to evaluate progress, adjust, and address any emerging issues, maintaining alignment with organisational objectives.
Engaging employees effectively is essential, as they will directly experience the impact of the new working schedule. HR can implement the following strategies:
1. Employee Surveys and Focus Groups: Surveys can assess employee preferences regarding the four-day workweek, such as which day they prefer to have off. Focus groups provide a platform for deeper discussions, allowing employees to share their thoughts, suggest improvements, and voice any concerns about work-life balance and job security (Taylor & Woodhams, 2022).
2. Transparent Communication: Clear and regular updates from the people function help reduce uncertainty. Employees need to understand the rationale behind the change, the expected benefits, and any adjustments to compensation or performance expectations. Transparent communication fosters trust and engagement (CIPD, 2023).
3. One-to-One Discussions: Offering individual meetings allows employees to discuss personal circumstances, such as caregiving responsibilities or commuting challenges. These meetings help HR understand specific needs and ensure that the new working arrangement accommodates diverse employee situations.
4. Trial Periods and Feedback Collection: Like the approach with managers, a trial period for employees allows them to experience the new schedule and provide feedback on its impact on workload, wellbeing, and overall productivity. Gathering this feedback is crucial for refining the implementation strategy.
In engaging with employees, it is important to consider the diverse needs of the workforce. HR should consider:
· Work-Life Balance: While many employees may welcome the extra day off, others might struggle due to personal responsibilities or increased pressure to complete tasks within a shorter time. Flexible options can help address these concerns.
· Role-Specific Requirements: Employees in client-facing roles or those requiring continuous coverage (e.g., in care services or customer support) may have different needs. Tailoring the schedule to accommodate these differences ensures that the new workweek structure supports all roles effectively (Kaplan & Norton, 1992).
· Wellbeing Impact: The people function should monitor the mental and physical wellbeing of employees throughout the transition. If increased workload or stress becomes an issue, adjustments to task distribution or additional support may be necessary.
The people function plays a significant role in managing the transition to a four-day working week, ensuring it aligns with both organisational strategy and employee needs. By actively consulting with managers and employees, gathering feedback, and running pilot programs, HR can implement the change in a way that enhances productivity, improves employee satisfaction, and supports long-term business goals. 
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