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(AC 1.1) Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure.

According to French, cited in Rees & French (2016) a divisional structure focuses on managing all aspects of a product or service, emphasizing outputs rather than inputs required to create the final product.
Tingsager & Smith cited in Taylor & Woodhams (2022) explain how organisations grow when they enter a new country or introduce new products and services. They often restructure by applying a divisional structure whereby “each division is typically focussed upon delivering a particular product or service or focused on a particular geography,” (Tingsager & Smith in Taylor & Woodhams (2022 p.57).
Tingsager & Smith cited in Taylor & Woodhams (2022) believe a benefit of a divisional structure is that employees and managers have clear functions and responsibilities, which helps the organisation achieve its overall strategic goals. Tingsager & Smith do acknowledge that an obstacle to this structure is its slow adaptability to change, as knowledge is often confined within individual functions and or siloes. They recognise that a disadvantage to this structure would be that it could hinder interdepartmental collaboration, leading to unrest when implementing new processes, Tingsager & Smith in Taylor & Woodhams (2022). It can become challenging for innovative ideas from lower departments to reach the leadership team, and strategic decisions from leadership may take longer to be communicated across the business whereby “strategic changes and innovations that the executives require take longer to be communicated, understood and enacted” (Tingsager & Smith in Taylor & Woodhams (2022, p.56).
According to Tingsager & Smith in Taylor & Woodhams (2022), the Matric structure is when two or more organisational frameworks overlap, whereby employees report to more than one manager. One advantage is that it brings together various skills, allowing the organisation to function efficiently. Furthermore, Tingsager and Smith (2022) maintain that organisations can nurture motivating environments, that encourage employees to develop new skills and grow professionally within a matrix structure, offering flexibility and collaboration. 
However, according to Mullins (2005), this structure has some challenges. The project manager could potentially have a small team, with additional staff being assigned and resourced elsewhere by departmental managers as and when they are needed. Employees may become unsettled by frequent changes, and this approach can lead to a more complicated organisational structure. Having two grouping methods could compromise the unity of command, and functional groups might overlook their regular duties and responsibilities.



(AC 1.2) Analyze the extent to which the organizational strategy in your organization (or an organization with which you are familiar) helps to ensure products or services meet customers' needs.


Chandler (1962), acknowledges that a strategy involves setting goals that can focus on the future, choosing a course of action, and allocating the necessary resources to achieve those goals. At Swansea Bay University Health Board, organisational strategy is key to meeting employer needs and public demand. SBHUB employs almost 14000 people and wants to ensure staff are skilled, motivated, and passionate about delivering high-quality care. 
According to Lynch (2003), there are three core areas of strategy: analysis, development and implementation. How this is achieved by SBUHB is by looking at the strategic data, gathering, analysing, and interpreting the data to understand the organisation’s position; whilst also looking at frameworks like PESTLE (CIPD 2024), underpinning the internal and external threats. SBUHB set about creating a 5-year people strategy. Johnson, Whittington & Scholes (2014) acknowledge that strategic analysis gives a detailed insight of the organisation’s ‘internal’ capabilities and ‘external’ opportunities, which are fundamental to decision-making. Evidence was gathered with surveys and “a big conversation” forum, allowing all employees a voice to express their ideas. Once this was achieved, the strategy was developed and implemented by a broad range of partners. The, Financial Reporting Council (2016) states that “the strategy to achieve a company’s purpose should reflect the values and culture of the company and should not be developed in isolation. Boards should oversee both.”
The health board set out 7 strategic aims and outcomes:
1. Engagement and Well-being: Ensure people feel valued, supported, and rewarded.
2. Attract and Recruit: Be recognized as an employer of choice.
3. Strategic Workforce Planning: Have the correct amount of skilled people working on the correct tasks.
4. Digital Readiness: Prepare people for the digital future.
5. Learning and Development: Equip people with essential skills and capabilities.
6. Leadership: Promote values-driven, compassionate leadership.
7. Diversity and Inclusion: Foster a diverse, inclusive environment where all voices are heard.

This approach helps achieve patients’ needs by focusing on aligning strategic goals with the values of collaboration and care. Strategic workforce planning reduces holdups, leading to better patient care, according to Addicott et al (2015, p.26) “the wider organisation should have a plan for addressing immediate and long-term workforce pressures, which goes beyond reactive responses to think more broadly about appreciating and supporting the existing workforce – as this will be the workforce delivering care into the future.”
The ‘people promise’ and partnership with trade unions demonstrate a commitment to staff and public well-being, which has positively impacted service delivery. Horizontal integration merges services among similar providers, improving access and consistency, whilst vertical integration creates coordinated care across different healthcare services. Together, these enhance efficiency, communication, and patient-centered care ensuring patients’ needs are prioritised and met through integrated healthcare services.

(A.C 1.3) Analyse the current impact on interest rates, inflation and one other external factor external factor in your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. 

The CIPD (2019) maintains that HR professionals must monitor external factors, that influence your internal organisation. There are existing tools and approaches when analysing the current impact of interest rates, inflation, and Government Policy. Rees & French state that “a useful tool to examine the external drivers of change involves the PESTLE taxonomy” (2016, p.109). Battista, (2024) highlights the advantage of this framework is to build an understanding of the broader business environment, promoting external awareness and strategic thinking, as well as business threats and opportunities. However, Battista (2024) does note that the pace of change makes it difficult to predict future developments. 
Interest rates affect the NHS in many ways. The NHS is a publicly funded body and when interest rates rise, the cost of government borrowing rises too. This has a knock-on effect on the NHS as a rise in interest rates increases public debt and therefore creates pressure on government spending and could result in a reduced budget and less available funding for the service, which we have seen in recent years.
Inflation has a direct impact on the NHS too, apart from the ability to deliver a quality healthcare service, inflation additionally affects operational costs and its workforce. Boccarini, G., Rocks, S., and Shembavnekar, N. (2022) note that “higher inflation means reduced spending power for health and social care budgets.” Inflation increases the price of goods such as medical equipment, energy, and food, which undoubtedly leads to a squeeze on the budget, and inflation management becomes critical to the organisation. 
Another external factor to consider is local government, the NHS is a devolved power in Wales and controls healthcare policy, funding, and staff recruitment. Maintaining a budget has become business critical to Swansea Bay University Health Board, with current freezes in particular job sectors. Boccarini, G., Rocks, S., and Shembavnekar, N. (2022), state, “The economic situation risks undermining attempts to reduce the elective care backlog.” Woodhams & Perkins in Taylor & Woodhams (2022) recognise that in reward management, economic challenges result in modest pay increases for some people, particularly where national pay structures are in place like the NHS, this is because they are constrained by limited resources and budget pressures. Boccarini, G., Rocks, S., and Shembavnekar, N. (2022), measure the reduction in the real value of the “NHS staff around £850 on average per full-time equivalent.”


(A.C 1.4) 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.

Mohdzaini, (2024) discusses that HR professionals should be knowledgeable about different technologies, not only how to use them but also how they improve their people management practices. AI could enhance NHS recruitment by streamlining processes and improving KPIs like time-to-hire with automated efficiency, managing high-volume applications, such as Healthcare Support Worker roles, by filtering candidates against essential criteria, job descriptions, and required skills.  
Another benefit of AI would be reducing unconscious bias, looking at the skill set of an applicant against the essential criteria in the job description and not on their demographics, allowing for a fairer hiring process. AI can also assist in retention too, analysing trends. This can help the organisation to make informed hiring decisions, especially in jobs that have a high staff turnover.  
However, Malik (2023) acknowledges the bias with AI. Admittedly, it is a time-saving tool but if algorithms are not checked there can be a risk of reputational damage. Malik, (2023) uses the example of Amazon and the AI hiring tool used, which was designed to streamline recruitment but unintentionally favoured male candidates due to the historical gender imbalance in its database. This highlights how unconscious bias can pass into AI systems and how organisations need to be vigilant when using AI in HR to ensure compliance and fairness. 
AI impacts work in several ways and Mohdzaini, (2024) understands the importance of identifying both the organisation’s needs and the effects on people and believes that with HR technology solutions, this often means assessing how employees and candidates will be affected. Mohdzaini, (2021) maintains that AI can transform the way people work. There are positives and negatives to this, technology can improve productivity, and it may lead to job creation too, however, continued productivity improvements can potentially lead to a loss of jobs. The World Economic Forum White Paper (2019) maintains that “Automation and digitalization are in turn transforming how work is done by substituting, augmenting and creating new tasks for workers.” The CIPD’s Workplace Technology: The Employee Experience report (2020) highlights that most employees (72%) believe automation is unlikely to affect their jobs in the coming year and only 28% have the training for any potential changes. For the people expecting automation, 32% anticipate job quality improvements and within the year 32% saw increased tech use, with 50% requiring more skills and 40% facing more complex tasks. Yet 80-93% do not feel that technology has boosted business performance and 29% of people felt that portable devices muddy the boundaries for a work-life balance, whilst 25% reported that work negatively impacts their health. This suggests that the impact of AI can enhance roles but may bring challenges in skills development and well-being. 


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

Fraraccio (2023) explains for an organisation to thrive it must have a positive culture, that encourages its employees, and Charles Handy’s work on organisational behaviours, rituals, and values has contributed to a more “purpose-driven” management approach. Fraraccio, M (2023) continues to explain how Handy’s theory outlines four workplace management styles, that influence employee motivation and when effectively managed, can nurture organisational growth and leadership. Fraraccio does acknowledge that each style has its challenges.
Fraraccio, (2023) explains that Handy’s Four Cultures include Power Culture, which is characterised as being a centralised, hierarchical structure led by a strong leader, with often quick outcomes. However, Fraraccio goes on to explain that it can hinder employee growth due to high expectations and the success of an organisation can hinge on the quality of leadership. Role Culture is managed by rules, defined roles, and defined powers and is a common workplace culture type in larger organisations. Task Culture is team-based, encouraging collaboration, whereby success depends on the cooperation of staff, rather than position. Handy, (2020, p.52) describes it as a “group of experts focusing on a common task or problem.” Whilst person culture focuses on the growth of the individual and utilises the individual talents of its employees, an example might include GP surgeries. 
The SCARF model is based on “five areas of human social experience: Status, Certainty, Autonomy, Relatedness, and Fairness,” Neuro Leadership Institute (2021) and all encompass the social concerns that drive human behaviour, Mullins, L (2019). Hayden, D (2024) explains that Rocks, SCARF model “focuses on how the brain responds to threat and reward,” and these areas influence and shape engagement. Hayden, (2024) explains the model “proposes that learning increases as threats are minimised and rewards are maximised.” The Neuro Leadership Institute (2021) explains that Status is displayed with learning, sharing ideas, and taking credit, giving motivation and credit to the employee. Whilst Certainty highlights the need for clarity a lack of it can lead to disengagement. Autonomy is beneficial as it gives employees trust and ownership and not allowing this can hinder motivation and productivity. Relatedness underpins belonging, using inclusive language like “we”, whilst Fairness gives an employee motivation, whilst unfairness would lead to hostility and opposition (Hayden, D 2024). Fairness aligns with Adams’ (1965) equity theory, whereby employees assess their work inputs, like skill and effort, relative to their outputs. 

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

According to Tracey, (2024) for change to work well, a company’s goal and culture need to match, this means everyone should share similar values and behaviours to create a unified working environment. McCartney, (CIPD 2023) maintains that there are two main stages to employee selection: shortlisting and assessment. Employers should be fair and unbiased in the selection process, looking at a candidate’s ability and what they can contribute to the organisation. According to McCartney (CIPD 2023) recruiters should inform candidates beforehand about the selection process details, including, duration, technology use, and the assessment type. She further states that the interview process enables employers to evaluate a candidate’s qualifications but also showcase development opportunities and create an appealing impression of the organisation. 
Employee selection greatly influences the NHS’s organisational culture and behaviour by shaping workforce values and performance. Recruiting individuals aligned with the NHS’s core values: Caring for each other, Working together, and always improving will align employees with the culture of the health board, without this there would be inconsistencies and low retention of staff. Not having this culture of values would impact the health board's organisational development and its employee life cycle, this has been reinforced by ICS Learn (2021), whereby “HR should align their recruitment practices with the organisation’s core values.” An example of this is shown in Ed. Change Management, (2024, p.10), when asked to define culture, employees described it as “the way we do things”- culture encompasses both formal and informal processes, as well as semi-formal networks used to operate and influence these structures to achieve tasks. 
 ICS Learn (2021) upholds that having a strong company culture is essential for organisational success but they do recognise that culture is dynamic, with changing leaderships, and changing demographics, and that HR plays a crucial role in managing these changes. ICS (2021) maintains that an organisation should align recruitment with its goals; hiring practices greatly impact company culture, therefore HR should align recruitment with core values. With 14,000 staff and 300 volunteers, Swansea Bay Health Board promotes equality and inclusion via networks like BAME and Calon. ICS (2021) suggests that to promote diversity, consider inclusive job descriptions, blind hiring, bias training, and diversity metrics. Furthermore, adopting a culture, like remote work can attract talent.
Rumbles and French (2016) state that workplace culture often shapes selection decisions, with employers consciously or unconsciously choosing applicants who fit into that culture, with some organisations embedding values in recruitment through strategy-driven policies. Mullins (2007) highlighted Garden Festival Wales, where managers used recruitment to establish a culture. This underpins the power that recruitment has in shaping norms. 



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

When considering a change within an organisation, Roberts & Tracey (CIPD 2023) outline several stages to change management, which would be beneficial to managing change. These are:
· Identify the change
· Identify the stakeholders
· Look at the advantages of change 
· Look at the financial consequences 
· Look at the timescale for the change
· Identify how this will be managed.                    (Roberts & Tracey 2023)

According to Taylor cited in Taylor & Woodhams (2022) Kotter’s eight-stage model is a valuable resource for managers when planning and implementing organisational change. Kotter’s model is as follows:
· “Establish a sense of urgency
·  Create a guiding coalition
·  Develop a vision and strategy
· Communicating the change vision
· Empowering employees for broad-based action
· Generate short-term wins
· Consolidate gains and produce more change
· Anchoring new approaches in the culture,” (Kotter, 2012).
Roberts & Tracey (2023) outline the three stages of this process: creating a change-friendly environment (this being urgency, guiding team and vision), engaging and enabling (this being communicating, empowering action), and then initiating and maintaining change. They maintain that the advantage of this process includes its practicality, flexibility, and usefulness for inexperienced managers, whilst the negatives include limited evidence of effectiveness and a top-down approach that may overlook employee input and the impact on its employees.
Kurt Lewin developed two models of change management: the three-stage process and the force-field analysis to support change instead of opposing it. The three-stage process is a metaphor for ice: ‘unfreeze – move – freeze’ (Taylor cited in Taylor & Woodhams, 2022 p.67). Rees and Hall cited in Rees and French (2016) explain that in Kotter’s final stages, he addresses Lewin’s freezing phase by fostering attitudes and values that promote continuous change and supportive behaviours. 
In the first stage of Kotter’s process, Management would need to communicate why all employees need to work two days a week on-site, emphasising the organisation's culture and the benefits like collaboration and well-being. Management would need to support the hybrid transition, promoting a clear vision of the benefits of hybrid working. Taylor cited in Taylor & Woodhams (2022, p.67) emphasises the importance of “effective communication” in this process and how gaining support is crucial; management should share plans, address concerns, remove obstacles, providing a smooth transition back to office work. With the final stage, managers need to emphasise progress and underpin hybrid working into the culture of the organisation, Taylor cited in Taylor &Woodhams (2022).

(A.C 2.4) Using the Kubler-Ross change curve, discuss how change is experienced. 

There are various change models which focus on change dynamics and offer frameworks for organisations to plan. Taylor cited in Taylor & Woodhams (2022) refers to Elizabeth Kubler-Ross, who was a psychologist renowned for her work on how individuals respond and react to grief, “the five stages of grief” (Taylor cited in Taylor & Woodhams, 2022 p. 69) being:
· 1) “Denial 
· 2)  Anger
· 3)  Bargaining 
· 4)  Depression 
· 5)  Acceptance.” (Taylor cited in Taylor & Woodhams, 2022).

According to Kubler-Ross (2024), the change curve is experienced in non-linear and cyclical ways, which can be problematic for organisations to manage and support their employees if people are feeling different emotions at different times. Naturally, the emotional stages of shock, denial, frustration, depression, and acceptance can overlap and often repeat themselves as individuals navigate through these stages. The framework highlights the complexity of the journey. During the stage of shock, the ability to process information rationally may be reduced (Kubler-Ross & Kessler, 2005) and during the experiment stage, individuals trial out behaviours and ideas to adjust to the change. Kubler-Ross & Kessler, (2005) claim the decision stage marks a commitment to change, followed by the final stages of integration, whereby the individual takes part in daily norms, creating routine and stability, signalling acceptance at the decision stage. 
According to Roberts and Tracey (2023) recognising change stages supports individuals, sustains change, and shows that organisations prioritise employee well-being during transitions. However, they also identify disadvantages to this model, suggesting that the model is based on studies on bereavement and not on a change that could be positive. They maintain the model focuses on the process, not the practical solutions, and assumes the employee will accept the change during the final stages of the model. However, Roberts & Tracey (2023) conclude that the Kubler-Ross change curve helps anticipate reactions to organisational change, and thereby can support their employees with that change. 
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(Kübler-Ross Change Curve® - EKR Foundation, 2024).


 (AC 2.5) The CIPD’s Health and Wellbeing at Work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means 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. 
 
Before we assess the importance of well-being at work, we need to understand what well-being is. Wellbeing sits within the ‘specialist knowledge’ in the Profession map, CIPD (n.d.). The Oxford English Dictionary (n.d.) defines wellbeing as “a person or community: the state of being healthy, happy, or prosperous; physical, psychological, or moral welfare.” The CIPD (n.d.a) maintains that people professionals contribute to their own and others' well-being and is underpinned by the “Core knowledge and behaviours of the Profession Map” CIPD, (n.d). They explain that effective leaders in well-being understand key organisational factors, ranging from workplace relationships, culture, resources, equality, diversity, and inclusion policies. The CIPD (n.d.a) recognises that creating an all-inclusive strategy requires collaborations with industry specialists like occupational health and “using data to measure the impact of the strategy will drive further investment into wellbeing,” CIPDa (n.d).
Taylor, cited in Taylor & Woodhams (2022, p.84) refers to “enlightened employers” like Cadbury who found the best way to attract employees was to prioritise well-being, competitive pay, and health and safety measures, which boosted retention, productivity, and reduced sickness. Taylor cited in Taylor & Woodhams (2022, p.85) highlights how our home and work life are often intertwined, and this is important to acknowledge because “each spills over into the other.” Workplace stress and conflict can strain personal relationships, and issues at home can affect job performance. Sinclair et al, (2020) expressed the negative impact, caused by the cross-over between work and home life, causing “hyperconnectivity, technostress and telepressure.” 
The CIPD (2024) maintains that good work is essential for an individual’s well-being and define ‘good work’ that is:
· Offers Fair reward.
· Provides financial security and stability 
· Offers opportunities for skill development, career growth, and personal fulfilment
· Fosters positive relationships 
· Highlights work-life balance  
· Ensures, overall wellbeing.
· Empowers individuals with the ability to influence and shape their work experience. 
· Ensures inclusivity for all individuals.

The CIPD Good Work Index (2024) highlights in the employee engagement review the benefits of having an “engaged and motivated workforce.” These benefits include increased job satisfaction and enhanced well-being and performance. The report focuses on job quality and meaningful work, whilst “two-thirds of employees gain a sense of achievement at work” yet “one negative is that only 41% feel inspired at work.” The Engagement Evidence Review emphasises that fostering engagement requires positive behaviours, clear role definitions, and supportive resources, CIPD Good Work Index (2024). 


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


According to the Oxford Review (n.d.), “the employee life cycle refers to the stages of an employee's time in a particular organisation and the shifting roles the HR function plays in these stages.” Smith & Mitchel cited in Taylor & Woodhams (2022), explain that the life cycle is a chronological list of stages from when an employee starts working for an organisation to when they leave. As people and professionals, Smith & Mitchel cited in Taylor & Woodhams (2022, p.90), maintain that “no single part acts in isolation and all link together.” Smith & Mitchel cited in Taylor & Woodhams (2022, p. 90) illustrates a typical life cycle as follows: 
1) “Attraction
2)  Recruitment  
3)  Selection
4)  Onboarding
5)  Development 
6)  Retention
7)  Separation.”
Recruitment:
People practice roles in recruitment involve HR and workforce planning. Smith & Mitchel cited in Taylor & Woodhams (2022) outlines the various stages in the recruitment process beginning with the job analysis, which identifies the skills and experience for the role. The process involves gathering details of the job duties, responsibilities, performance expectations, and qualifications, and if often sourced from the hiring manager or an organisational stakeholder. The Job description defines the role, whilst the person specification describes the best candidate for the job. The final stage, explained in Smith & Mitchel cited in Taylor & Woodhams (2020) is advertising the position, which can be done on many platforms; employer's website, recruitment agencies, social media, and internal posts, by clearly outlining the role of the job and attracting talented applicants, organisations receive suitable applications. 
Development:
Smith & Mitchel cited in Taylor & Woodhams (2022) believes there should be a connection between people management professionals and those working in employee development. The CIPD (2024a) addresses the importance of a learning and development strategy in an organisation. Swansea Bay University Health Board has a graduate recruitment scheme, which sets out the workforce skills required to undertake the scheme, allowing for support for its best talent. The CIPD (20204a) states, “The L&D strategy must reflect the overall business strategy and drive progress… It must also align with the people strategy including talent and recruitment.” 
Separation Stages: 
The separation stage in the employee life cycle refers to when an employee leaves voluntarily, retires, is dismissed, or is made redundant, (Smith and Mitchel cited in Taylor & Woodhams, (2022). According to Peters, (2024), the separation stage involves conducting exit interviews, and keeping positive connections, “the interviewer should not be a manager who has responsibility for the individual and confidentiality should be assured.” Miller, (2018) notes that exit interviews provide HR insight into the causes of turnover, organisational issues, and training needs. 

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

According to Tingsager & Smith cited in Taylor & Woodhams (2022), vertical integration involves controlling all of a business, including the supply chain. In people's practice, vertical integration aligns with HR strategies and the broader organizational strategy. Tingsager & Smith (2022), explain how Santander UK, moved its outsourced Indian call centres back to the UK and subsequently took back control over its customer service operation. The CIPD (2019a) explains that cross-boundary teamwork, whether across departments, regional offices, or organisations, often results in beneficial outcomes. According to Armstrong & Taylor (2020), vertical integration aligns HR strategies with the overall business strategy, to directly support the business to achieve its objectives. An advantage of vertical integration is that the people strategy can steer the goal of an organisation, like improving productivity, service delivery, and strategic change. 

Tingsager & Smith (2022) explain that horizontal integration involves a business expanding into new markets to strengthen its existing position, allowing businesses to grow their customer base and diversify. This is often achieved by acquiring other companies, including their customers, products, and staff; an example is Facebook’s acquisition of Instagram. Casciaro, T, et al., (2019) address the benefit of horizontal integration, “employees who can reach outside their silos to find colleagues with complementary expertise learn more, sell more, and gain skills faster.” They acknowledge with rapid digitalization, interdisciplinary collaboration, and globalization, demand will grow for leaders skilled at managing cross-border projects.  However, the CIPD (2019a) states that “in practice, people tend to work in silos and remain in the comfort zone where vertical relationships are prioritised.” According to Torrington et al. (2017), horizontal integration ensures that different HR policies and practices collaborate to support business and people strategies. A benefit of horizontal integrations in recruitment is the collaboration of recruitment, Learning and Development, and performance managers to deliver continuity and consistency for the employee’s experience, “is the link between every aspect of people management and development practice” (Smith & Mitchel cited in Taylor & Woodhams, 2022, p.106).


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

The CIPD (2014) report, Landing Transformational Change offers insights on successfully leading and implementing change. Key points include clear leader communication, aligning the vision and goal, and having two-way conversations. The report suggests achieving this through stakeholder collaboration, the people function, and focus groups, to address employee concerns. Armstrong and Taylor (2020), maintain that consultation not only opens engagement with its employees but also improves the decision-making process and can increase the approval of change. Holding focus group meetings, and surveys in conjunction with one-to-one interviews are examples of how we can consult with our employees to manage change. However, Taylor cited in Taylor and Woodhams (2022) discusses how managing change is often challenging and that efforts to implement change can result in unsatisfactory outcomes, mainly due to poor communication. Tracey, (2024) supports this view and emphasises the important role people professionals play, largely because of their knowledge, “the impact of not managing change effectively can be significant” (Tracey, 2024). Tracey, (2024) refers to people professionals as “stage directors of change” due to their collaboration with senior leaders, and stakeholders and their ability to communicate the vision, of the organisation with clear leadership. 
According to Paramaguru, (2024), “Good employee communication enables employees to stay connected to their workplace and understand their organisation’s purpose and strategy.” This advice is important in this scenario, as focus groups and surveys would be a suitable process the people function could use. Woodhams & Perkins cited in Taylor & Woodhams (2022) explain that focus groups encourage dialogue, helping to explore options, but challenges include scheduling and ensuring all participants feel comfortable speaking up, “focus group participants need to be representative of the group that is the focus of the study,” Woodhams and Perkins, cited in Taylor and Woodhams (2022 p.129). Surveys would be another process that could be used to consult with employees. Woodhams & Perkins cited in Taylor & Woodhams (2022) suggest surveys are cost-effective, but they lack interview prompts and employees can skip questions, therefore “to improve response rates, it is important that surveys are clear and concise and not appear bulky” Woodhams & Perkins cited in Taylor & Woodhams (2022, p.128). Both surveys and focus groups could be complemented with one-to-one interviews, which Horn (2012) describes as a qualitative method. The CIPD (2023) states the “Code of Practice reflects the possibilities and opportunities of flexible working by outlining the benefits to both employers and employees.” ACAS (2021), outlines three different types of consultation: 
· ‘Good practice consultation' 
· ‘Consultation under the law' 
· 'Collective consultation' 
(ACAS, 2021)
In this scenario, the “good practice” consultation would be the best fit as a fact-finding tool. ACAS, (2021) outlines that direct consultations involve discussions or meetings, whilst indirect ones use formal groups; however, in this scenario, direct consultation would best suit to best support employees. 
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