Q1. 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)
Often in larger organisations, such as multinational companies, or as an organisation grows and expands to new countries or with new products and services, the business restructures to create divisional-hierarchical structures. In this case, each division is typically focused upon delivering a particular product or service or focused on a particular geography (Kogan page, 2022). SERB primarily has a divisional-hierarchical structure. SERB is a global company and has a separate function dedicated to each geographical entity. Although there are a number of advantages to this type of structure, including increased transparency and flexibility, the advantage linking most to people practice is targeted talent attraction and retention. As divisional structures need a singular set of skills and capabilities, HR can concentrate on specialised methods for attracting and keeping talent. This enables focused skill development, career advancement activities and training to draw in and retain highly qualified personnel. Although focused talent attraction and retention may have its benefits within the divisional structure, they may restrict the movement of talent throughout the company. It could be difficult for employees to advance in their careers outside of their particular divisions, restricting their chances for job progression.
Another way in which organisational structures can overlap is in the formation of a matrix organisational structure. In this case two (or more) managers – for example, a functional or divisional manager (part of the hierarchical structure), and a project manager in relation to specific project goal (Kogan Page, 2022). SERB also utilises the matrix structure when running projects in the organisation. The matrix structure can benefit the organisation when running projects as it allows multiple skill sets to work together to create maximum efficiency. It also builds morale as it means individuals are always learning new skills and considering different viewpoints, resulting in continuous employee development and improved results. The potential disadvantage to the matrix structure is that by having two managers and two separate workloads, it can create a conflict in priorities. Each manager is likely to have their own priorities within their department which may conflict with timings of the other. This can negatively impact the employee as it can cause confusion and frustration. 
Q2. Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. (AC 1.2)
In an ever-evolving world of work, it’s important that organisations adapt to ensure businesses performance (Young, 2024).
In 2025, SERB launched its new roadmap and presented it to the company. It consists of making new strides in growing their unique speciality pharma company, with a leading portfolio of rare emergency, CBRN and rare disease medicines that improve the standard and care of patients worldwide. This will be achieved through 4 pillars - demonstrate launch excellence, maximize growth and value of the portfolio, further accelerate through synergistic external growth and strengthen and scale-up a sustainable organisation. 
To ensure that everyone is aligned with the group’s ambitions and supporting individual development, everyone’s goals for 2025, which includes bonus objectives, will incorporate the ‘what’ and the ‘how’. ‘What’ everyone can contribute within the 4 pillars to help achieve the group’s growth ambitions. And ‘how’ everyone can approach their work and uphold the company values at every level of the organisation.
The company’s customers are, ultimately, it’s patients but there are others that need to be taken into consideration as customers as well. These can include the hospitals that our products are sold to and, due to global manufacturing requirements for some of the company’s products, customers can also include other manufacturing sites. 
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Figure 2 – SERB four pillars expanded.
Through this new strategy, SERB has kept its customers fully in mind alongside the organisation’s desire to expand. By incorporating the strategy into all employee objectives, cascading through all levels of the business, it ensures that everyone is working towards the same goal. 
In addition to targeting specific elements of your business, phrase the goals in a way that allows for data collection and analysis (Dieffenbacher, 2023). The company won’t know if it’s reached its goal unless it establishes metrics through which it can judge its progress. Examples of these trackable metrics include systems such as SERB’s QMS system which tracks the businesses compliance through its manufacturing process. 
Q3. Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. (AC 1.3)
Economic factors are external factors that can impact a business’s operations. These factors include but are not limited to, inflation, interest rates and exchange rates. 
Interest rates, which are a percentage that represents the cost of borrowing money, have a big influence on businesses because they affect how much they can borrow for investments, growth, and managing cash flow, with higher interest rates increasing the cost of borrowing money and potentially restricting business activity. Low interest rates can encourage borrowing and economic growth. Interest rates have a big impact on how much consumers spend, which directly affects business revenue and the price of goods. 
Inflation refers to a broad rise in the prices of goods and services across the economy over time, eroding purchasing power for both consumers and businesses (Mckinsey, 2024). Haywood-Jones (2025) states that high inflation has a knock-on effect for businesses, which can include higher energy costs, wages, and price of goods and services mean that businesses have more expensive everyday spending. SERB is affected by all of these but, wages specifically impact people practice. When conducting the annual salary review, there is an expectation from employees that the percentage increase matches the inflation rate and if this does not happen, it is hard to ensure that morale doesn’t dip as a result. Whilst the HR team will gather inflation data ahead of the review, the final percentage that is agreed does not always meet inflation rate. 
An exchange rate is the price of one currency in terms of another – in other words, the purchasing power of one currency against another (tutor2u,2021). In SERB, as it is a global company, varying exchange rates can significantly impact the importing and exporting cost within the business. The fast-moving market can sometimes force the company to risk selling at a loss. Also, usually, having a strong pound is considered a positive thing, but it can also run a risk for businesses as it may cause the potential for products or services to become too expensive for oversea buyers. 
Ensuring the company is up to date with the current economic climate is vital for the future. The company could respond to the above economic challenge, by implementing a cost-reduction strategy to improve profitability. SERB could look to improving inventory management to try to minimise excess stock or speak to suppliers to try and arrange bulk shipments to try and get a discount. By having an effective shipping schedule, it would increase the possibility of this being able to happen. A strategic action that a HR team could investigate if salary increase percentages don’t match inflation, is other forms of benefits for the employees, such as, employee discounts.

Q4. In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation (or an organisation with which you are familiar) and assess how AI impacts work. (AC 1.4)
SERB doesn’t currently supply a company specific AI for its employees to use or officially use AI within the business at all. Feedback has been taken from managers to find out if and how often they are using online AI websites (e.g. ChatGBT) to assist with their everyday work. The response was that it is generally used for assistance with communication (rephrasing emails or site announcements) and creation of documentation, such as interview questions. Following on from this the decision has been made to assess the pros and cons of implementing an AI system for employees to use.
 AI is increasingly being used in human resources to help drive decisions about hiring, retention and employee development. AI can also be used to automate tasks like payroll and benefits administration – but it’s being used for so much more, including the rapid creation of new policies, contracts, job descriptions, interview questions, and so on (Mackenzie, 2023). 
By using AI, it can potentially reduce human error and free up more time for the employee to perform other tasks. AI can also analyse large data sets a lot more quickly and efficiently than a human, and if set up correctly can provide 24/7 support.
A negative point which implementing AI could cause is the expense. The costs of creating a custom AI system can be enormous. Another thing to consider is the potential for employees to become lazy when using AI. AI is still a ‘learning’ programme and will get things wrong, especially at the beginning of use. There is always a need to check the answers that AI provides and could result in mistakes being made due to the assumption that there is no need for second checks. Mackenzie (2023) also states that while AI is faster than humans at some things, it’s not faster at everything. AI has proven itself to be inflexible in its thinking. For example, if AI learns a set of rules and one of the rules changes, it can’t just learn that new rule and forget the old. 
Implementing AI within the business has the potential to be positive but based on the negative impacts the systems could have, a potential compromise could be bringing AI systems that are used for specific activities. For example, having an AI system that manages employees’ diaries. By integrating AI into the business slowly, this could allow for corrections if needed.
Q5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)
Organisational cultures can be divided into four categories using Charles Handy’s organisational culture model. According to the model, each of these four cultures has its own set of values and expectations. The four models are: 
Charles Handy’s method of looking at culture prompted researchers to use it to link 
organisational structure to culture. Handy identified four types of cultures, namely ‘Power
Culture’, ‘Role Culture’, ‘Task Culture’ and ‘Person Culture’. (Cacciattolo, 2014)
· Power culture is characterised by a centralised structure, meaning that there are a small number of people who hold the power in this type of organisation. Handy (1993) explains that a power culture is frequently found in small entrepreneurial organisations and its structure is best pictured as a web. An example of this could be a small business with the founder being the individual making business decisions. In these structures there are a small number of people with power, centrally and In these environments, the leaders expect employees to follow instruction with little input to the decision-making. Size can be a down-side for power cultures as they can ‘break’ if they take on too much. 
· Role culture – Role culture is defined as an organisation that assign workers to job roles according to their skills and credentials. Individuals are responsible for their own areas and work is delegated based on employee’s expertise or specialist areas. Role culture promotes autonomy and accountability for individual’s own work. A potential negative to the role culture is that information can become ‘siloed’.
The accompanying structure to a role culture can be pictured as a Greek temple (Handy, 1993). Handy (1993) explains how role organisation rests its strength in its pillars. The pillars refer to the company’s individual departments, such as finance. Individuals are responsible for their own areas and work is delegated based on employee’s expertise or specialist areas.
· Task culture – The task culture is job or project orientated (Handy, 1993). Individuals come together to form teams to achieve specific goals or solve issues. This culture creates a collaborative way of working with information sharing as it allows for team members to contribute evenly to the project. Handy (1993) describes this culture as extremely adaptable is therefore appropriate where flexibility is important. Task culture also runs a risk of management competing against each other for resources when they are scarce.
· Person culture – Person culture will not be found pervading many organisations (Handy, 1993).is a rarely found business culture as it exists to serve the individuals in it. This means the power is shared amongst the individuals rather than there being a hierarchy. Handy (1993) explains that in this culture, the individual is the central point, and it exists only to serve the individuals in it. As a result, This type of business culture can struggle with retention as the employees will only view the company as a means to an end. 
David Rock describes the SCARF model from a practical perspective as 5 different ideas, each one of which can create a strong threat result in the brain or can trigger a reward response (NLI, 2024). Each of the 5 ideas essentially describes what is going on with an individual’s brain during social interactions. They are:
The SCARF model provides a means of bringing conscious awareness to all potentially
fraught interactions (Rock, 2009). Rock (2009) describes how five qualities enable employees and leaders to reduce the threat response and instead enable the reward response.
· Status – Status is related to someone’s perceived social importance. An example of this could be as simple as someone not treating an employee with respect. This could result in the individual feeling less valued and less secure in their role. Michael Marmot (2004) has shown that high status links with human longevity and health, even when income and education are controlled. The threat response creates stress and the release of cortisol. Rock (2009) explains that we are biologically programmed to care about status because it favours our survival.
· Certainty – Certainty can relate to a person’s sense of psychological safety which is dependent on future predictability and confidence. When individual’s plans/workloads are interrupted, this can lead to them feeling ill-at-ease and stressed. Rock (2009) explains that not knowing what will happen next can be profoundly debilitating but mild uncertainty attracts interest and attention. Leaders must have transparent practices to create a perception of certainty to build confident and dedicated teams.
· Autonomy – Autonomy can lead to positive results when individuals are allowed the freedom to choose how to implement things or give feedback. Micromanaging can cause low morale. Being overruled and not being able to have any say in something usually creates a threat response. A perception of reduced autonomy can easily generate a threat response (Rock, 2009). Individuals will have a less stressed result if they are given more options on their roles. Rock (2009) explains that if leaders who know how to satisfy individual’s need for autonomy will reap substantial benefits.
· Relatedness – Relatedness relates to employee’s connections with others. Working in an environment where there is limited human interaction or where someone feels alienated from their colleagues could become de-motivating. Creating a nurturing and inclusive work environment helps give individuals a sense of safety. Rock (2009) describes that once people make a stronger social connection their brains begin to secrete a hormone which is linked with affection. This disactivates the threat response.
· Fairness – Fairness relates to a person’s sense of justice in the work environment. If bad behaviour is addressed and leaders are seen to value the rules then employees are more likely to see things as fair. The perception that an event has been unfair generates a strong response in the limbic system, stirring hostility and undermining trust (Rock, 2009). Collaboration and trust cannot flourish in an organisation if there is a perception of unfairness. Rock (2009) explains that like certainty, fairness is served by transparency.
Q6.  Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). (AC 2.2)
Organisational culture is an important aspect of organisational life and a term that has become a mainstay among business leaders. The work of HR, L&D and OD influences and is influenced by organisational culture because every organisation is made up of human relationships and human interactions (CIPD, 2024)
The culture and behaviour of SERB is greatly influenced by employee selection. By Deciding who joins the company, the results of these decisions shapes the overall values, attitudes, and work dynamics within the business.
The task for recruitment and selection in many organisations was one of identifying the KSAOs needed in each job and then hiring people with those KSAOs. However, as work became increasingly knowledge-based and even more specialised, the number of qualified applicants in many fields decreased, and competition for those candidates with advanced skills and training contributed to job mobility and created a greater need to understand how to source and attract top candidates (Ployhart, Schmitt & Tippins, 2017).
There are many things to consider when choosing who joins the company. These considerations include value alignment; employing individuals who share the company’s beliefs fosters a feeling of purpose and a common objective. This also cements the values within the workforce. The result of misalignment of values could be poor productivity and low morale due to the individual not meeting expectations or fitting in with norm. 
Another consideration is the reinforcement of positive behaviour; employing candidates that exhibit these positive behaviours, such as innovation and teamwork, reinforces those behaviours across the company.
The negative outcome of focusing too much on a cultural fit could be that by overemphasising it the business can limit its diversity of perspective which could potentially hinder innovation and adaptability. Finding a balance can allow an individual to fit in btu also allow for new perspectives to be brought in to SERB as well. Celia de Anca (2016) emphasises that two problems are likely to emerge if homogeneity comes to hold sway over genuine diversity. First, each unit within an organisation could become a silo based on personality type rather than the type of work it completes. The second problem comes from the individuals who do not easily fit into any prototype. These people will no longer have a place, and organisations will forfeit the individual’s unconventional insights.
Depending on the department that is hiring, SERB will take into consideration personality traits during the selection process. By taking these traits into consideration it allows the company to consider the fit with the current members of the team. This could help prevent any potential friction or disputes in the future. Taking a candidate’s interests and hobbies into account during the process also allows the company to find commonalities within the already established teams which could help with introductions at the start of their employment. This could potentially ease the mind of the new starter and make them feel valued and listened to. Wheeler explains that focusing too much on personality can prove detrimental but ignoring personal characteristics also comes at a cost. A balanced approach is best. Hiring an individual who has all of the relevant skills doesn’t guarantee success in the role. Wheeler expresses that if a company does not take personality into consideration, you risk hiring a disruptive individual who wreaks havoc without adding value.
Q7. 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)
A structures process that aids businesses in implementing change is Kotter’s 8-step change model. The goal of this people-centred strategy is to lessen opposition to change.
The 8 steps are:
· Create – This is the step where an opportunity has been identified. Create is about finding out what the opportunity would fix and then looking further to identify all the positives and also any downfalls. For the scenario, this would create a more collaborative workforce as it is more likely for employees to build new relationships if they are onsite together. This change could also cause an increase to absenteeism level and a potential dip on productivity due a high distraction level.
· Build – The build step is where a guiding coalition is created which will see the project through to the end. Ensuring that correct skill sets are allocated to the project is essential whilst also including employees from different levels in the hierarchy to ensure all perspectives are taken into consideration. For the scenario, HR would need to be included in this team, along with the managers of the departments.
· Form – Form is where a strategic plan is created for this change. The priority is to align this strategic vision with the company values and ensuring that it identifies how the future will differ from the past. For the scenario, a SWOT analysis could be completed and based on the data an action plan could be created on the steps to implement this change – this could include a gradual change instead of immediate.
· Enlist – Enlisting a volunteer army is the next step. This army is a group of representatives that will spread the news of change around the workforce in a positive way. Knowledge needs to be consistent so ensuring that the education piece is solid at this point is important. For the scenario, I would ensure that having a representative from each department was included in this step to allow the messaging to be delivered appropriately.
· Enable – At this step try to remove any obstacles that could slow things down. Obtaining feedback from the volunteer army and other employees will help with this. Assess the barriers vs the risk they present. Completing an employee survey with the volunteer army and others from each department would give us good feedback in the scenario situation.
· Generate – Short-term wins should be communicated out by the volunteer army. This will send a positive message to the workforce ensuring they stay behind the change and keep the volunteers motivated. A short-term win for the scenario could be everyone coming back onto site for 1 day a week as part of the gradual change.
· Sustain – After celebrating the successes, ensuring that the urgency level is maintained to push this change into a cultural change across the business is essential. For the scenario, this is taking the time to ensure that managers are still pushing for their teams to come back onto site for 2 days a week.
· Institute – Communicating successes is a way to ensure that the new change replaces old habits. This step is about ensuring that this change becomes permanent. Celebrating the employees coming back on site for 2 days a week and ensuring team members don’t try slipping back into the habit of homeworking is vital. 
Kotter’s eight stage process of creating a major change as detailed in Leading Change (1996) can be summarised as follows:
· Establishing a sense of urgency - is crucial to gaining needed cooperation. With complacency high, transformations usually go nowhere because few people are even interested in working on the change problem. With urgency low, it’s difficult to put together a group with enough power and credibility to guide the effort (Kotter 2012, p. 37). For the scenario, this would create a more collaborative workforce as it is more likely for employees to build new relationships if they are onsite together. This change could also cause a potential dip on productivity due a high distraction level.
· Creating the guiding coalition – involves putting together a group with enough power and credibility to guide the effort (Kotter 2012, p23). Kotter (2012) describes that a strong guiding coalition with the right composition, right level of trust and shared objectives is always needed. For the scenario, HR would need to be included in this team, along with the managers of the departments.
· Develop a vision and strategy - In a change process, a good vision serves three important purposes. First, by clarifying the general direction for change. Second, it motivates people to take action in the right direction and third it helps coordinate the actions of different people (Kotter 2012, p. 71). A SWOT analysis could be completed and an action plan could be created on the steps to implement this change – this could include a gradual change instead of immediate.
· Communicating the change vision – includes using every vehicle possible to constantly communicate the new vision and strategies (Kotter 2012, p23). For the scenario, I would ensure that having a representative from each department was included in this step to allow the messaging to be delivered appropriately.
· Empowering broad-based change - The fifth stage in Kotter’s process involves removing obstacles to change, changing structures or systems that undermine the vision, and encouraging innovative ideas (Kotter 2012, p23). Completing an employee survey with the volunteer army and others from each department would give us good feedback in the scenario situation.
· Generating short-term wins – Kotter (2012) describes the benefits of celebrating short-term wins. Short-term wins proves that sacriﬁces are worth it: Wins greatly help justify the costs involved. Also, reward individuals with a pat on the back: After a lot work, positive feedback builds morale and motivation. A short-term win for the scenario could be everyone coming back onto site for 1 day a week as part of the gradual change.
· Consolidating gains and producing more change - Many forces can stall the process far short of the ﬁnish line: turnover of key change agents, bad luck. Under these circumstances, short-term wins are essential to keep momentum going, but the celebration of those wins can be lethal if urgency is lost (Kotter, 2012). In the scenario, this is taking the time to ensure that managers are still pushing for their teams to come back onto site for 2 days a week.
· Anchoring new approaches in the culture - Culture changes only after you have successfully altered people’s actions, after the new behaviour produces some group beneﬁt for a period of time, and after people see the connection between the new actions and the performance improvement (Kotter, 2012). Celebrating the employees coming back on site for 2 days a week and ensuring team members don’t try slipping back into the habit of homeworking is vital.

Q8. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
The Change Curve, or Kübler Ross’ Change Curve Model, was created by the Swiss-American psychiatrist Elisabeth Kübler-Ross in 1969. (Malik, 2024).
The change curve is a change management model that is used to divide projects into phases that correspond to individual changes. The model offers direction and assistance to anticipate unfavourable responses and overcome barriers when making a change. 
Shock – Shock is usually the initial reaction to change. This stage is usually short but can cause a temporary slow-down and loss in productivity. This can be a result of many things such as a lack of information or fear of the unknown. 
Denial – During this stage, employees tend to focus on the past and claim that everything was okay as it was. It is common for individuals to take on the mindset that the change won’t happen in the end or if it does, then it will not affect them anyway. CIPD (Roberts & Tracy, 2024) describe how there is denial that the change is needed, believing everything is fine and that the change won’t work or won’t happen.
Employees could refuse to acknowledge the change and avoid taking part in any forward planning. Communication is key to ensure that employees are given all of the relevant information and feel supported.
Frustration – Frustration or anger is the next stage, and involves expressions of anger or frustration at the prospect of the change (CIPD, 2024). This is where individuals tend to look for something to blame. Understanding that these negative emotions are a normal part of a change process and ensuring that healthy coping mechanisms are in place for individuals will be essential in navigating this stage. By having open communication will help to negate negative output such as arguments within teams or departments, resulting in a drop in productivity.
Depression – Before accepting the change, individuals may withdraw and experience feelings of hopelessness which is often referred to in the curve change model as the depression stage (CIPD, 2024). This is lowest point of the curve, when the anger starts to wear off and an understanding that the change is happening occurs. Productivity and morale are at their lowest here and individuals tend to fixate on small issues. This can have a negative impact on the day-to-day activities. Assuring employees that these feelings are normal can help at this stage.
Experiment – This stage is where employees start to look at exploring new ways to handle the change and refine their coping mechanisms. This stage can overlap previous stages but is a proactive approach where employees experiment with various tactics and actions to adjust to the change. Malone (2018) explains that experimenting behaviour should be rewarded.
Decision – This stage marks a more positive change and is where individuals start to accept that the change is inevitable. and look to work with the organisation, rather than against it. Malone (2018) expresses the criticality of keeping forward momentum by repeating the whys behind the change and where they are on the change curve. Employees might start to ask more positive questions about opportunities, and morale can start to recover at this point.
Integration – Roberts & Tracy (2024) describes that this is when individuals assimilate the change and adjust to the new way of working. By the time everyone reaches this final stage, the change should already be in place and is now the new reality. Individuals will start to focus and the future and moving forward.
Something to note about the change curve is that not everyone goes through all the stages and that individuals can experience them in either a different order or can bounce backward and forward through them. Not everyone will experience change in the same way. Assuming employees will follow the curve may mean individual needs are not taken into account (CIPD, 2024).
Q9. The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy.  Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5)
Promoting wellbeing can help prevent stress and create positive working environments where individuals and organisations can thrive (Suff, 2024). Wellbeing at work’s importance is significantly growing due to many factors, such as a higher awareness of mental health and a more competitive job market which includes a bigger variety of benefits. The CIPD Health and Wellbeing at Work survey (2023) states that a third of employees that took part in the survey stated that their health and wellbeing activity has resulted in better employee morale and engagement and, also, a healthier and more inclusive culture. As a result of this, the organisation is more likely to have a higher retention rate and a lower absenteeism rate. This is a result of employees feeling supported and valued, meaning that they will take fewer sick days and are less likely to leave the organisation. This will prevent costs for the business in the form of recruiting and having to train new people. To achieve this, organisations need to create a wellbeing strategy that should be updated alongside other changes so that it is always relevant and suitable to the business and the employees’ needs.
Based on this information, it is important for the employee and organisations to have a wellbeing strategy in place. By having this, it provides the support and benefits that the employees need, leading to a higher morale. For the organisation, although it may come at a cost to the business, the benefits of higher productivity, higher retention and less absenteeism will out-weigh the initial outlay. A workforce with high morale is also more likely to promote the business to others, making it a more attractive place of work. It is always the organisations responsibility to provide a good working environment for their employees.
The CIPD believes that good work is fundamental to individual wellbeing, supports a strong, fair society, and creates motivated workers, productive organisations and a strong economy (Brinkley, 2024).
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Figure 1: Dimensions of good work (CIPD, 2024)
Good work can enhance wellbeing by fostering social connections, offering a sense of purpose and a steady income. Encouraging flexible work is good for everyone and has been shown to have a positive impact on productivity, worker retention and quality of work (Taylor, 2017). 
I believe that the 7 dimensions of good work are key areas that an organisation can focus in on to ensure that it is providing physical and psychological safety to their staff. By looking to improve areas such as work-life balance, where the company considers things like commute time or reducing overtime, could help individual’s lives outside of work and be perceived as the company going above and beyond for their employees. Integrating the dimensions into a company’s wellbeing strategy would ensure a happier and healthier workforce but, also ensuring that the company is always monitoring and looking for feedback is essential as well.
Q10. 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 path an employee makes with a company, starting from when they first become aware of a role to their departure from the business, is referred to as the employee lifecycle. The six stages of the employee lifecycle are:
· Attraction – This is the first stage of the employee lifecycle and is when any potential employees are introduced to your company. Nikoloska (2023) describes the attraction stage as a vital stage because it is when candidates will decide whether or not they appeal as potential employers.
· Recruitment – Ensuring a professional recruitment process is imperative as this is where an employees’ first impressions of the business are made. This is the stage where the candidates transition over to being an employee.
· Onboarding – This stage is to assist new hires to understand the company culture. This includes the company’s goals, values and standards. This time is also used to ensure the new employee understands their new role.
· Development – Employee development is an important stage as it helps to define a clear career path for the employee and shows the company’s willingness to invest in their development. 
· Retention – Investing in your employees will increase the likelihood that they will stay with the company. Retention is about keeping the employee happy so that they stay with the business. 
· Separation – This is the final stage of the cycle and relates to the when an employee leaves the business. Whatever the reason for leaving, it’s important to provide a positive experience at this final stage (Nikoloska, 2023). 
People professionals have an important role to play in all the of employee lifecycle stages. 
During the recruitment phase HR could work with the hiring manage to create a job advert and setting up and attending interviews. From writing the job advert to supporting new hires post interview and preparing them for their first day of work, there are many distinct stages to the recruitment process that can cover a period of months (PeopleHR, 2023).
HR professionals can help with this by assisting managers with 360 feedback for their teams to look for skill gaps, facilitating training, and, if needed, performance management. Encouraging managers to discuss development and training with employees will help to ensure development needs are being addressed.
There are many reasons an employee might leave a company. People practice assists the separation stage by ensuring that the transition of a departing employee is as smooth as possible for both the employee and the department. Conducting an exit interview with the employee before they depart the company will allow the employee time and space to provide honest feedback. This provides data for improvements. If an employee is being made redundant, HR will be the head of this process and ensure that all the steps are completed correctly, lawfully and with as little disruption as possible.
Q11. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2)
The HR life cycle includes both the vertical and horizontal integration of HR activities. Vertical integration is the integration of HR activities with the HR strategy, and the integration of the HR strategy with the business strategy (Vulpen). An organisation’s business strategy should be reflected by its HR strategy, for example, if the business wants to increase its sales, then the HR strategy should then focus on attracting, hiring and retaining the most suitable sales team possible. The CIPD suggests that individual HR strategies may be shaped by the business strategy, but it’s too simplistic to suggest that strategic HRM simply follows on from business strategy – the two must inform one another (Peters, 2024). Therefore, the business strategy should be shaped by the availability of skills and knowledge as well as how employees are managed, motivated and distributed.
Horizontal fit refers to the alignment of various HR practices with each other (Webster, 2023). For example, to guarantee a unified approach to human resource management, a company’s recruitment policies should be in line with its training and development initiatives, performance evaluation systems, and compensation strategies. Having these interlinked will support employee development and reinforce organisational culture.
One of the challenges that could become apparent if a HR strategy is tightly integrated with all aspects of the business would be that adapting to quick changes in the market could be more difficult. This could then hinder the organisation’s ability to react quickly. Another potential concern would be that different departments could have different goals which could lead to tensions over resource allocations or priorities. A way to mitigate potential issues like this could be to determine whether essential HR tasks should be consolidated while maintaining some departmental flexibility to prevent over-integration. To prevent miscommunications and disputes, encouraging open lines of communication between various organisational levels could be a way to mitigate this.

Q12. An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. (AC 3.3)
Change management is considered to be a structured approach that supports an organisation to move from one state to another desired state and is often concerned with supporting employees to facilitate change successfully (CIPD, 2024).
By using Lewin’s change model (unfreeze, move, refreeze), the company can make this change.
CIPD states that the initial stage is identifying the need for change, the benefits of the change and starting the communication and engagement process (CIPD, 2024). There are many advantages and disadvantages to moving to a 4-day working week. Advantages for organisation could include reduced office costs, a wider economic benefit such as a reduced carbon footprint and, improved employee wellbeing which is more likely to increase productivity. Advantages for the employee could also be improved wellbeing and, also reduction of costs for commuting. 
Disadvantages could include the need to implement a shift pattern as coverage is required 5 days a week, the potential to need to provide additional allowance for overtime or the employee may struggle to incorporate all of their tasks into 4-days. These could include advantages such as a reduction in office costs and carbon footprint, and disadvantages such as a need to implement a shift pattern.
In the next stage, Lewin talks about taking action, making changes and, importantly, involving people in that process, all important steps in making the change happen (CIPD, 2024).
Taking the time to hold 1:1 interviews with managers and employees, and also launch surveys can allow the company to gather valuable insights into the need, expectations and potential concerns of the employees. Also taking the time to seek out legal advice on the requirement of employee consultation to ensure that these changes are made lawfully. 
Two-way communication is key during the pilot stage, which is why regular feedback sessions are such an important engagement strategy to ensure that everyone feels that they are being heard during the transition period. The goal isn’t to get everything right from the start, but rather to identify the tools and processes your organization needs to make reduced work hours possible (Whillans & Lockhart, 2021). Ensuring that the company creates a safe environment is important to allow employees to ask questions.
Analysing data such sickness absence levels for quantitative data and qualitatively, launching job satisfaction surveys can assist in identifying trends in stress levels and work life balance for employees. Addressing any concerns is very important at this stage so that the employees understand that they are being listened to and supported, creating trust.
CIPD (2024) describes the refreeze stage as essential. Implementing the change on a permanent basis should be done after addressing any issues and should be then embedded across the organisation to ensure that old habits don’t creep back in, such as emailing on days off. Tracking metrics over the long term and adapting the processes accordingly is critical to the continued success of this change.
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Table 1: Dimensions of good work

Dimension Areas included

1 Pay and benefits Subjective feelings regarding pay, employer pension
contributions, and other employee benefits

2 Contracts Contract type, underemployment, and job security

3 Work-life balance Overwork, commuting time, how much work
encroaches on personal life and vice versa, and HR
provision for flexible working

4 Job design and the nature  Workload or work intensity, autonomy or how
of work empowered people are in their jobs, how well
resourced they are to carry out their work, job
complexity and how well this matches the person's
skills and qualifications, how meaningful people find
their work, and development opportunities provided

5 Relationships at work Social support and cohesion, the quality of
relationships at work, psychological safety, and the
quality of people management

6 Employee voice Channels and opportunities for feeding views to one's
employer and managers’ openness to employee views

7 Health and wellbeing Positive and negative impacts of work on physical and
mental health, often considered as an outcome of job

quality





