


(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. 
There are numerous organisational structures that can be used, each tailored to strategic aims. The main difference between types of structures is whether they are arranged hierarchically (divisional structures), or non-hierarchically (matrix structures). Hierarchical structures emphasise clear authority and control, while non-hierarchical structures promote shared decision-making and flexibility (Tingsager & Smith, 2022 in Taylor & Woodhams, 2022).
Large organisations such as Amazon often use a divisional structure, allowing each department to have authority and control over specific objectives (CIPD, 2024c). One advantage of this approach is its ability to respond quickly to market changes. Divisions operate with autonomy, enabling them to adapt to local needs (Taylor & Woodhams, 2022).  Amazon, for example, runs regional divisions that adjust its services to meet the preferences of specific markets, enhancing customer satisfaction (AIHR Glossary, 2023).
Another advantage of the divisional structure is that it promotes accountability and efficiency. By allocating resources and setting performance measures at the divisional level, organisations create a sense of ownership within each area. This encourages departments to focus on achieving specific goals. For example, McDonald's uses this system to meet the needs of different cultures across regions while keeping clear accountability. (Mullins, 2023).
A disadvantage of a divisional structure is departmental resource duplication, causing increased expenses (Mullins, 2023). Also, divisional structures can foster a silo mentality, where departments focus on their own objectives running the risk of potentially undermining the overall vision of the organisation. For example, when a global brand like McDonald's is given flexibility, it can be challenging to maintain consistency in the customer experience across different countries (Beevers et al., 2021). 
A matrix structure takes a non-hierarchical approach, bringing together expertise from different departments to increase flexibility (Armstrong, 2023). This structure works well in fast-paced healthcare environments where sharing resources and information is crucial. For example, the NHS employs multidisciplinary teams within a matrix framework to ensure that patient care aligns with healthcare goals (Beevers et al., 2021a). Sharing knowledge across functions not only encourages creativity but also allows for more effective use of resources (Mullins, 2023). 
A key disadvantage with a matrix structure is that employees often report to multiple managers, leading to confusion and delays. Multinational corporations like Microsoft, product managers and functional managers may provide contradictory instructions, making it difficult for employees to balance competing priorities (Buchanan & Huczynski, 2023). Also, conflict can arise when managers with differing leadership styles disagree, leading to reduced morale and productivity. Employees may face unclear expectations, heightening stress and potentially lowering job satisfaction. This can result in increased turnover unless the organisation has a strong culture of communication, teamwork, and leadership. Apple, for instance, has fostered such a culture to successfully support employees working within a matrix structure (Harvard Business Review, n.d.).

(AC 1.2) Analyse the extent to which the organisational strategy in your organisation (or an organisation with which you are familiar) helps to ensure products or services meet customers’ needs. 
An organisation’s long-term objectives are laid out in its organisational strategy (Buchanan and Huczynski, 2023). Swansea Bay University Health Board’s (SBUHB) strategy being to ensure it meets the needs of its patients and their families (SBUHB, 2023). SBUHB’s long-term ‘People Strategy 2024–2029’, aims to establish the health board as a high-quality organisation by 2034. Developed by the input of more than 1,400 stakeholders; patients, the public, and staff members, with the goal of providing a customer-centred approach that is in line with the requirements of patients (SBUHB, 2023).
The strategic process can be divided into three stages: formulation, implementation, and evaluation. During formulation, SBUHB uses tools like SWOT analysis to evaluate their own advantages, disadvantages, opportunities, and threats (CIPD, 2024d). For example, when there is a great need for specialist care, healthcare providers may prioritise hiring specialised staff to meet patient demands, reducing the need for private healthcare (Armstrong & Taylor, 2023). The PESTLE analysis further supports SBUHB in anticipating changes, evaluating Political, Economic, Social, Technological, Legal, and Environmental factors to identify risks and opportunities (CIPD, 2024h). This allows the Health Board to proactively respond to external challenges, ensuring service quality is maintained.
Healthcare providers must adjust to changing public health requirements and regulations without sacrificing quality (Armstrong & Taylor, 2023). SBUHB aligns with CIPD's recommendations for efficiently managing internal and external factors using strategic tools. The success of the strategy relies heavily on effective implementation, where employee engagement is critical (CIPD, 2018). SBUHB values a motivated workforce, an engaged workforce is essential within any healthcare setting. Through continuous learning and updates, SBUHB ensures staff understand their roles in delivering strategic objectives. As Marchington et al. (2020) note, engaged employees improve strategy and operations.
Finally, evaluation allows SBUHB assess the effectiveness of its strategies. Feedback from patients and staff allows the Health Board to refine its approach based on evidence, ensuring the services meet evolving healthcare needs. By integrating these stages, SBUHB ensures its organisational strategy continuously evolves to meet customer needs. 
(AC 1.3) Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. 
Delivering healthcare services while maintaining financial sustainability is an ongoing issue for SBUHB. The health board's priorities include efficiently managing resources and discovering new ways to meet service needs within restricted budgets. (SBUHB, 2024). While SBUHB does not rely on loans, its operating costs are indirectly affected by interest rates, as suppliers and contractors pass on their increased borrowing costs. Higher interest rates may also limit investment opportunities, requiring careful budget planning to maintain services without affecting patient care (Audit Wales, 2023).
Inflation significantly impacts organisations funded by the Welsh Government, like the NHS, by reducing the real value of budgets as rising costs outpace allocation (Welsh Government, 2023). The budget is not going as far as it used to because of the increasing prices of goods, services, and wages (Welsh Government, 2023). For SBUHB, this includes increases in medical supply costs and construction expenses, which strain budgets and delay critical infrastructure projects (Audit Wales, 2023). Additionally, inflation has driven wage adjustments to address cost-of-living pressures, further increasing operational costs (CIPD, 2023b). As Mullins (2023) suggests, effective resource management is critical for sustainability, especially in sectors like healthcare, where resources are always under pressure. In response, SBUHB has prioritised cost-saving measures, including sustainable procurement practices and energy efficiency, aligned with the NHS Wales Decarbonisation Plan (Welsh Government, 2023).
Rising energy costs are a significant challenge for SBUHB, especially considering increasing gas and electricity prices driven by global instability (Welsh Government, 2023). These costs directly affect the organisation’s ability to allocate funds effectively, particularly as healthcare facilities rely heavily on energy for operations. To address this, SBUHB has started prioritising energy-saving measures, such as improving the efficiency of existing infrastructure and exploring renewable energy options in line with the NHS Wales Decarbonisation Plan. The health board is also considering hybrid working models, which reduce the need for office space and lower utility costs. These adjustments not only alleviate immediate financial pressures but also support long-term sustainability goals.
Using tools like PESTLE helps SBUHB analyse external factors, such as energy costs, to inform decision-making (Buchanan and Huczynski, 2023). The health board’s priorities include optimising its budget to manage inflation and energy pressures, ensuring quality services despite political and economic challenges, as well as funding long-term healthcare solutions (Audit Wales, 2023). As an example of its dedication to striking a balance between financial sustainability and preserving patient care, the health board has asked staff for recommendations on how to reduce waste and increase efficiency in order to meet these objectives (BMJ, 2023).
(AC 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. 
The responsible use of AI in today’s workplace is vital, especially as AI starts to reshape job roles, recruitment and workforce planning (CIPD, 2023a). AI's expanding influence is transforming the employment market, affecting skill requirements and work structures (Government Report, 2024). In recruitment, AI can boost productivity, decision-making, and candidate experience (CIPD, 2023a). One significant advantage is the use of automation to speed time-consuming operations like the screening of applications, the shortlisting of candidates, and the scheduling of interviews. This allows people professionals to focus on other priorities (CIPD, 2023a). AI can also provide insights by identifying trends linked to successful applicants (CIPD, 2023a) and chatbots can answer candidate questions instantly, reducing waiting times and improving the candidate experience (Smith et al., 2023).
However, AI raises concerns around fairness and diversity. Without sufficient management, AI systems can replicate existing biases, affecting inclusivity (CIPD, 2023a). Beyond recruitment, AI can potentially impact employee well-being and culture by adding pressures on workers who must adjust to these systems, which could have an impact on work-life balance and job satisfaction. According to Armstrong (2023), technology must be managed responsibly to avoid burnout, especially in high-pressure professions like healthcare. Automation may raise concerns about job losses; however, this wouldn’t be a concern if organisations focus on reskilling and upskilling their workforce to meet evolving demands. AI can shift the nature of work, creating opportunities in roles requiring emotional intelligence, problem-solving, and strategic oversight (CIPD, 2024c).
Although SBUHB does not currently use AI in hiring, its potential benefits could align with the organisation’s needs. AI could help streamline recruitment processes, improve candidate experiences, and support workforce planning to address skills shortages.  However, SBUHB would need to carefully address the challenges associated with AI, particularly in ensuring fairness, inclusion and employee wellbeing. Given the organisation’s commitment to equality and inclusion, it would be essential to balance AI’s efficiency with human judgement.

(AC 2.1) Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory.  
Understanding organisational culture is essential for a successful workplace (CIPD, 2024g). There are four main categories of company culture as described by Charles Handy's concept: Power, Role, Task, and Person cultures. Usually directed by a strong leader, power culture results in swift choices. Smaller companies where fast thinking and flexibility are crucial usually follow this culture. (Handy, 1993). For example, a startup might operate with a power culture to respond rapidly to opportunities and challenges. Role cultures are more hierarchical than power cultures, with authority derived from status or position rather than individual influence (Beevers et al., 2021). This type of culture is often found in government departments or large corporations, where stability and defined roles are prioritised over flexibility. However, role cultures can make organisations slower to respond to change (Beevers et al., 2021). Task cultures emphasise collaboration and problem-solving, and authority is based on knowledge rather than position (Handy, 1993). This culture is particularly effective in project-based organisations, such as construction companies or research teams, where collaboration and creativity are key to success. Ultimately, person culture prioritises individual autonomy and is frequently observed in professions such as law or consultancy, where the organisation functions primarily as a platform for personal achievement. (Handy, 1993).
The SCARF model developed by David Rock examines the social and emotional elements that influence behaviour in the workplace. It emphasises five main areas that are crucial for inspiring and engaging workers: status, certainty, autonomy, relatedness, and fairness (Rock, 2008). Status refers to how people see their position in relation to others, whereas certainty refers to the desire for predictability in the workplace. Autonomy refers to the capacity to make decisions and assume control, relatedness refers to a feeling of belonging and being connected to other people, and fairness refers to the perception of being treated in an equitable manner. 
These factors have a significant impact on both employee satisfaction and performance. While stress and disengagement can result from not meeting these demands, positive SCARF situations boost motivation and involvement (Mindtools, n.d.). For example, in a task-oriented organisation using Handy’s task culture, applying SCARF might involve recognising employees’ expertise (status), ensuring clarity about project goals (certainty), and giving team members (autonomy) in their roles. Team-building activities can strengthen their sense of connection (relatedness), and transparent decision-making can address (fairness) concerns (Martindale, 2024). Workplaces can establish cultures that encourage trust, motivation, and collaboration by integrating SCARF concepts into organisational procedures.

(AC 2.2) Assess how employee selection or employee development impacts organisational culture and behaviour in your organisation (or one with which you are familiar). 
An organisation's culture and behaviour are greatly influenced by employee development, which also affects how individuals interact, develop, and contribute to the success of the company. Armstrong (2023) highlights that development opportunities are vital in reinforcing a positive organisational culture and shaping employee behaviours that align with organisational goals. These opportunities also help employees develop the traits and actions that encourage trust, teamwork, and constant growth throughout the company (CIPD, 2024e).
For SBUHB, it’s essential to communicate development opportunities clearly during recruitment. Aligning development opportunities with what was promised during recruitment fosters trust and cultivates a culture of continuous improvement (CIPD, 2024g). This approach enhances employee engagement and reduces turnover. Many organisations face challenges in recruiting and retaining diverse talent, but a strong commitment to development can help. A culture where everyone feels appreciated and included is fostered via SBUHB's inclusive development initiatives. By giving workers from different backgrounds equal access to growth opportunities, SBUHB not only promotes diversity but also fosters a collaborative and respectful culture, all of which are essential for its success (CIPD, 2024g). Development initiatives that meet organisational needs create a culture where employees feel valued and supported (Armstrong, 2023). Cooperation and teamwork are fostered via SBUHB's professional development programs, which are in line with Handy's (1993) task culture. The CIPD (2024i) report on talent planning also shows that organisations with clear development paths benefit from better retention, emphasising the importance of managerial support (CIPD, 2024j).
Managerial support is vital to employee development. According to CIPD (2024j), line managers play a key role in fostering employee engagement by supporting growth and development opportunities. Some managers may hesitate to encourage growth due to concerns over losing talent. However, a developmental culture requires managers to actively support their teams’ growth (Rees and French, 2020). SBUHB achieves this by providing leadership training and resources to help managers understand the benefits of fostering a developmental culture. Clear communication of the long-term advantages, such as improved team performance and retention, helps managers see development as a priority. Regular appraisals, coaching, and mentoring programs also equip managers with the tools to guide and support employee growth effectively.
Organisations are increasingly using data-driven approaches to assess the effectiveness of recruitment and development. For example, CIPD (2024i) shows that 33% of organisations report using data to evaluate retention initiatives. This trend shows the growing importance of aligning development with organisational success.

(AC 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. 
An organised approach to managing change is provided by Kotter's 8-Step Change Model. Engaging employees early on is crucial when shifting from remote work to a hybrid model. CIPD emphasises that resistance can be reduced by clear and targeted communication (CIPD, 2023). 
The first step in Kotter’s model is creating a sense of urgency. Given that employees are used to working remotely, they may be resistant to change. Communicating the benefits, such as face-to-face interaction, improved collaboration, and career development, can motivate employees to embrace the change (CIPD, 2024b). 
The second step in including seniors from other departments helping to assist the transformation by ensuring the change benefits everyone, listening to employee concerns, and promoting the change across the organisation (CIPD, 2023).  
The next step, developing a vision and strategy for the change. Meeting expectations like mandated office days and flexibility. Transparent communication helps employees comprehend the hybrid model's actual benefits and aims (CIPD, 2024b). Effective communication of the vision is essential, and line managers are crucial in this regard. The CIPD underlines that in order to reduce employee uncertainty, managers should promote candid discussions, address concerns, and emphasise advantages (CIPD, 2024k). 
Kotter’s fourth stage involves eliminating hurdles by addressing any barriers that may hinder employees from attending the office, such long commutes or insufficient parking. Offering employees practical solutions, such as flexible working hours, can be incredibly helpful. CIPD (2024j) emphasises the critical role of line managers in addressing these challenges by maintaining open communication with employees and supporting their individual needs. Armstrong and Taylor (2023) emphasise how these resources give employees more comfort and confidence as they adapt to the hybrid work model. 
The fifth step is to acknowledge and recognise early office wins, such as stronger teamwork. CIPD (2024) highlights that fostering cross-functional collaboration enhances engagement and motivation, demonstrating the value of in-office teamwork within a hybrid model.  
Finally, instilling the change in the organisation’s culture makes it sustainable. Reinforcing hybrid work’s benefits through meetings, performance reviews, and feedback sessions helps embed the model long-term. Regular feedback opportunities allow adjustments to be made and show employees that their input is valued (CIPD, 2024b).
A practical example of Kotter's model in action is a case study on digital transformation which highlights the importance of creating urgency, setting a clear vision, and empowering teams (Andersson, 2023). This case illustrates how Kotter’s principles can successfully guide major organisational changes, such as the shift to hybrid working, supporting both employee needs and organisational goals.


(AC 2.4) Using the Kubler-Ross change curve, discuss how change is experienced. 
The Kubler-Ross change curve, which places an emphasis on the emotional stages that people go through, provides insight into how people perceive change and allows organisations to help employees navigate the emotional journey of change. Waite et al. (2021) describe five key stages: shock and denial, anger, bargaining, despair, and acceptance. Adapted from its original use to describe the stages of grief, this model demonstrates how people react to organisational change in a way that is similar to how they react to significant loss (Elizabeth Kübler-Ross Foundation, 2024).
The change curve illustrates the steps that individuals can take to progress through various stages. CIPD materials underline the need of customised communication and frequent check-ins to help staff members through these phases and avoid dissatisfaction (CIPD, 2023). Uncertainty can lead, for instance, to initial shock or denial during a reorganisation. If the change causes routines to be disrupted, this phase may transition into anger. Since repeating details can lead to frustration, leaders should tailor communication to each level (Goleman, 1998). In the process of adjusting to new circumstances, people's initially optimistic perspectives on change may become increasingly pessimistic. This highlights the significance of establishing reasonable expectations and avoiding over-promising. Employees can voice problems in a safe environment through focus groups and conversation sessions, which lessens feelings of loneliness and provides emotional support. A case study demonstrated that regular focus groups during restructuring improved trust and engagement by addressing fears and offering transparency (LaMarsh Global, 2023). The CIPD highlights that managing change effectively requires a focus on employee engagement and empathy, especially during transitions. 
By showing empathy at every stage of the process, people professionals can help foster smoother transitions and boost engagement, ensuring that employees feel supported throughout the change (CIPD, 2023).
The Kübler-Ross model's predictability is one of its key advantages since it enables managers to foresee and address the emotional responses of their employees. To lessen resistance, Taylor (2022) suggests offering psychological support during the change planning process. However, there are many who believe that the paradigm leads to an oversimplification of feelings because individuals may skip stages or travel back and forth between them (CIPD, 2023). Changing responses to every employee's level of development will improve results since it makes them feel appreciated and informed (Blanchard & Johnson, 2021).
Being prepared for change is the most important factor in determining how changes are perceived. According to Rafferty et al. (2013), preparation considers both mental and emotional characteristics, as well as how employees perceive the support from the organisation. Acknowledging and valuing employees' contributions through open and honest communication can help foster a culture of acceptance (Oreg et al., 2011).

(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. 
Despite its obvious significance, measuring and defining wellbeing at work remains a challenge. When people are healthy, engaged, and satisfied, they are better able to do their jobs and contribute to the success of their organisations (CIPD, 2023d). However, transforming wellness into programs that are both practical and measurable may be a difficult task, particularly when it comes to ensuring that these initiatives are in line with the expectations of the workforce.
The ambiguity surrounding the definition of "wellbeing" in a corporate context is a significant challenge. As Suff (2023) discusses, organisations must explicitly define terms to ensure alignment between their intentions and employees' interpretations. Employers might interpret "work-life balance" as providing flexible hours, but the flexibility employees require might not fit what is being offered. According to the CIPD survey, mental health remains a significant concern, with mental ill health being a leading cause of both short-term and long-term absence (CIPD, 2023d). This highlights the need for wellbeing initiatives that focus on mental health and work-related stress, as these factors directly influence employee performance and retention.
When there is a lack of clear alignment, wellness initiatives run the risk of being unsuccessful, resulting in the waste of resources on benefits that do not actually provide value. Consequently, it's critical to evaluate these efforts for their applicability and effect on employee needs (Suff, 2023). The CIPD survey shows that 82% of organisations offer Employee Assistance Programs (EAPs) and 77% provide access to counselling services (CIPD, 2023d). These services reflect a growing recognition of the need to support mental health, an essential element of employee wellbeing.
The concept of wellbeing is difficult to quantify since it is subjective and encompasses a wide range of aspects, including mental and physical health as well as job satisfaction. Unlike measurements like staff retention, the advantages of wellness are challenging to assess. However, regular feedback and surveys provide vital insights into what employees care about, which helps to refine and improve wellbeing initiatives. (CIPD, 2024l). For example, initiatives such as health screening programs and wellbeing days are popular across sectors, with many organisations incorporating these into their strategies (CIPD, 2024l).
Focussing on employment stability and development possibilities, the Good Work Index (CIPD, 2024) provides a structure for companies hoping to develop wellbeing-oriented projects. This supports Vroom's (1964) Expectancy Theory, which contends that when workers perceive certain benefits for their work, they become more motivated. Through the alignment of wellbeing initiatives with the concepts of "good work," organisations can advance both broader corporate objectives and employee satisfaction (CIPD, 2024). 
(AC 3.1) Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development, and separation stages of the lifecycle. 
The employee lifecycle consists of six interconnected stages; each one influences the others and contributes to the overall employee experience. A strategic people practice approach ensures that recruitment, development, and retention efforts are aligned with business goals, which enhances employee engagement and supports organisational success (CIPD, 2024c).
At the recruitment stage, people professionals focus on attracting and selecting individuals whose values and skills align with the culture and needs of the organisation. This stage is pivotal because hiring the right people at the outset sets the tone for their entire employment experience. Recruitment strategies should be linked to future development and career progression opportunities. According to Taylor and Woodhams (2022), recruitment should not solely focus on fulfilling short-term headcount needs but should actively consider the organisation’s evolving needs. Without clear career support, such as robust development opportunities, new hires may feel disillusioned, leading to early turnover and wasted resources (CIPD, 2024g). By aligning recruitment with long-term development pathways, organisations ensure that they attract talent with the potential for growth.
The development stage is critical to nurturing employees’ skills and abilities to meet both organisational and personal objectives. People practice teams, in collaboration with Learning & Development (L&D) professionals, provide tailored training and development opportunities that help employees achieve their potential while aligning with the organisation’s goals. This is especially important in an age where technology and modern learning methods are increasingly expected by employees to drive their personal and professional growth (CIPD, 2024d). Well-structured development programs contribute significantly to employee engagement and retention, as they demonstrate a commitment to employee growth and job satisfaction.
The retention stage is about keeping skilled employees and involves strategies that reinforce engagement. However, effective retention is often influenced by the success of earlier lifecycle stages. If employees do not feel supported during the recruitment or development phases, they may disengage, leading to higher turnover rates (People Managing People, 2023). Retention strategies should focus on open communication, providing meaningful work, and offering opportunities for career progression. As highlighted in the CIPD’s Good Work Index (2024), transparent communication and alignment of roles with employees' strengths and aspirations play a significant role in ensuring employees feel valued and motivated to stay within the organisation.
At the separation stage, people professionals are responsible for managing exit interviews and understanding reasons for turnover. This process provides valuable insights into organisational strengths and areas for improvement, influencing future recruitment and retention strategies. The separation phase also presents an opportunity for employers to maintain positive relationships with former employees, enhancing post-employment engagement (CIPD, 2024h).

(AC 3.2) Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. 
An organisation's people practice, such as its policies and procedures for recruiting, L&D, performance evaluation, and benefits, are designed to complement and harmonise with its overarching objective. According to Armstrong and Taylor (2023), the role of people practice has transformed from being a supporting function to a strategic resource for the success of the organisation. This alignment is achieved through both vertical and horizontal integration. 
Vertical integration – This is where the policies and processes of the organisation are closely tied to their objectives (Armstrong & Taylor, 2023). The organisation can make progress by tying its people practices to these objectives. For instance, the NHS frequently has to prioritise clinical activities above clerical and administrative roles due to budgetary restrictions. This is presently visible with the adoption of a recruitment freeze on non-clinical roles, which ensures that limited resources are used to keep important services operating within budgetary constraints. The NHS is able to satisfy its objectives without going over budget thanks to workforce planning, which supports both financial and operational targets (Farnham, 2015). However, the success of vertical integration depends on a culture of clear communication between people practice and senior leaders. If people professionals are excluded from or play only an indirect role in strategy development, the alignment between people practices and organisational objectives may weaken, potentially leading to inefficiencies or employee resistance (CIPD, 2024c).
Horizontal integration – By aligning policies across various people practices functions, including recruitment, L&D, and employee benefits, this strategy makes sure that each area supports the same overarching objectives (Taylor & Woodhams, 2022). This establishes a uniform strategy throughout the organisation and ensures that every department is heading in the same direction (Taylor & Woodhams, 2022). When employees and managers recognise how their responsibilities contribute to these wider aims, they are more inclined to participate with procedures, viewing them as meaningful rather than simply administrative tasks (CIPD, 2024c). Because of this alignment, departments can work together more effectively. For example, while selective recruiting is on hold, the L&D team can pinpoint where employees lack certain abilities and provide them with the training they need. This enables the organisation to develop the capabilities it needs without incurring additional expenses for hiring new employees (Marchington et al., 2020).
The effectiveness of horizontal integration depends on the overall organisational culture and the level of collaboration between departments. Strong communication channels and a shared understanding of organisational goals are essential. HR’s role in ensuring that different functions are aligned requires a proactive approach, ensuring that people practices are not siloed but work in unison toward broader organisational objectives (CIPD, 2024c).

(AC 3.3) An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. 
To achieve an effective transition from a five to a four-day working week, the people function should consult and engage with managers and employees. Employees are more likely to accept and adjust positively to change if they feel involved and understand why it is happening (Taylor & Woodhams, 2022).  Having these early conversations allows any concerns to be voiced and more likely to remove any opposition to change (Kotter, 2014). Early engagement along with transparent communication enables effective decisions to be made that include both the organisation's goals and their employees' well-being (CIPD, 2024c)
Employees are more likely to support changes when they understand the reasons behind them and especially when they feel their input is being genuinely considered (ACAS, n.d.). Direct consultation methods such as listening sessions are a great way to gather feedback from employees. Employees feeling more content to raise any concerns within an honest and supportive environment. This form of two-way communication can help identify issues that may not come up in surveys or focus groups (Taylor & Woodhams, 2022). 
However, focus groups can be a useful tool for revealing how various teams view the change. These group discussions provide honest feedback, but they take time and may not capture everyone's point of view, therefore it is preferable to employ other approaches in addition to them (Marchington et al. 2020).
In addition, surveys are an option since they enable practitioners to obtain feedback from a more extensive group of employees and due to surveys being anonymous, it is more likely to generate truthful responses. However, surveys may not provide enough detailed responses, therefore practitioners might need to consider arranging interviews or small group discussions as an additional method to delve further into potential issues (Armstrong, 2023).
Manager workshops are effective for addressing any senior-level issues. With managers being the ones driving the change forward, workshops can help equip them to support their staff. According to CIPD (2024j), line managers are instrumental in fostering engagement and trust, making their involvement essential during major transitions such as the shift to a four-day work week. Workshops also provide managers with an opportunity to discuss challenges and share strategies for maintaining productivity within a reduced working week (CIPD, 2024c). This engagement ensures that managers are equipped to lead their teams effectively, which is essential for its success.
To keep the transformation moving, it is crucial to develop continual mechanisms for obtaining input. The usage of suggestion boxes to solicit feedback from employees continues to demonstrate the organisation's dedication to responding to concerns as they emerge, even after the change has been made. Creating an environment where employees feel comfortable providing feedback is crucial for a successful transition (Taylor & Woodhams, 2022).
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