

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)

There are a variety of different structures organisations can adopt. Divisional structure, according to Taylor,S and Woodhams (2022)  benefits mainly larger organisations where teams are divided into specific areas based on, location, products, services etc, specific expertise are assigned to provide expert decision making , for example, specific team responsible for finance in one country will operate another finance division in another country working for the same organisation, these teams are answerable to one manager responsible for their own goals and not interchangeable with other departments. 

The Org (2023) suggest underpinning of this structure provides controlled and focused approach provide specific results, focused outcomes, shared skill sets, communication and flexibility between each other along with more organised ways of working with no distractions from other departments, everyone knows what their aims and goals are, draw back being employees can struggle to collaborate with other departments creating Solo working which can cause conflict if other departments are effected by decisions made, divisional departments can create own culture which can misalign with the organisations overall strategy.

Taylor,S and Woodhams, C (2022) suggest Matrix Structure involves employees assigned to one department utilising transferable skill to help another project within different departments of the organisation, not being tied to one specific division or department, 

Teambuilding.com (2024) suggest the underpinning of this structure is cross functioning teams can improve efficiency, skill sets are shared and improves communication leading to better problem solving within departments, for example , HR assigned to help procurement on a project, whilst still functioning within the HR department, this type of structure helps build moral with departments aligned equally to the business strategy, cheap implementation as utilising existing employees aiding professional growth and experience of employees,  this structure can, however, create issues with employee;s answerable to more than one manager ,possible lack of direction if conflict between managers, causing delayed decision making resulting in frustration within teams, employees may also resist change or find difficulty juggling their own department as well as additional projects.


 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)

Rhyal Engineering Provides services to oil and gas industries.  Our strategic goals and objectives to build market share within nuclear industries to accommodate consumer demand in line with competitors, source opportunities within steelworks and fabrication, source new technology within departments to work more efficiently. Rhyal Engineering 5-year Business plan (2021).
Within strategy, according to Quantivie (2024), the three areas of consideration, analysis, reviewing internal and external capabilities, understanding the market. Development, basing strategic plans based on analysis, such as SWOT/ PESTEL outcomes and finally implementation stage, gathering all the plans and putting this into action within different departments, aligning the strategy to ensure its’s robust, viable and flexible to adjust to changing needs within industry with regular review.
CIPD (2024a) and CIPD (2024c) suggest PESTEL and SWOT analysis are appropriate for organisations looking at internal and external factors that impact organisations moving forward with their goals, reviewing strengths, weaknesses, opportunities, threats and PESTLE looking at Political, Economic, social, technological, environmental and legal to help ascertain what organisations would be facing within their strategic goals
According to Forbes (2024b)) Organisations who do not undertake any analysis such as SWOT or PESTLE are unable to fully understand where their company lies within industry and could hinder them progressing into other markets, causing issues with goals and strategic plans, FORBES (2024a)) suggest analysis based on EBP provides reliable results rather than ill informed decisions which could negatively impact organisations
Rhyal undertook a both SWOT and PESTLE review of the organisational position. Rhyal ascertained working within a niche market, low staff turnover and good customer satisfaction, weaknesses being working within limited market with large competitors and limited vision, direction and services currently provided to clients. 
Rhyal recognised less legislation due to BREXIT has helped, however, political uncertainty is causing threat with potential retention issue due to emerging organisations within the same industry with competitive salaries, the nuclear market would offer flexibility and adaptability approaches with the services we provide clients.
Rhyal reviewed the industry and gathered wider data, reviewing specific training or specific expertise required to achieve projections of our strategy, critically analysing the strategy to ensure viability, reviewing potential risks and flaws ensuring strategy is fluid and agile to align with competitor’s trends and the economic environment. 
Harvard Business School (2024) suggest by reviewing opportunities, organisations can align strategy. for Rhyal, the nuclear and hydrogen energy market would lead us into changing markets and what clients require long term, IRO50 (2019).
Rhyal are in discussions with nuclear clients and implementing training to help prepare us to move forward within this field whilst still rolling out and adapting our strategy.
According to Taylor,s and Woodhams, (2022)  recognising the importance of employee participation and buy in to the organisations strategy is key as well as communication, reliable EBP, reviewing costs and resources of implementing changes, stakeholder and employee feedback and setting specific departmental goals with clarity on objectives meaning everyone is working towards the same outcome within specific timeframes with regular meetings to discuss any changes needed. 
Although the new strategy is in its infancy, Rhyal is moving forward, recognising the need to move into different industries to ensure services offered meet clients’ needs which if implemented thoroughly will prove successful for the organisation.


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)

PESTEL (2024) measures external impacts on organisations looking at Policical,economical,social,technological,legal and environmental allowing organisations to prioritise organisational changes according to external factors .
The rise in interest rates were particularly turbulent in the COVID pandemic where interests’ rates, according to Bank of England (2024) were cut to 0.1% and the bank of England helped expand lending to support organisations through the pandemic. According to NatWest (2023) the bank of England raised it interest rate to 5.25 after inflationary pressure which directly caused financial pressure on Rhyal Engineering in sectors such as lending and rental payments on premises, these pressures caused the organisations to scrutinise cashflow more regularly to ensure the organisation stays within its financial parameters, with interest rates fluctuating, these could be short term so we review this every month.
Inflation, according to McKinsey & Company (2024) is a loss for purchasing ability resulting in  rises of goods and services, meaning products become more expensive and therefore, for Rhyal, profit margins decrease when purchasing products meaning less margin. 
This has affected us, as we have had to realign projections to allow for extra costs, we’ve had to resource time into looking at alternative product suppliers to obtain more competitive pricing of materials to help alleviate financial pressures and keep within profit margins,  affecting cashflow and impacting financial performance, Rhyal review inflation regularly  and align decisions based on where the market at that time and well as future forecasts.
Labour shortage is an issue for Rhyal, according to CIPD (2021) this has been an issue in the uk pre-date the pandemic, main issues Rhyal face is downturn of local labour due to Hinkley point refinery not  financially regulated like other refineries, they have ability to pay higher salaries as not  governed under the same regulations as our sites, meaning loss of local labour for us, therefore having impact on securing more contracts as we are unable to provide labour. Rhyal has recognised this issue and have committed to increase welding and fabrication apprentices within the company, once qualified, we can develop them further within the organisation, we have also introduced better benefits packages to help value and retain current employees to refrain from leaving the organisation.

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)

According to CIPD (2024) AI refers to computer systems performing activities that historically humans were only capable of completing. BBC New (2024) suggest AI impact work in variety of ways helping in areas like recruitment and advertising where AI collect data, and uses algorithms to make decisions, 

According to AIHR (2024) AI is fast increasing with 92% of HR leaders planning to increase their usage of AL, According to AI in HE (2024, the 5 top areas HR departments are currently utilising AI are in record management ,payroll, where AI can create and report on information which would in other circumstances require manual working out,  recruitment and hiring, performance management and onboarding taking over repetitive tasks, accelerating recruitment and using data produced by AI to provide qualitative data..

Gartner (2024) advised 76% HR Leaders feel if AI is not implemented within 2 years, it will have serious impacts on organisational success, for example, organisations utilising AI in recruitment processes, using algorithm to attract appropriate candidates for specific roles which can reduce advertising and labour costs.

According to McKinsey & Company (2023) AI can help populate job descriptions, automation of CV suitability saving labour time, making employees more efficient in other areas, the downfall being restrains AI offer, for example, AI would be designed to look for specific information like qualifications, not reviewing past experience individually, proving a disadvantage as experience may prove more advantageous over qualification, where AI would of disregarded.

Fobes (2023) advised AI can also be hampered with dangers such as data security risks, bias and discrimination, privacy concerns, job displacement. Showing how AI can impact work both positively and negatively.

Taking into consideration the advantages AI can offer organisations, Rhyal can utilise AI in many way in order for employees to be deployed to other tasks and for the organisation to better utilise their time and resources, however, outweighing the highlighted risks AI can pose.

An area Rhyal has already implemented AI is within training, new employees now complete induction and standard training modules designed by AI which are automatically sent out to new employees from our HR system saving administration time, this is working successfully within the department.


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

Business.com (2023) advise using Chales Handy’s Model provides understanding of differences in cultures in different organisations. Personneltoday (2023) The model looks at four areas, Power,Role,Task and Person showing how important is it culture aligns with strategy to be successful and how management styles can effect culture

Power culture, according to handy is where responsibility for decisions lies with individuals who are senior in organisations such as leaders or owners, where structure is flat. Power culture is seen more within smaller organisations where owners take control, have open policy, two-way conversations and employees take instructions.

This Business.com (2023) advised that this culture can be efficient, however, employees can struggle as decisions can be fast paced and change last minute, employees can become frustrated or leave.

Role culture, Personnel Today (2023) is most common culture within larger organisations where employee’s skills, experience, qualifications are aligned within specific roles in organisations with clear knowledge aligning with the structure and strategy with clear career paths, working up to more senior roles with more responsibilities. 

Business.com (2023) suggest this culture helps employees feel secure, stable and supported, providing realistic goals are set, negatives being the organisation struggling to adapt to changes due to being very procedure and policy based, some employees can feel blocked by others progress causing demotivating.

Task culture is specialised teams working together on a project where skills and expertise are brought together to complete specific tasks taking precedence over individual objectives. This type of culture, Workplace Hero (2023) suggests tends to sit best in moving markets such as marketing and advertising organisations where tasks need completing quickly, working together collaboratively and having accountability for team work and individually, it is thought this culture can be hard to manage as conflict within teams can cause issues and hinder success of tasks

Person culture is based upon individuals own careers over the needs of the organisation, there is likely to be little organisational structure and employees effectively working independently, concerned with self-development and often money run. An example being Law companies, university etc, solely responsible for actions, qualified in the role and hitting deadlines with individuals being accountable if these are not met, downfall often being issues come to light too late as there is no monitoring of the position leading to possible brand damage, legal issues. 


David rock’s scarf theory, Mindtools (2024a) is based on neuroscience research into people’s reactions and emotions to situations, the model, based on five domains, status, certainty, autonomy, relatedness and fairness, activating fight or flight responses. 

SCARF model breaks down into sections to understand how situations can provoke certain responses and how these can be thought about to minimize perceived threat and maximise positivity in organisations.

Bitesize Learning(no date) advise, Status, feeling of importance to others, example being during a performance review, if approached focusing purely on negative feedback can trigger defensive and disengaged behaviours, if approached with both positive and constructive feedback employees will feel supported and motivated.  

Certainty, according to Scarf theory is how being unsure about something can make us feel threatened, lose focus and panic, disabling progress.

Organisations can help relieve this feeling by collaborating, putting plans in place to deal with workloads or situations with manageable goals and timeframes to build resilience and coping mechanisms.

Autonomy allows people to grow where micromanagement can hinder development, encourage using own judgements and feel included in decision making processes to grow confidence and become more autonomous.

Relatedness can make people feel isolated and decrease productivity and commitment. One way to combat this would be to connect with others and have team exercises to build bonds with others people.

Fairness is important within organisations, if someone feels unfairly treated this can activate defensiveness and upset, to eliminate this it is important how situations are approached, and organisations give transparency and consistent treatment where no one is excluded.


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)

Havard Business Review (2021) views company culture as everyone’s responsibility, setting behaviours, embedding policies and procedures and promoting culture and values of the organisation. according to Forbes (2024a) positive culture helps with motivation, inclusion and overall positivity.

During employee selection process,  Fobes (2024a) suggest new employees value workplace culture as much as salary and career goals helping enhance job satisfaction, emotional wellbeing, motivation and commitment to an organisation, suggesting its vital organisational cultures is relayed in realistic and true manor to new employees and employees are recruited for right reasons looking at organisational culture and how that individual would fit within that team ensuring no bias, not solely relying on qualifications and skill set. 

HBR (2022) Advised If organisation culture is misaligned this can damage businesses causing low employee morale, disengagement and low motivation. 

Havard Business Review (2015) further emphases the importances of culture fit and alignment.

Rhyal advertise job roles on specific sites with many new employees also approaching us based on recommendation due to positive company culture with good reputation. During shortlisting processes, we produce individual job specifications  ensuring all needs of the role is clearly displayed to attract the best candidates with realistic overview of how the shortlisting process will work, CV’s are also individually reviewed to enable us to look further than just qualifications, taking time to gain knowledge about the person through personal interests etc, our interview style is a relaxed atmosphere to achieve a truer reflection of the individuals personality  as well as experience and qualifications to ensure they are a good fit for the team, we also encourage members of staff in the team to meet with the potential employee to provide true reflection of the organisations culture, core values and ethos. 





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)


Mindtools (2024b) advised Kotter’s 8 step change model breaks change down in stages to better manage change. Kotter suggest 75% of stakeholders need to be onboard with change to be successful suggesting this stage requires consideration to eliminate making wrong decisions in the first instance.

According to Yougov (2024)  36% of employees  want to work from home fully with a quarter preferring to work in an office,  64% stating time saved on commuting along with other factors such as better productivity, less social pressure, and less time spent with colleagues, showing the importance of the first stage of Kotter’s  model of stakeholders buying into this change to support other stages of the model.

The first step being creating urgency, this involves engaging open communication, getting stakeholders and employees involved and giving opportunities to ask questions and have an input. , UK Parliament (2024) highlight positives of working within a team helping increase moral and sense of belonging. 

This leads onto coalition where the power of getting stakeholders and managers onboard and collating a team that builds urgency and the need to change to get other employees thinking in the same mind set.

Thirdly, create a vision for change, this can be done by setting out a strategy of how the 2 day working onsite process will work and execute the vision.

Fourth, communicate the vision, this is a vital stage as according to Mind, how information is delivered determines its success, so the delivery needs to be sharp and consistent to be successful, collaborating teams together.

Step 5, remove obstacles, looking at the strategy and reviewing regularly to look out for obstacles or barriers that would prevent the change, looking at ways to eliminate these,

Step 6, creating short term wins, showing short term wins to help build positivity and how change can be good by setting small achievable targets to measure success, for example, following the above steps through and then introducing the 2-day week in the office within certain teams to trail the change before rolling out to the whole organisation.

Step 7, build on change, this can be in stages where short gains are achieved and longer gains can be set, looking for improvements in what has already been achieved, reflecting if the change is working.
Step 8 anchor changes in corporate culture, the change, if successful needs to be embedded within the culture of the organisation and continually supported to be successful, this could be rolled out in rewards and benefits to employees or other methods to keep momentum.

The 8 stages of Kotter’s approach clearly have defined stages to manage change when introducing employees back on site two day as week, 4 day week (2024) provide insight in to the positives and negatives, 8 stages of Kotter’s approach could be filtered out in stages, reviewing how the change is working at each stage, then rolled out throughout the company to manage consistence. 

The organisation could offer family support, such as childcare options to help families adapt to the change and provide an open-door policy so employees can raise concerns will help manage the change successfully, keeping employees fully informed at all the stages.

Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
Notion in Ocean (2023) describe Kubler-ross change curve in a 5 stage model showing how people react to change, initially, according to Change Management Insight (2019) used within emotional distress situation due to loss or death, but now widely used within organisations to help businesses manage and understand peoples reaction to change, recognising the 5 stages of emotions from personal loss to changes within the workplace being the same.  
Some experience all 5 stages whilst others skip stages, the 5 stages can be experienced in different order and can be revisited multiple times and vary in timescales. 
The 5 stage model consists of. Denial, refusing to believe change is going to happen and avoidance of change, Anger, lashing out about change, showing frustration. Bargaining, doing things to stop or avoid change, putting barriers in the way. Depression, people can experience sadness and become demotivated because of change. Acceptance, people accepting the change and putting other feelings aside to deal with the change.Creating Positive Change (2024)
An example within Rhyal would be the implementation of a new HR system, eradicating paper methods and implementing apps to book holidays and manage records. The change was a big adjustment for employees and the 5 stage Kubler-Ross change curve helped us understand the different reactions we were seeing and how to manage these, we especially saw this within older generations who were less in touch with new technology and panicked, we recognise people would experience different emotions and dealt with this with open conversations and reassurance to those experiencing anger and frustration , there was frustration with some not understanding the new app and many refusing to adjust initially ,we offered support and guidance to show the change as positive not negative.

Sky News (2024)explained amazon is a good example of Kubler-Ross 5 stages , resulting in negative impact on the organisation due to the delivery of the change, the company changed policy from working from home to within the office 5 days a week, the report highlighted staff experiencing a range of Kubler-Ross stages with employees stating they want to leave, feel unheard, demotivated, depressed with the change causing childcare issues and wide spread upset within the organisation linking in with the Kotter’s approach on the importance to lead change through its 8 steps to understand responses.




.
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)


According to CIPD (2024f) organisations who foster positive culture and embed a Wellbeing strategy can reduce employee stress, improve productivity, fostering happier employees, which can benefit employees and organisations. Organisations have a duty of care and need to foster best practice and look after employees.

According to Work Economic Forum (2022) there has been a distinct increase in workplace stress since covid, 60% of employees feeling disengaged in roles in 2021, long hours, lack of work life balance, employees more stressed, lacking in motivation and describe change being challenging on Mental health causing anxiety and isolation. 

 CIPD(2023a) Welling being at work survey 2023 helps organisations gain better understand of employee wellbeing at work focusing on areas of improvement. The survey highlighted key findings, large focus on Mental health of employees along with issues surrounding presenteeism ,  67% reported employees using holiday’s whilst unwell suggesting work or financial pressure causing unhealthy working environments, the research revealed sickness levels at its highest, line managers needing more training and support to help deal with absences,  highlighting the importance Wellbeing at work and evidence bases practice to measure wellbeing to assist with employee engagements, promote an inclusive environment offering  open door policy to help retain and attract talent benefitting employees and the organisation.

CIPD (2024de) Good work, undertake benchmark of 5000 employees from various sectors gathering thoughts about work, data collected provides evidence based results looking at pay and benefits,contracts,work and life balance, job and environment of work, relationships in work, if employees have a voice, health and wellbeing, by developing understanding of good work, results provided help organisations create better working environments.

Good work identified workplace conflict as a focus of analysis, which can cause negative culture within organisations along with poor mental health and higher levels of exhaustion.

Rhyal employ a many young men, it became apparent, managers were concerned with employee’s disengagement, productivity and motivation with managers expressing feeling untrained to deal with mental health issues having detrimental effects on employee’s and the organisation.

To help support managers we introduced wellbeing strategy, CIPD (2024) as well as wellbeing training for line managers. Within the strategy we offer outsource counselling which the organisation contributes towards, we have rolled out a wellbeing policy which is being embedded throughout the organisation through toolbox talks and notice boards sign posting employees to help. 

We offer ‘Wellbeing champions’, a facility available to support anyone needing to talk confidentially. We have had a positive response showing the need for Wellbeing support. 

PM (2022) further supports the importance of providing support to retain employees benefitting both employees and organisations.


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)

According to CIPD (2024e) the employee lifecycle are the different stages employees go through from, Attraction, recruitment and selection, onboarding, development, retention within an organisation with every stage presenting own challenges.

People managing people (2024)advise 6 stages of the Lifecycle, attraction, how your company is perceived, recruitment, process of sourcing employees, onboarding, training and development from the start, development, growth and progression, retention, how employees are looked after, offboarding, employees parting form the organisation, and it is important to recognise these stages interlinked and how one stage impacts another.

People Practice role within recruitment stage, according to HR Analytics Pro (2024) is to source the right people for the right roles, ensuring that we are not overselling the role in an unrealistic light, promising more that can be delivered. It is also vital to review the team the employee would be going into the ensure they would be the right fit, looking at this attribute alongside skills and qualifications and what the job role requires.

Example being, recruiting an individual into a small quiet team and employing a very loud dominate character could cause issues with other employees and overall culture of that team, leading to conflict and motivational issues if people then feel intimidated or undermined.

Development, People Managing People (2024) advise the importance of L&D within organisations as many organisations fail to invest in this area leaving employees disengaged resulting in separation in some cases.  Recognising some employees want development and some don’t is also important, not one size fits all, employee surveys and monthly appraisals can help to understand individuals needs to align training and development.
It's also key to analyse development costs, looking at alternative development opportunities if cost an issue to help employee engagement and retention.

Separation stage is important, even though separation may be voluntary or involuntary, it proves important for organisations to recognise where improvements could be made under different circumstances and where possible, retain an open-door policy if that employee wanted to return.

Exit interviews are important and key in assessing if the organisation could have done something differently looking at areas for improvement to retain top talent, these, ideally should be undertaken by a third party to encourage honest feedback which can be reviewed and taken onboard, Forbes (2022)



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

Taylor,S and Woodhams (2022)  highlight the importance of HR systems that achieve horizontal and vertical fit.  People Practice supports organisational strategy through vertical integration by aligning with the organisations overall strategy ensuring HR strategies support the objectives of the organisation, providing clear understanding of the strategy policies and procedures to support organisational goals. 

CIPD (2024f) suggest HR and Organisational Strategy are interlinked, for example, HRM provides the grounding linking employee’s knowledge, skills and capabilities, motivation to shape business strategy creating value where the two inextricably linked.

For example, if organisational strategy is to make more money, HR policies and procedures need to be focused on this area and embed into all areas of the organisation, best fit to be aligned with the circumstances of the organisational strategy ensuring L&D and employee relations are working to the common goal, if everyone work on their own goals how is the organisation going to achieve the strategic goals.

Another example, where an organisations strategy is to provide excellent service to clients, vertical integration would look at focusing on training, rewards and hiring employees who offer specialist expertise to offer specific services to meet client needs.

Horizontal Integration, according to Taylor,S and Woodhams, C (2016) refers to internal policies and processes working together effectively. Horizontal integration is important for people practice supporting wider people strategy, ensuring policies and procedures throughout the organisation are rolled out correctly, as failing to do so can cause different experiences, for example, if different areas of the organisation are recording sickness absences differently to other departments, how can sickness be measured effectively as departments are aligning their processes differently providing false information. 

Departmental policies and procedures need to align with HR and the overall strategy, for example, if the recruitment department had to cut recruitment down, how would L and D know where skill gaps are if they are not interlinking and working together, also important to take into consideration, if overall strategy changes how that effects the horizonal departmental policies and procedures as these need to be realigned to adjust to the changes. 

Bundle policy can create consistence, where there is safety, everyone is aligning to the same standard helping achieve better productivity and results.







 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) 

According to CIPD (2023c) providing employees with people centre approach with strategic focus is key when making changes, ensuring structure and boundaries are in place, conversations are open and transparent engage stakeholders, managers on board and communicating messages positively, if managers are negative this will be rolled down to  other areas of the organisation. If consultation is done well, trust is built and positive engagement gained.

According to ACAS (2021) There are various consultation methods. Direct consultation would be formal or informal meetings and indirect consultation are meetings for specific issues or trade unions involvement.

Surveys according to  HR Daily Advisor (2020) are positive ways to engage with employees, this tool provides effective when introducing 4 day week as it’s low cost, offer direct insight to opinions ,  surveys can also be designed with specific questioning, so you get more accurate answers, it helps with bias as employees can air concerns confidentially without fear of repercussion, things to consider with surveys is possibility of receiving  conflicting information
which could be hard to dissect and not always relevant to the subject.

CIPD (2023b) suggest Focus groups provide opportunities for employee interaction; employees having opportunity to ask questions and gain opinions rather than yes or no answers regarding the change. Focus groups provide organisations qualitative data which can measure success encouraging conversations and exchange of opinions which can help embed the change positively, on the flip side, focus points could present opinions from people who are more vocal than others and therefore could silence individuals, so they feel too intimated to speak up.

Forbes (2019) suggest team meeting when consulting change can bring employees together as it establishes true facts and expectations are communicated with everyone together so there is no misinformation relayed, the sustained benefits of the change can be embedded throughout the organisation. It is important to communicate and provide Feedback from team meetings, ensuring stakeholders are clear on the change and the purpose for these methods to be successful, a downside to team meetings is that lots of information can be relayed in a short space of time and people could get lost and confused.

If people are not on board to establish why, how can it be measured and if it has worked or causing waste of resources.
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