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. 

In a matrix structure, employees report to two or more managers, so two chains of command. For example, an employee reports to a department head and a project lead regarding a specific objective, operating a dual-reporting system. (Taylor and Woodhams, 2022).
An advantage of a matrix structure is the use of diverse, expertise skills working together in order for the organisation to obtain optimal performance. Employees can execute both their functional and project role with well-defined project goals, increased autonomy, and open communication. (Taylor and Woodhams, 2022). Kew and Stredwick (2016, p 21) suggested that communication within an organisation is enhanced, allowing for faster and more effective decision making. 
A matrix structure suits an organisation that need to balance the advantages of both functional and divisional structures, such as project-based companies, or organisations engaged in complex projects that require cross-functional collaboration. (Whatfix, n.d.).
A disadvantage of a matrix structure is the feeling of insecurity, due to having two managers to report to, plus the complex power dynamics in overall decision-making. (Kew and Stredwick (2016, p 22). A matrix structure would benefit an organisation that involves input from numerous departments. For example, the development of a product that demands the involvement of finance, marketing and a design team.
In a divisional structure, each division focuses on a specific product or service. For example, each division will have its own IT function, or marketing function to operate independently. 
An advantage of this structure is accountability. Having separate management teams for each division makes it easier to ensure individuals are held accountable for their actions. As each division prioritises its own interests, it also fosters more transparency about who is credited for successful outcomes. (Indeed, n.d.).
A disadvantage of a divisional structure is data, skills and awareness are retained within each function, therefore a business is slow to adapt and change. Communicating, understanding, and enacting strategic changes is more difficult because it takes longer to go from the top of the food chain to the bottom. (Taylor and Woodhams, 2022). A divisional structure is ideal for large organisations in multiple markets, like multinational firms, as each division focuses on its specific market or product. (Armstrong and Taylor, 2020). 
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 organisational strategy is a key tool that supports decision-making processes. The University of Lincoln says that strategic planning considers the needs of the business and allocates resources across all teams, providing decision-makers with a cohesive roadmap aligned with the organisation. This roadmap, along with clear criteria, simplifies decision-making and supports the team in achieving strategic objectives. (Lincoln University, 2021.).

The leadership team guides the entire process of strategic analysis, strategy development, and implementation, incorporating internal and external data analysis, which aligns with the organisation's mission and goals (Taylor and Woodhams, 2022). These stages are paramount for an organisation to review their current situation, create vision, implement them effectively, and evaluate their outcomes.
St. Michael’s school prides itself in market distinctiveness and has a unique identity with outstanding results, whilst ranked 3rd in the UK in 2024 for A level results. (St. MiIchael’s School, 2024). The school tailors’ offerings to precisely meet those requirements by setting out goals in the development plan to widen the range of teaching by a work evaluation programme, monitoring progress in each subject area and carrying out lesson observations via the appraisal process to feedback and monitor. (St. Michael’s School development plan, n.d.).

Organisational strategies engage customers by ensuring that their products, services, branding and sales are aligned with the needs and preferences of its target audience. (Medallion Partners, n.d.). St. Michael’s School has an “established heritage of academic excellence which is a product of excellent teaching and a motivational climate”. (St. Michael’s School, n.d.)  Parents want their children to thrive academically, socially, and emotionally in a safe and nurturing environment, which is worth the financial sacrifice for the overall quality they receive. St. Michael’s school’s (2022) Development plan outlines the crucial involvement with pupils and regular parent feedback in order to feel connected to the school which will ultimately enhance the educational experience for pupils and achieve the organisation objectives and success of the school.

Pastoral care is a key Ethos’s of St. Michael’s (St. Michael’s School, n.d.) One of the findings from a pupil survey (using SWOT analysis) was that students are happy with the ongoing pastoral support from their peers. As stated in a HM Government document, children’s attainment, behaviour and attendance both drives, and is impacted by, their wellbeing. (HM Government, 2022). A strong pastoral care system reassures parents that their children’s welfare is a priority and addresses concerns over mental health, bullying, and academic pressure, which is one of the key objectives in the St. Michael’s Development plan. This combined with a robust attendance policy where all absences are monitored and dealt with immediately make St. Michael’s stand out from the crowd from their competitors. 

One of the findings from a pupil survey (using SWOT analysis) was that students are happy with the ongoing pastoral support from their peers.

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.

VAT
From January 2025 private schools face 20% tax to fees. The Education Secretary stated, “We will end private schools’ tax breaks to drive high and rising standards for the 9 in 10 children who go to state schools”. (Tes magazine, 2024). The impact on actual fees depends how St. Michael’s school decides to reflect the VAT increase, but it prompts fears of an influx of pupils moving to state schools because of rising fees.

Priorities
· The financial impact on St. Michael’s school is significant. HM revenue say schools will be liable for VAT amounting to around 15% of fees. (HM Revenue & Customs, 2023). The Headmaster has reassured parents that the increase will be incorporated gradually, and the school will take the brunt of some of the costs themselves, which may deter parents moving their children to state schools because of costs. 
· Introducing this change mid-academic year has unsettled staff, worried about job security if fee increases push pupils away. Senior leadership are reassuring staff through meetings and briefings, explaining plans to use reserves to cushion fee hikes and phase fee increases gradually to parents.

Interest rates
The bank of England rate is set at 5%, compared to 1% in May 2022 (Bank of England, n.d.), risen by 4% over the last 2.5 years. This increased mortgage and loan payments for families, reducing their disposable income, making private school tuition less affordable. Families may decide to withdraw their children or sacrifice private school education altogether, impacting enrolment and revenue. According to data from the Independent Schools Council, private school fees rose by 8% in 2023, a notable increase from the 3% rise seen in 2022. This significant fee increase is thought to be a key factor in the 2.7% decline in new student enrolments at independent schools this academic year. (Savills, 2023).

Priorities
· St. Michael’s school cannot lose pupils at admissions due to rising interest rates. One strategy would be to market and recruit a higher percentage of international pupils, as the weaker pound makes fees more affordable. Currently St. Michael’s has 80% day and 30% international pupils, so by increasing space to accommodate more international pupils, would resolve any dip in admissions, as the international market is lucrative.
· With the interest rates increasing (Bank of England, n.d.) fees need to be paid on time each term, so income can generate interest immediately, so no late fee-paying parents.

Inflation
CPI inflation increased by 10.4% in February 2023 (CIPD, 2023). Operational costs at St. Michael’s have increased, impacting parents’ finances and potentially influencing enrolment trends. Inflation will also affect the demand for salary increases, although salaries are now starting to increase at a rate faster than inflation for the first time in four years. (HR News, 2024).

Priorities
· Cost saving measures to limit non-essential spending. Food costs are high at St. Michael’s school, but food is also the top of the pupil appeal (St. Michael’s school pupil survey, 2024), so cost saving measures across extra curriculum activities or projects would retain some of the costs.
· Money worries have affected employee’s ability to do their job. (CIPD, 2023), and St. Michael’s need to retain good, qualified teachers to keep up with the ethos of the school. Whilst state sectors gave a 5.5% uplift in 2024 (NASUWT, n.d.) St. Michael’s school are implementing a lower rise, plus the promise of more time off for training and a better increase the following year. 

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.

Technology is reshaping organisations. The People Profession 2030 report highlights digital and technological advancements as one of five significant trends poised to shape the future of work. (CIPD, 2021). Evolving HR systems allows professionals to automate routine tasks that require limited human input, freeing up their time to focus on more strategic, value-driven responsibilities and to stress the more 'human' aspects of their role. (CIPD, 2020).

Incorporating AI into St. Michael’s School would help teachers by the following: outlining ideas for lesson plans; tailoring learning materials for students with alternative needs, attendance tracking and enhancing student feedback. Teachers complete a staff survey each year and one of the most raised concerns is workload on top of their teaching day. AI would reduce unnecessary teacher workload enabling more direct student interaction. This would be beneficial by reducing teacher burnout and enhancing job satisfaction. Although AI isn’t as advanced yet for marking scripts, St. Michael’s SLT have expressed concerns that biased algorithms used for marking or moderating assessments could lead to unfair results. (St. Michael’s confidential minutes, 2024).

Incorporating AI into recruitment processes at St. Michael’s school would enhance how the organisation screens and hires talent by automating lengthy tasks. AI into recruitment processes streamlines and automates existing workflows, enhancing efficiency and consistency. (UK Government, 2023).

Technologies pose risks, including reinforcing existing biases, digital exclusion, and discriminatory job targeting. St. Michael’s school carries out fair recruitment processes and makes reasonable adjustments for any applicants with disabilities, which is a legal requirement. (UK Government, n.d.). AI systems could bring risks of disadvantage. 5% of St. Michael’s schools’ staff are from non-UK backgrounds, so it’s important that the system treats all data containing protected characteristics (e.g. race, ethnicity, religion, etc.) fair. 

AI can enhance recruitment by streamlining processes and saving time, but ethical concerns and bias outcomes need to be addressed to ensure the validity of good hiring practices.

It’s anticipated that 10-30% of jobs could be automated, with AI having the capability to boost production and create new high-value jobs within the UK economy. (UK Government, 2023). According to an article by ILO, employees fear unemployment, and the prospect of not seeking re-employment in the future, whilst other see AI as a way to free workers from repetitive tasks, paving the way for significant productivity gains and a brighter, more prosperous future. (International Labour Organisation, 2024). 

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

Human relationships and interactions form the foundation of every organisation. Therefore, nurturing and managing culture is essential to the role of the profession, which must be approached with intention and care. (CIPD, n.d).

Handy’s model categorises four distinct types of culture that organisations follow.

Power
The power is in the hands of one person or a small group. The organisation operates like a web with a dominant person at the core and decisions circulate outwards. (Waite et al, 2021). Handy uses this comparison to point out that control stems from the centre.


Task 
This is focused on teamwork and the completion of specific projects or task. (Waite et al, 2021).   Employees must do whatever it takes to complete a task, collaborate and share ideas, which may occur in organisations such as design and advertising agencies. 



Role
Employees are required to adhere to their job descriptions and abide with rules and procedures. (Waite et al, 2021).  For example, a Marketing Manager is a job within the role culture whose responsibilities are easily outlined, they know their specific duties and power comes with accountability.

Person
Employees focus more on their own goals and interests than on those of the organisation. (Waite et al, 2021). These individuals have big egos. An example being a barristers’ chambers, where individuals view the organisation as a way to achieve their personal goals rather than as something earnest of their devotion. (HR courses online, 2024).

Some of the above cultures may not work well together, as organisations have different values. If role cultures focus heavily on rules and the priority is an outcome and the task, potential conflicts may arise. For an organisation to succeed we need the cultures to be compatible. (Business academic online, 2021). Aligning and understanding organisational culture fosters a productive and low-stress work setting. (HR Courses Online, 2024).

The SCARF model proposes a brain-based model of motivation, suggesting that we are driven to achieve five essential needs: status, certainty, autonomy, relatedness and fairness. These areas activate the same threat and reward mechanisms in the brain that are essential for physical survival. (HR Courses Online, 2024). For example, if an employee is excluded from a group email, that employee may identify this as a threat, which will affect how they think and affect their productivity. Contrastingly, if an employee is rewarded for good work, they feel happy and their self-confidence and drive soars, a feeling they wish to repeat. (MindTools, n.d.).

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

The recruitment and selection processes within an organisation play a key role in shaping the type of employees that are recruited. A company that highlights certain skills and attributes in a job specification will likely attract individuals with those qualities, which can influence the work culture and overall performance of the organisation. (Test Partnership, n.d.).

A recruitment company says, “employees who resonate with their company's culture are more likely to be engaged and motivated in their roles”. (Reed & Willow, 2024). This demonstrates that employees feel a strong association to the values and overall environment of their organisation, feeling more devoted to their work and a sense of belonging.

St. Michael’s school prides itself as being a “home from home family school”, centred around mutual respect for one another with family style values integrated into every aspect of the school. (St. Michael’s school, n.d.). St. Michael’s has low staff turnover rates, indicating a positive work environment where employees are satisfied with their roles indicating that the current staff employed at the school are a good fit for the organisation.

St. Michael’s ensures recruitment aligns with its culture and values by including interview questions on respect, trust, and communication. This alignment promotes increased employee involvement and commitment to the benefit of the whole organisation. (Test Partnership, n.d.). St. Michael’s school attracts and retains the right professionals who continue to drive the organisation forward year after year.

St. Michaels’ has a positive organisational culture which is advantageous to recruiting top talent. Even though salaries at St. Michael’s are somewhat lower than state school salaries, candidates identify that a positive organisational cultural is valued more than salary. (St. Michael’s interview notes, n.d.) Effective selection processes ensure that employees not only hold the required skills but also align with the organisation’s values and culture. According to Robert Walters Group 81% of employers think candidates are less likely to leave an organisation if they suitably align with its culture, and 85% believe such candidates are likely to perform better in their roles. (Robert Walters Group, n.d.). 

Employees who are friendly, encouraging and approachable with their colleagues are likely to enhance motivation, and address conflicts in a constructive manner, (Fleximize, n.d.) which is the culture of employing the best candidates at St. Michael’s school.

Explain how Kotter’s approach to managing change could be used to successfully implement this change. 

Effective organisational change requires purposeful planning, which can be effectively achieved by following the John Kotter approach. Kotters model gives a clear and systematic style to an adaption strategy. (Leadership thoughts, n.d.).

[image: Kotter's 8 Step Change Model]
Diagram 1-Kotters 8 step model. (Lucidity, n.d.).

Urgency
Leaders need to communicate the reasons for a move to hybrid working and spark motivation within the team. Get leaders and stakeholders to discuss the opportunities such an improved work-life balance; enhanced focus with minimal distractions; reduced commuting time and expenses with increased motivation and engagement. (CIPD, 2024). Discuss the threats of not moving to hybrid working, such as continued isolation and lack of engagement.

Guiding coalition
Connecting a mix of people who support hybrid working (leaders and stakeholders) is essential to further discussions held with employees in order to ‘win them over’ with the idea. This coalition would encourage the change, discuss the concerns such as commute times and the flexibility that home working provided them. (Leadership thoughts, n.d.).

Vision and communicate
The vision of moving to hybrid working allows employees to visit the office when needed, providing a chance to recharge, reconnect with colleagues, and collaborate more effectively on key projects and deadlines, supporting a strong organisation culture. (CXApp, n.d.). Provide amenities such a gym, yoga room and catering facilities to promoting health and wellbeing, which supports stress reduction and fosters a positive work environment. (CIPD, 2024). Communicate the vision repeatedly to staff and be open and honest with the vision. Seek feedback and encourage questions.

Obstacles
Overcoming resistance is more difficult when team members lack motivation or commitment. Introduce rewards and offer flexible hours for better work-life balance.

Short term wins
Issue small projects to employees to complete in a short time frame and praise and highlight their success on completion. Boosting morale impacts positively on the change and encourages further engagement. (Majka M, 2024).

Consolidate
Set new project goals and always evaluate areas for improvement to maintain progress within the organisation, preventing complacency within the team. (Accipio (n.d.).

Create
Keep managers on board with hybrid working by continuing to focus on the benefits. Highlight the connections between hybrid working (improved work life balance that improves productivity) to the organisation’s success. CIPD say that “measures of engagement go together with higher performance”. (CIPD, 2024).
Using the Kubler-Ross change curve, discuss how change is experienced.
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Diagram 2-Kubler-Ross change curve. (Indeed, 2024)
The change curve is used to understand how people experience organisational change. Diagram 2 shows the emotions people feel when going through a change in an organisation. When unexpected change occurs, people tend to move through a certain set of emotional and psychological responses, a theory by Waite et al. (2021, pp. 39-40).  

The five stages of Kublers-Ross’ model are denial, anger, bargaining, depression and acceptance. Waite et al. (2021, pp. 39-40). When implementing a new change, senior leaders need to be emotionally aware of how a change may affect people, a poorly implemented change leads to resistance from employees. Taylor and Woodhams (2022, p. 69). For effective change, employees need to be involved with the planning, receive appropriate training and be rewarded for incorporating the change.
People can experience unpleasant affects as a result of change, for example at St. Michel’s school a finance role was centralised, making an employee redundant. Their initial reaction was shock and denial, which resisted them believing their role needed replacing. The anger sets in and the employee questions ‘why me’, which risked them losing focus, which can lead to substantial failures in implementation. (Whatfix (n.d.) Employees may then try and bargain in order to keep their role. The finance employee at St. Michael’s asked to work less hours and combine it with a cleaning role in order to keep their job at the organisation. 
The deepest dip in the curve comes when the depression starts after the anger. The morale and energy levels dip and anxiety can intensify. The employee will feel sad and will need support from the organisation as they steer them through this difficult time. (Whatfix (n.d.).
The final stage as the curve goes back up, is the acceptance of what is actually going to happen. The employee at St. Michael’s school took some time to accept the change after going through various stages of different emotions, but at the end of the cycle, they felt they could finally look at other job opportunities outside the organisation and began to show elements of excitement at the prospect of something new. Line managers can learn from the process of the change curb and appraise their decisions and methods the next time the organisation encounters the same challenge of change. (Indeed, 2024).
Assess the importance of wellbeing at work and assess how good work could impact wellbeing.
CIPD say that “promoting wellbeing can help prevent stress and create positive working environments where individuals and organisations can thrive”. (CIPD, 2024). Employers are responsible for ensuring the welfare of employees, by promoting a socially responsible approach to employee care and establishing a supportive work environment. (Armstrong and Taylor, 2020, p.568).
When employees have a strong mental wellbeing, they tend to be more focused, driven, and efficient in their roles, which boosts their productivity and leads to stronger outcomes for the organisation. (Change mental health, n.d.).
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Diagram 3, (CIPD survey, 2023).
The CIPD Health and Wellbeing at Work survey (Diagram 3) shows that health and wellbeing initiatives promote a healthier inclusive culture, boosting morale and engagement.
Relationships with managers and colleagues can affect wellbeing at work. Line managers need to ensure employees feel valued and are able to approach them to discuss any concerns. Bullying from colleagues’ gives negative feelings and creates stress, therefore current bullying and harassment policies need to be in place. (Armstrong and Taylor, 2020). As well as internal factors affecting employee wellbeing, there are also external factors that organisations need to consider which include health concerns, financial worries and childcare arrangements. 
In order to assist wellbeing, employers could offer flexible working arrangements to meet the different needs of employees, which could be remote working for a few days whilst a family member is ill. Another example to promote wellbeing is encourage professional development, allowing employees to enhance their skills, giving them a sense of purpose and progression in their careers, all of which contribute positively to their overall wellbeing. By manages regularly reminding employees that they recognise their work and show appreciation, succeeds in boosting morale. (Change mental health, n.d.).
Investing in employee wellbeing and encouraging good work can boost staff retention and deliver return on investment. (Change mental health, n.d.) Organisations are more likely to see improvements with overall job satisfaction and employees will remain loyal to the organisation.


Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle.
Attraction
Recruitment

Selection
Onboarding
Development
Retention
Separation


Diagram 4, Lifecycle model (Taylor and Woodhams, 2022, p. 90).


The employee lifecycle covers all stages from recruitment to departure within an organisation. In smaller organisations, one HR professional oversees the entire process, and in larger organisations, dedicated leaders are assigned to each stage of the cycle. (Taylor and Woodhams, 2022). The key stages are:

Attraction
Makes the organisation and the brand stand out to employees. If HR handle this effectively, the pool of talented candidates will increase, however, if the process is poorly managed, there will be no top talent applying for roles within the organisation, regardless of other positive aspects. (Taylor and Woodhams, 2022).

Recruitment and selection
HR professionals may support various stages or the entire employee lifecycle. A hiring manager typically submits a request to fill a role, specifying the job description, salary and the reason for this role, e.g. someone has resigned and the position needing to be filled. The budget holder then approves. HR control all vacancies in order to fill them promptly. (Waite, K et al, 2021). In a small organisation, the recruitment is usually done by one person within the HR team working with a department line manager.
HR professionals must identify which people best match the criteria from either an application form or CV from a pool of candidates. (Taylor and Woodhams, 2022). Some recruitment processes in larger organisations have transferred to fully digitalised, incorporating skills testing which is faster and a better measure of candidate’s skills set to perform a specific job. (Waite, K et al, 2021). The application and selection process should be short and effective. Some organisations have incorporated AI into their processes, which rapidly filter applications to highlight the ones most suited to the criteria of the role. (Korn Ferry, 2023).



Onboarding
This includes the offer letter, contract of employment and a welcome pack with information about the organisation. (Waite, K et al, 2021).
The onboarding stage helps employees familiarise themselves with the organisation. HR professionals play a key role in ensuring a positive experience and welcoming the new hire.
Development
This helps employees enhance their skills and align with their ambition. “Good learning and development opportunities are seen as attracting and retaining talent”. (Wait, K et al, 2021, p208). As employees become more capable, productivity improves, leading to higher quality work, less errors, and increased motivation which contributes to profit. (Wait, K et al, 2021, p100).
Technology is transforming the way most jobs are performed. World economic forum say that between 2022 and 2027 there will be a 9% increase in tasks completed by machines as opposed to humans. (WEF, 2023). VR enables employees to practice skills in a controlled environment, like in the NHS, where it trains staff on equipment and procedures, reducing costly and risky real-life training. Research shows that by including interactive to learning increases engagement and effectiveness. (CIPD, 2023).

Retention
Line mangers must retain their workforce by keeping employees engaged, motivated and offering competitive salaries and benefits.
An internal factor that can impact employee retention is a relationship with a line manager. Poor relationships lead to disengagement.  An external factor example could be a health reason, where an employee has to leave because they are no longer able to carry out their role due to their health. (Waite, K et al, 2021).
Separation
This is when the employment contract ends due to resignation, retirement, redundancy or dismissal.
HR are responsible for providing final pay details, returning company property, and ensuring all exit documentation is completed. This includes an exit interview (providing the employee left voluntarily) to help OD professionals identify reasoning for leavers so they can improve their processes. (Forbes Coaches Council, 2022). For employee retirement for example, it’s good practice for HR to discuss the employee’s intentions, as they may recommend a friend for a suitable role or return themselves on part-time bases to cover periods of sickness. 
Exit interviews give employees an opportunity to share concerns, challenges or positives from their time in the organisation. An alternative approach to collecting data could involve a confidential survey which may help uncover potential retention issues. (CIPD, 2024).
Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. 

An organisational strategy is shaped by the way people are controlled, motivated, utilised and used for their skills. CIPD say “it’s increasingly common to find business strategies that are inextricably linked with, and incorporated into, strategic HRM, defining the management of all resources within the organisation”. (CIPD, 2024).

Proprietors should focus on increasing the impact of HR practices on diversity and inclusion, well-being, and performance. (Marchington et al, 2021).

A vertical integration is the connection between HRM and broader business strategies, including external pressures such as political, economic, social and legal factors. Vertical alignment ensures that everyone is working towards the same goals. A vertical alignment presents transparency and a sense of purpose for employees at all levels, promoting a feeling of ‘meaning and a sense of purpose. (Cascade, no date).

Horizontal refers to the fit between different HR policies and practices ensuring they are mutually supportive and work together effectively to achieve organisational goals. (CIPD, 2024). HR processes such as resource management, align and complement each other. An overarching objective could be to maximise the customer experience throughout the organisation, by ensuring that employees have the necessary knowledge and skills to provide outstanding service. HR could implement employee training plans across the organisation and recruit top talent, focusing on customer skills.

Different organisations follow different models of HR practices, even in the same market. There is not one-size-fits-all solution in HRM practices. Marchington et al accept that both vertical and horizontal integration need to be strengthened in order to expand HR support as well as minimising conflicting messages that could undermine strategic objectives (Marchington et al, 2021). Both horizontal and vertical integration are essential to enhance HR’s impact within an organisation.

For example, a company with an innovation driven business strategy might align its HR approach to concentrate on developing skills, encourage creative thinking, and aid the sharing of information among employees. This could include training programmes, career development paths, and prospects for career development. Practicus (n.d.).

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.

Offering flexible work options can help promote a positive company culture, which is essential for driving business success. (RSM UK, 2021). The four-day work week enables employees to work fewer days without a reduction in pay, which can lead to increased productivity and enhanced job satisfaction. (Asana, 2023).
Firstly, people practice would need to decide if a four-day week is practical for the organisation. Does it align with the business model and operational needs. For example, would productivity reduce if employees are working less hours. HR would need to work with stakeholders to form a decision about the move to a four-day week based on outcomes rather than hours logged. (Deel, 2023).
Arrange consultations with employees to gauge interest, in the form of meetings, interviews, issue surveys and discuss any concerns employees may have. Highlight the benefits of a better work life balance. (Deel, 2023).
HR must ensure compliance with laws to confirm that the proposed work schedule meets legal requirements as well as consider cost factors. Would costs be reduced, but productivity increase. Internal policies would also need to be modified.
By analysing the data collected will help assess the feasibility of a four-day work before implementing the plan. The organisation could trial the new schedule with a small group of employees for one month, gathering feedback and addressing concerns with stakeholders before a full rollout.
Communicated feedback to stakeholders during the trail may increase productivity, employee days off lower and electricity cost reduce. All of which positively impact the organisation. (Deel, 2023). 
After the initial rollout, HR evaluate the success of the four-day week with stakeholders, as they have an invested interest and could try to deter the change if left out of the loop. Recommend any improvements so the scheme can be sustained. (Project Management, 2023).
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Figure 15: What has your organisation's employee health and wellbeing activity achieved?
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