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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. (AC 1.1)
Organisational structure is defined as “the pattern of relationships of the workforce and their relative positions in the organisation” (Campbell and Craig, 2005). It outlines how employees are organised and how their roles support organisational goals. The choice of structure depends on factors such as size, planned locations, maturity, and ownership (Taylor and Woodhams, 2022), meaning there is no one-size-fits-all model. Ultimately, the structure must align with and support the organisation’s function.
Divisional structure is defined as a ‘system in which the business is divided into segments by product, market or geographies’ (Ellis, 2023). This type of organisational structure is fragmented. There may be an overall organisational goal, but the employees are in separate divisions which are independently operational. Global organisations such as Apple utilise this type of structure.
It allows for focused teams dedicated to specific areas, reducing distractions and enhancing productivity. Additionally, such organisations typically have specialised teams (e.g. IT, finance, HR), easing managerial pressure and enabling employees to concentrate on core tasks. This setup benefits employee wellbeing and management effectiveness, improving overall work quality.
However, there are drawbacks in the creation of siloed teams. One issue is that all the talent and knowledge is contained in isolation within each division. As an organisation needs to have the ability to quickly adapt to new situations, the sections of knowledge that are not shared by employees across divisions cannot be utilised.  
The matrix structure, as defined by Taylor and Woodhams (2022), involves “two (or more) organisational structures overlap, and employees report to two (or more) managers.” This is often used for project-based work. A major advantage is that overlapping teams promote knowledge sharing, resource optimisation, and stronger decision-making through enhanced communication. Teams can draw on skills from different departments, often resulting in more comprehensive outcomes.
However, this structure can cause confusion and conflict when teams overlap, with competing ideas and responsibilities. Goals and responsibilities set by different line managers may become unclear, leading to misdirected efforts and poor project outcomes.
In conclusion, no single structure is universally effective, and each comes with its own set of challenges. While combining multiple structures within an organisation can offer a range of benefits, it may also lead to confusion and complexity. Ultimately, the effectiveness of any organisational structure depends on how well it is managed to address potential drawbacks.

1. 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)


Chandler (1962) defined organisational strategy as “the determination of the long-term goals and objectives of an enterprise.” Lynch (2003) identified three core areas to developing an organisational strategy: strategic analysis, development, and implementation. 
To develop an effective strategy, an organisation must identify its primary objective and analyse it within the wider economic environment, internal resources, customer needs, and the competitive market (Taylor and Woodhams, 2022). Data from this analysis highlights areas for improvement.
The Vale of Glamorgan Council (VOG) is a local authority that publishes a corporate plan every five years, aiming to deliver high-quality services to local residents. Publicly funded and subject to public scrutiny, VOG must ensure services respond to residents' changing needs. The corporate plan sets goals for departments to guide projects that support these wider objectives.
In the VOG 2025–2030 strategy, a 17% increase in residents aged 65+ since 2014 has raised pressure on social care. A local survey revealed that 73.1% of respondents were concerned about services for older people (valeofglamorgan.gov.uk, 2025). This highlights a growing need for social workers.
Strategic development is how an organisation looks to achieve the improvements identified using an appropriate model and tools. One simple model is a SWOT analysis (strengths, weaknesses, opportunities, and threats).  VOG used a SWOT analysis to guide strategic planning. Strengths include enhanced support for vulnerable populations and improved service capacity. Weaknesses include higher costs for salaries, training, and onboarding. Opportunities lie in potential funding increases and innovations from new hires. However, threats include a national shortage of qualified professionals and unstable funding.
Strategy implementation involves aligning departments, allocating resources, and communicating the plan across the organisation. VOG has allocated 32% of its budget to social care, using it to increase recruitment, particularly through overseas sponsorship, and to implement new software to support staff with rising workloads.
Finally, the implementation process includes measuring success. VOG conducts annual reviews each spring to reassess goals, respond to changing budget constraints, and refocus priorities. Their performance management system helps identify gaps and drive improvement, ensuring the strategy continues to meet the needs of the local population.

1. 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)

Interest rates have risen significantly in recent years. The Bank of England (2025) acknowledged the increase since late 2021 as a measure to reduce inflation.
High interest rates increase financial pressure on local government authorities. For the Vale of Glamorgan Council (VOG), borrowing costs have reduced the capital available for investment in public services and infrastructure. As a result, departments face greater pressure to deliver the same outcomes with fewer resources. With a reduced budget, the council must still meet growing demands from an increasing population, forcing tougher decisions around service prioritisation and staffing levels. Despite a recent fall in interest rates this year, the change has not yet been in effect long enough to ease financial pressures or significantly impact VOG’s corporate plan.
To manage financial constraints, VOG produces a corporate plan every five years to align funding with the most urgent local needs. VOG reports funding has not been increasing year on year in line with inflation.  In the latest 2025–2030 plan, the council used public surveys to identify priority areas. Education and social care were identified as the highest priorities, with 45% and 32% of the budget allocated to these sectors, respectively.
Although inflation has begun to decline, there are continued effects of the COVID-19 pandemic’s sharp inflationary spike (BBC, 2025). Inflation has meant the cost of goods and living has increased, which has exacerbated local residents’ economic hardship. Additionally, higher interest rates can lead to increased council tax to help bridge funding gaps, placing further strain on residents.
In response, VOG has implemented support schemes. The 2025-2030 corporate plan states ‘services providing support to the most vulnerable will be prioritised and continue to operate as effectively as possible’. They reported more than 35,000 residents received £150 Cost of Living Support payments, £825,000 was paid through the local discretionary scheme and over 500 households supported through alternative fuel payments.
Another external factor which affects local councils is the housing crisis. UK house prices and mortgage interest rates have risen, making home ownership and private renting less affordable. As a result, there is an increasing pressure on social housing. The VOG (2025) reported the area had the second highest average house price in Wales and the third highest average rent in Wales. The council has built 253 new social homes and 90 temporary accommodation units for emergency housing. Currently, VOG offers 3,972 social rent homes, with plans for more.

1. 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)

Artificial intelligence is defined as ‘computer systems that can perform complex tasks normally done by human-reasoning’ (NASA, 2024). The use of AI has rapidly increased in work organisations. Forbes (2025) reported that one in six UK organisations regularly use at least one AI technology. Forbes also revealed 79% of people had used generative AI such as ChatGPT and Microsoft Copilot, in the workplace. However, the study also revealed that 59% of people were concerned about AI use. Organisations can utilise AI, but must be mindful of the risks.
My organisation is a Local Authority Council. We have been trialling the use of AI to generate job adverts for different social media platforms. Multiple adverts need to be created to enable consistent posting and maintain audience engagement. The adverts must also use different language styles tailored to each social media platform. For example, the tone used in Facebook posts differs from that on LinkedIn. These variations are generated using AI platforms. Here, the use of AI can reduce workload because AI produces work faster than a human can. In this example, the recruitment team use it as it has limited staff. Reductions to public sector funding have meant areas who were not considered ‘front-line’ were cut, including HR functions. The public sector is underequipped to deal with recruitment (Taylor and Woodhams, 2022). This means the workload demand is greater than resources, so AI is a helpful tool to reduce the demand on employees.
On the other hand, AI can also create an increased workload.  AI must be regulated, as it can replicate human work, but the work is not created by a human. In contexts where content is publicly displayed—such as job adverts—it’s essential that outputs are reviewed to ensure accuracy and appropriateness. This review process can increase the workload for employees, who must check and often revise AI-generated material. If left unchecked, errors can harm an organisation’s reputation. This raises the question of AI’s true efficiency, given the time employees must spend reviewing its work. 
In conclusion, AI remains in the early stages of development and has not been fully tested to understand its potential. While it is used in many organisations, its current impact is limited. Further trials are needed to explore its effective use. As AI evolves, early integration may help organisations adapt more easily and avoid unfamiliarity in the future. 

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

Organisation culture refers to “a set of norms, values, beliefs, and attitudes that guide the actions of all organisation members and have a significant impact on employee behaviour” (Schein, 1992, in Bogale and Debela, 2024). Charles Handy (1976) devised a theory to categorise and understand the behaviours in the four types of culture that are seen in an organisation. 
Handy’s first type of culture is power culture. He suggests the values and behaviours are set by a centralised few, which is then distributed to the wider organisation. This type of culture suggests that others in the organisation have no choice but to follow the culture rules set. 
Role culture is defined by employees’ roles and responsibilities, with rules shaping their behaviour and values. It assumes employees conform to their position within the organisational structure.
Task culture is driven by specific projects or tasks. Here, culture forms within teams, often resulting in siloed behaviours that differ across departments.
Person culture tends to be prevalent in areas where individuals perform based on their knowledge and experience, for example legal firms or medical practices. The culture tends to reflect individual’s ideas, rather than reflecting an organisation’s values.
David Rock’s SCARF theory (2008) explains workplace behaviour by focusing on five elements of motivation that trigger reward or threat responses. Reward responses boost motivation and creativity, while threat responses lead to disengagement. Managers can use this model to better anticipate employee behaviour.
Rock’s first motivation is status, which is how we assume our relative importance to others. A person may perceive threat of status when receiving feedback about their work, which may be viewed as criticism. A person’s sense of status may be increased by praise or recognition of their work.
His second motivator, certainty, is the ability to predict the future. Routine and familiarity boost the reward response, while unpredictability, like sudden meetings or decisions, can trigger a threat response.
Thirdly, autonomy provides a sense of control, boosting the reward response. In contrast, close management and unexpected changes can feel threatening. Allowing employees to use their judgment increases certainty and engagement. 
Fourthly, there is the motivation of relatedness, which is defined as a sense of social safety. People do not want to feel alienated from their peers. This might occur in the globalisation of organisations. Work is now carried out largely online, which increases isolation and feels more impersonal. Increasing human connections and building a rapport in teams, will increase the reward response.
Fairness, the final motivator, is based on perceived fair treatment. Inconsistencies, like unequal enforcement of rules, can seem unfair. Transparency and consistent treatment boost motivation and engagement.

1. 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)

The employee selection process is a two-way process, whereby organisations screen potential employees and assess how they would integrate into the organisational culture, and also candidates assess the company and evaluate organisational fit.
The selection process is extensive. Applications are assessed, then additional interviews evaluate potential candidates further. Hiring managers ensure they have the required skills and knowledge to succeed in the role, but also ensure their values align with the organisation’s.
It is important to ensure a good cultural fit before hiring a candidate. An organisation should aim to ensure a person’s values are aligned with its way of working, because the employee will carry out their work based on their own values. Hoffman and Woehr (2006) highlighted that person-organisation fit is related to a variety of behavioural outcomes, including turnover and task performance.
Hiring the best fit can be achieved by reviewing the application alongside an assessment criteria, which would disqualify candidates who do not demonstrate these values. The Vale of Glamorgan Council promotes the idea that the work must always have citizens in mind. It must be transparent when a service is being delivered and how the work impacts their lives. Ensuring that a candidate is invested in the best for the local community helps them to uphold these values when carrying out their work, therefore a successful candidate’s application must reflect these values.  
Furthermore, ineffective selection processes that do not aim for organisational and employee value alignment can mean the continuation of bad practices. If certain teams are not reflecting the core values of the organisation, it is likely they will not prioritise the appropriate values in a person when hiring. The Society of Human Resource Management (2024) identified that bad workplace culture leads to lower employee productivity and greater turnover. VOG managers are thus required to review and attend training which will reemphasise the values which are forefront to the Council. They are then expected to integrate these into team practices. Strengthening the existing organisational values into the culture of the team means the values they are looking for in the selection process will likely align.
Ensuring candidates are compliant with existing organisational culture at the selection stage can be damaging to the organisation. It can lead to a lack of diversity. Candidates are compared to existing employees and their culture; therefore, this will likely mirror the existing demographic. Tholen (2023) found hiring based on organisational fit “opens up biases against particular genders, ethnicities, older workers and those with different personalities or work backgrounds”.
To combat this, VOG managers are required to attend recruitment training, which includes unconscious bias training, blind CV and shortlisting training, and training for reasonable adjustments in interview, so the talent pool demonstrates a range of applicants who have relevant experience and skills.

1. 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)

John Kotter (1996) developed an eight-step model to guide managers to plan and execute change. Organisations need to be able to implement change to develop with environmental changes, but employees can present resistance to change.
The first step in establishing change is creating a sense of urgency by clearly communicating the need for change to employees. This can be illustrated by data. In Kotter’s 2012 review of the model, he suggests a need to “remove sources of complacency or minimise the impact”. One method is sharing market data, such as examples of competitors improving performance by reintroducing office days. Showing links between office attendance and gains in revenue or customer satisfaction can motivate employees to support change.
Secondly, a guiding coalition needs to be established. This refers to gathering influential members of an organisation, who can communicate it positively to other employees. Kotter explains an organisation can identify the best members for this coalition by considering position power, expertise, credibility and leadership. This will be individual to each organisation. 
Thirdly, a clear strategic vision is essential to guide the change, such as setting specific office days. For example, there may be different members of a team in on different days or two dedicated office days for the whole organisation. A focused goal, like improving financial outcomes, helps measure success. Without a strong vision, the change may lose direction and fail.
The fourth step involves introducing the change by clearly communicating the vision. Leaders should lead by example, for example actively being in the office on the days they have outlined. Leadership should encourage participation and unify employees to ensure active contribution and lasting impact.
Additionally, management must identify and tackle obstacles which may impact the ability to facilitate the change. For example, one advantage of home working is no transport is needed to get to work. Organisations may collect data on employees’ commuting methods to improve the accessibility of transport options.
Management can also provide motivation by communicating small successes as the change is implemented, reinforcing the notion that progress is being made. For example, collecting data on improvements since introducing two-day office working and promoting these results can highlight its benefits. 
Lastly, the change needs to be absorbed as the norm in organisational culture. Initial success must be scaled and supported over time. To maintain momentum, organisations need ongoing motivation and new ideas. The change needs to be cemented in organisational processes, behaviours and mindsets, so it continues. The example organisation will have hybrid working as a norm.
1. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
Dr Elisabeth Kübler-Ross originally developed a five-stage model of grief in 1969, to understand how people cope with bereavement. This has since progressed into a more advanced model called the change curve. This has since been applied to other contexts of life change and can be applied to the acceptance of organisational change. Malik (2025) praises how the model provides guidance in predicting negative reactions to change and how it helps overcome barriers for the adoption of change.
Whilst versions of the model can differ slightly, the stages, outlined by The Elisabeth Kübler-Ross Foundation are: shock, denial, frustration, depression, experiment, decision, and integration. The stages are not necessarily experienced in a linear fashion and people will move through the stages over different timeframes.
The first stages understand the negative emotions experienced. People refuse to accept that a change will occur, leading to emotions of shock and denial. Organisations may propose a change, but employees might think it is just an idea and dismiss it or refuse to engage with the change. This is a mechanism used to by individuals to protect themselves from the change. Erwin and Garman (2010) suggest resistance, regardless of the form, is one of the main reason change fails.
This continues into frustration and depression. People might come to terms with the fact a change is inevitable. Employees may look for someone to blame for the change. There could be feelings of hopelessness and lack of self-worth.
The stages in the negative decline of the model mean employees demonstrate a lack of engagement of work and may try to rebel against the change. This means managers will have to demonstrate clear communication and support to encourage people to move into the stages of the positive incline of the model.
It is not possible to ignore the change forever; the change is inevitable. Individuals will begin to demonstrate the emotions and behaviours associated with the positive curve. 
People begin to experiment with new ways of dealing with the change. They would make decisions which will help adapt to the change as it begins to take effect. Managers can help within organisations as they can offer support and training to navigate the change. Golembiewski (2000) highlights that a well-managed change can expect a higher success rate. Ultimately, productivity and engagement will begin to improve in the workplace.
The final stage is integration of the change. The initial change will eventually become the new norm. People will once again feel they are in control of the situation and be comfortable with the change. Organisations can use the experience of previous changes to help integrate new changes into the workplace. An example of a change which impacted all organisations was the effects of the COVID pandemic.
1. 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)

The World Health Organisation defines wellbeing as ‘an individual’s experience of their life: and a comparison of life circumstances with social norms and values’. It can be assessed both objectively (e.g. access to food, education, safety) and subjectively, based on personal life satisfaction. Wellbeing is typically considered in terms of both physical and mental health.
Poor wellbeing in employees can have a detrimental effect on both employees and organisational performance. The CIPD (2023) highlights that despite not feeling well, 53% of employees continued working over the past three months. This phenomenon, often referred to as presenteeism, leads to unhealthy working practices, such as reduced performance, loss of motivation, and withdrawal from tasks. Beyond work, poor wellbeing can cause physical symptoms like headaches, tiredness, and irritability, and in extreme cases, increased alcohol consumption, impacting individuals’ lives outside of the workplace.
Alternatively, employees who are unable to attend work due to poor wellbeing is known as absenteeism. The CIPD (2023) reported sickness absence rates have reached their highest level in over a decade, increasing from an average of 5.8 days per employee in 2019 to 7.8 days in 2023, This significant rise highlights the growing impact of health and wellbeing issues on the workforce. High levels of sickness absence can disrupt productivity, increase operational costs, and place additional strain on remaining staff.
Work itself significantly influences wellbeing. According to the CIPD (2023), over a quarter of employees felt that work negatively affected their mental health, with public sector workers reporting higher levels of exhaustion and pressure. Financial constraints in the public sector may contribute to limited resources, increasing stress and impacting employees’ physical and mental health. Such stress can adversely affect behaviour and performance, creating a challenging cycle for both individuals and organisations.
However, good work environments can mitigate these issues by supporting employee wellbeing. Key factors include supportive management, manageable workloads, and resources to cope with work demands. When organisations prioritise these elements, they foster healthier employees who are more motivated, engaged, and productive.
Recognising the importance of wellbeing, the CIPD advocates for integrating employee wellbeing into organisational strategies to benefit both employees and employers. Their 2023 report found that 53% of organisations had a wellbeing strategy in place, demonstrating employer recognition of its significance. Investing in wellbeing not only reduces absenteeism but also improves employee engagement and retention.
In summary, wellbeing at work is vital for sustaining employee health and organisational success. Poor wellbeing harms individuals and businesses, while good work conditions positively influence wellbeing, enhancing performance and retention.

1. 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)

Employee lifecycle refers to how an organisation engages with employees at key stages throughout their employment. Taylor and Woodhams (2022) describe an employee lifecycle as having seven stages: attraction, recruitment, selection, onboarding, development, retention, and separation.
Attraction involves marketing the organisation to potential employees, often through its brand and employee benefits. 
Recruitment involves identifying available vacancies and determining how to fill them with suitable candidates. Organisations must consider how, where, and to whom they advertise the jobs, to have a suitable talent pool. People practice teams continually explore new methods to expand and target this pool effectively. The increase of social media has meant organisations have had to consider integrating it into their recruitment process. The recruitment team and relevant managers construct a job description and person specification, designed to attract candidates with the desired skills and qualities. From here, they must shortlist suitable candidates, interview them for further assessment, and provide feedback. Maintaining ongoing communication with candidates and hiring managers is essential for success in this stage and helps prevent candidates from withdrawing due to delays.
Selection is where the recruiting manager chooses the most suitable candidate. References, occupational health clearance, and background checks are also conducted before hiring.
Onboarding integrates new hires into the organisation, familiarising them with its values and providing support to reduce turnover.
Employee development is the continuous enhancement of employee skills and knowledge throughout employment. This improves employee career progression and also maintains organisational goals. Many organisations have dedicated learning and development teams that provide training sessions and courses to improve general workplace skills such as communication and IT. Additionally, senior members of the department can offer role specific training. To support organisational growth, succession planning is essential, requiring collaboration between managers and people practice teams to provide employees with the necessary training. This approach enables internal candidates to advance to higher positions within the organisation.
Retention aims to maintain a stable workforce by valuing employees and managing underperformance to allow fresh talent.
Separation is the last step in the employee lifecycle. Employees eventually leave an organisation, whether this be due to voluntary leaving, retirement, dismissal or redundancy. The offboarding process needs to be smooth for both parties as the employee often remains during a notice period. Organisations need to maintain a relationship, as it may allow for the employee’s return in the future.  Exit interviews are valuable for organisations as they provide insights into why an employee is leaving and help inform relevant retention strategies.
1. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2)

Christina, Dainty, Daniels, Tregaskis and Waterson (2017) acknowledge the impact of organisational strategy on HR strategy. One way this can occur is vertical integration. This is ensuring there is an alignment between HR strategy and the organisational strategy. It ensures the individual HR policies and procedures support the overall company goals.
Workforce planning is the process of understanding the demand for people and skills (CIPD, 2024). The people practice need to understand the demand of the organisational goals to ensure they have the correct people and skills in the correct teams. This can be achieved by analysing data of new recruits, leavers and internal moves.
This can be put into practice during the recruitment process, whereby they can tailor the process to attract candidates with the right skills. They can also assist with an increased number of recruits, should this be what the organisation requires.
This can also include deployment to reorganise teams based on the skills needed. People practice may be able to analyse the skills already sat in the organisation and reallocate them to areas they are better suited.
People practice can support managers to understand the skills they require for their teams and how they acquire or best use them.
Performance management is another way in which people practice employs vertical integration. Employees need to understand what is expected of them and how to achieve this. This will support the organisational objectives. People practice can support in discussions between managers and employees for them to understand how to work towards progression in their own work to ultimately support organisational objectives. They can also support managers to have good management practices, which can aid in continued support for employees.
Another way this can occur is horizontal integration, whereby people practice ensures the individual HR policies and procedures align with each other. Continual reviews of HR policies ensure there is clear alignment with the organisation’s goals.
An organisation has clear values and competencies it wants to instil in employees. This is reflected by people practice in the recruitment process. They emphasise the importance of these competencies and ensure candidates fulfil them. For existing employees, the training team within people practice strengthens these competencies with their training. This can then be integrated into their work. It can also strengthen individual skills, which can be utilised to support the organisation. Additionally, any reward systems used by companies emphasises the importance of these skills to encourage employees to utilise them.
1. 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)

Introducing a four-day working week will involve collaboration between managers and employees. Information will need to be gathered to understand any needs, concerns, and how a change will impact employees and the organisation. People function can also use these methods to offer continued support throughout the introduction of the change.
Surveys can reveal initial thoughts around an idea. An employee engagement survey can gather answers from every or most employees in the organisation, therefore uncovering opinions which will give an accurate overall opinion of an idea. Additionally, data can be further analysed to investigate the viewpoint of different demographics, and whether certain groups have different concerns. It can reveal any initial concerns which can be addressed by managers before they implement a change. Additionally, surveys can be used throughout the process of introducing a change, to reveal any ongoing concerns which may only come to light after the change has occurred. For example, the CIPD (2023) conducted a survey enquiring about the introduction of a four-day working week. Whilst 55% supported the changes, only 31% believed it to be a feasible change.
A focus group is a semi-structured discussion. This is suitable when there is a specific topic being discussed, in this case a four-day working week. Focus groups allow individuals to discuss a particular topic, which may organically reveal pros and cons of an organisational change. Additionally, the people function hosting the focus group can probe for further information from participants, to gain a deeper understanding of concerns. This method will improve engagement amongst employees, as they feel their opinions and feelings are being valued.
A pilot study may help understand the impact and how well a change will work. An organisation can implement the change to a small selection of people to trial how the change of a four-day working week would work. The study would need a timeline and a means of measuring success. For example, whether the same standard of work is being produced in a shorter timeframe.
Pilot studies are important when implementing a significant change, such as a four-day working week, as it can uncover potential problems which may not have occurred to the people function team, therefore they can address these problems before they are widespread.
Autonomy (2023) conducted a study using focus groups and a pilot study of a four-day working week within 61 companies. The trial proved to be a success, with 56 companies continuing the shorter week. The feedback from focus groups highlighted that a four-day working week could not be a one-size-fits-all, with individual companies designing a policy which was tailored to their particular industry, work culture and organisational challenges. 
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