Q1. Evaluate the advantages and disadvantages of both a divisional structure and a matrix structure. Within the evaluation, you should include the reasons underpinning each structure. (AC 1.1)  410/380

Robbins (2012) describe organisational structure as how job tasks are formally divided, grouped and co-ordinated. 
Larger organisations such as National Health Services (NHS) in Wales has a divisional structure where the organisation has divisions responsible for healthcare services.  Each division, potentially within a geographic structure focuses on specific areas or units, e.g. primary/secondary care and involves several components responsible for the delivery of healthcare services with team members reporting upwards to a single leader.  It provides clear responsibility, with employees having one clear manager, if the relationship works well, it can provide a very stable working environment for the employee (Taylor & Woodhams, 2022). However, with many organisations looking to reduce costs and divisional structure organisations having the disadvantage of higher operational costs, the last few decades have seen much flatter organisational structures (Waite, et al. 2021).  Divisions may also become too focussed on their own goals with siloed culture and practices leading to inefficiencies (Taylor and Woodhams, 2022). Whilst Miller (2023) argues that it has an advantage to function as a single entity, it is often seen as a highly bureaucratic structure with formalised regulations, slow decision-making that follows strict chain of command (Robbin, 2012).  Reason large organisations are best suited to divisional structure is allowing for clearer accountability and performance tracking as well as covering such a diverse range of areas (Taylor & Woodhams, 2022). 
Matrix structures work best in project-based environments (Stewart & Rogers, 2012) such as engineering.  Taylor & Woodhams (2022) argue that an advantage of a matrix organisation is that ‘multiple skill sets work together, so the organisation operates to a maximum efficiency being very motivating and providing positive environments where employees develop new skills.’.  The matrix structure, however, can lead to role conflict and tensions with employees having more than one ‘boss’ according to Stewart & Rogers (2012) with confusion being another major disadvantage of a matrix structure along with potential stress on individuals (Robbins, 2012).  Stewart & Rogers (2012) argue that this structure can benefit employees locating them within a multi-project environment , with Taylor & Woodhams (2022) supporting this stating it enables them to develop new skills with greater autonomy (Taylor & Woodhams, 2022).  Matrix structures are ideal in organisations working in multiple projects and promotes collaboration and making best use of resources.
Whilst each structure will have its strengths and challenges, it is dependent on the structure most suitable for the organisations needs and goals, and this can change over time. 

Q2. Analyse the extent to which the organisational strategy in your organisation helps to ensure products or services meet customers’ needs. (AC 1.2) 598/380

Taylor & Woodhams (2022) argue that there is no single definition of what an organisational strategy is.  Hywel Dda University Health Board’s (HDdUHB) Strategy ‘A Healthier Mid and West Wales’, with its customers identified as the Mid and West Wales population, shares a vision from treating ill health to that of a culture of keeping people well (Hywel Dda University Health Board, 2024).   A strategy should focus on an organisations goal ensuring that the service meets the customer's needs. In today’s evolving world, a planned strategy can’t plan for every eventuality, which is why organisations should be flexible and dynamic according to Chartered Management Institute (2014) and use emergent strategy, involving little or no planning, for an event such as COVID pandemic (Taylor & Woodhams, 2022). 
Analysis
A comprehensive analysis been conducted evaluating the economic environment, population trends, and to assess its financial standing, resource availability, and overall capabilities and capacity.  Current financial position hugely impacts on the longer-term strategy.   Customers are living longer with the proportion of adults reporting good health in Wales in 2022-2023 being lower than in 2021-22  (Welsh Government, 2023).  The strategy is reviewed to ensure it can be open to change and modified if needed.  A pestle analysis is a good tool for a broad fact-finding activity considering external factors that could influence an organisations strategy such as politics, technology, etc  (Battista, 2024). 
Development
A strategy is typically developed by the executive team using evidence-based practice (Taylor & Woodhams, 2022)  and includes stakeholder engagement.  Data must be relevant, reliable and timely. The organisation when developing the strategy ensures it engages with the population (customers) and people (staff) and this is focussed on the future of health care, site selection of new hospital and paediatric services.  Due to the strategy being a longer term one, SWOT analysis focussed on the business at a moment in time (Taylor & Woodhams, 2022), analysing strengths and weaknesses and one of the disadvantages for the organisation is that to be effective, the process needs to be repeated on a regular basis (CIPD, 2024).   
Implementation
As stated by Taylor & Woodhams (2022), strategy implementation depends very much on what it sets out to achieve and can involve a broad range of activities. Essentially, it’s about communicating strategy, aligning development and implementation. A challenge for an organisation such as HDdUHB, is its size and ensuring all stakeholders are aware of the strategy and the impact on aligning other strategies.  They are using a phased approach with an 8-step process engaging fully with customers and staff as well as establishing interdependencies and holding workshops.  This forms a business plan which guides the work of teams and managers to include operational detail, budgets, sub-goals as well as identifying risks (Taylor & Woodhams, 2023).  It is a formal document, clearly defining key performance indicators with a clear action plan for implementation.
HDdUHB monitors the effectiveness of its strategy through patient feedback/complaints and key performance indicators (KPI’s).  Using vertical and horizontal integration will provide a framework to ensure the strategy is meeting its customers needs. It ensures that each department’s goals align with the overall strategy with clear communication channels from board downwards with clear patient data and standardisation of best practice.  This patient feedback and overall KPI’s are reported to board monthly to monitor the progress of its strategy. 

Q3. Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. (AC 1.3) 554/380

Interest Rates
HDdUHB is a large capital-intensive business given its large operating costs and its need to invest in renovating its aging accommodation.  Economic changes in interest rates affect the cost of borrowing and loan repayments.  This is on top of huge financial pressures following COVID which saw higher labour costs and supplies.  Positively, the Bank of England (2024) announced that the interest rate was held at 5% on the 19th September 2024 with potential reduced borrowing costs for funding new projects and equipment as well as financial relief on low interest payments.  Consequently, lower rates may increase economic activity and potentially increase inflation.  Potentially, the interest rate could drop further and quickly provided inflation remains under control (BBC, 2024). 
Priority is for the organisation to make best use of the resources, working towards preventative measures and improving population health as well as financial sustainability, managing budgets effectively to help with rising costs and limited grant funding. 

Inflation
Economic rise in inflation leads to increased costs for goods including medical supplies, drugs, equipment and energy costs (BBC News, 2023).   This is also at a time where demand for and providing healthcare is increasing as well as service expectations (NHS Confederation, 2023) with increased leading to significant overspends. For instance the cost of energy at its main hospital has spiralled, increasing from £5m to £14m a year as well as cost of medication, raising by three or four times within a few weeks (BBC News, 2023).    Whilst the HB is still spending £1m a month on agency nursing, this is at its lowest since 2020/21 with secondary care drugs spending double than what was seen in 2021 (HDdUHB, 2024).
[bookmark: _Hlk179867324]Priority is now to balance maintaining high quality healthcare while navigating financial constraints redesigning the service model, to care for patients at home when possible and only admitting to hospital for the right reasons (HDdUHB, 2024).  Money should be spent delivering the best quality services which will achieve the best outcomes acknowledging the clinical harm of overly lengthy stays in hospital for patients (HDdUHB, 2024).  

Technology
Technology is currently a potential whirlwind.  Within the health industry, it is transforming lives, from how we work, learn and our experiences.  Digital exclusion, however, can lead to worse health outcomes where health services use digital technologies in ways the population cannot benefit from (Honeyman, et al. 2020).  Within my organisation, it is being used to improve communication between clinicians and patients, using a video consultation platform providing benefits to accessing care, with convenience and flexibility (HDdUHB, 2024). The ambition of moving care closer to home using digital technology in health and care services has the potential to improve quality of care from the current over-stretched hospital-based care model according to  Mistry (2024).  He also states it can be seen as a solution to the challenges facing the health systems, however, technology doesn’t work for everyone and people can find themselves digitally excluded for multiple reasons (Mistry, 2024). Priority is to ensure the Health Board’s digital transformation programme contributes to organisational objectives whilst tackling inequalities in the delivery of its digital offer to patients as well as the integration between sectors to support the health and wellbeing of our population (HDdUHB, 2024).  Due to many people in the worforce and population experiencing barriers to using technology and ensuring that privacy and confidentiality is maintained, the Digital Inclusion team at HDdUHB are committed to delivering an inclusive  programme supporting the Digital Strategy for Wales (Welsh Government, 2021). 




Q4. In February 2024, Peter Cheese, current CEO of CIPD stated, “AI is transforming jobs, careers and workplaces. People professionals have a key role to play in encouraging safe experimentation and rapid learning, so that we can reap the benefits and mitigate the risks.” Assess the extent that AI is, or could be, used in your organisation and assess how AI impacts work. (AC 1.4) 388/380

AI is becoming the norm in our everyday lives and is seen by many as improving the life for populations from around the world (World Economic Forum, 2016). Technology is seen as increased opportunities to learn, share, engage and collaborate with colleagues and customers (Waite et. Al, 2021).  However, for many pessimists, there are concerns that AI could lead to job losses especially in administrative roles. CIPD (2024) argues that HR professionals have opportunities to be involved in digital transformation within their organisation with AI having the potential to greatly enhance HR operations by automating repetitive tasks, potentially save costs with better use of resources and skill.  AI in HDdUHB is used in recruitment and selection processes as well as employee and patient engagement, feedback and reporting.  It’s use supports gathering and analysing data and information on people to guide decision-making and sharing insights. It’s impact on recruitment teams in HDdUHB can be positive, however, for recruiting managers, there are an increasing volume of generic applications which require strategies to mitigate risks of AI use by applicants (HDdUHB, 2024).   A specific AI policy should clarify and ensure applicants  and employees are clear on the use of AI (CIPD, 2023).  
Impact doesn’t necessarily mean good or bad (CIPD, 2024) and whilst it can create new jobs, enable work to be carried out remotely,  it can also intensify the pace of work (Mohdzaini, 2024).  The use of AI can impact every stage of the employee lifecycle and can shape HR strategy and could even see the displacement of some roles due to AI enabling some tasks to be fully automated (CIPD, 2023). 
An organisation needs to consider its needs as well as the impact on people (CIPD, 2024).  Furthermore, mitigating risk and keeping employees and customers safe should be a priority under the General Data Protection Regulations (GDPR). AI also has the potential to introduce bias and new forms of discrimination according to Armstrong and Taylor (2023) which could lead to unfair outcomes if not properly managed.  In HDdUHB, there is ongoing development of effective change strategies, due to some staff resisting change in relation to AI (HDdUHB, 2024).  Critically, we should remember that AI is a tool and only part of a solution, with a requirement for human judgement, expertise and application bringing both opportunities and challenges (CIPD, 2023). 

Q5. Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)  293/380

Charles Handy identifies four main types of organisational culture in his model (Stewart & Rogers, 2017).  According to Handy, there are four types of culture: Power, Task, Person, Role.  In a power culture, the power remains with only a few people and only they are authorised to make decisions. Whereas, in Task Culture, a team is formed and extensively used to resolve problems or achieve a target and once it is resolved/achieved, the team disbands (Waite, et Al, 2021).  HDdUHB as an organisation has Role culture, with every employee within a function or department with clear hierarchy with staff expected to work to their job specification and follow set policies and procedures (Waite et.Al, 2021). Waite, et Al (2021) describe Person culture as a culture based on an individual’s needs such as barrister chambers.  Having said that, they argue that elements of all four cultures will be present in each organisation but it is likely that one will dominate. 

The SCARF model by David Rock (2008) is a framework that helps understand human behaviour in social interactions and includes five domains that drive human behaviour; Status, Certainty, Autonomy, Relatedness and Fairness.  It is a model that implies these 5 domains activate a threat and reward response in our brain (mindtools, nd). Maximising sense of reward and eliminating perceived threats will support a better culture.   Rock (2008) highlights that people’s brains enter an ‘approach’ or ‘avoid’ state when dealing with situations, being in an approach stage resulting in better, creative ideas so organisations should encourage employees into this state as much as possible. Encouraging creative ideas from emloyees can bring benefits to the organisation such as increased collaboration, sharing and building upon ideas and a feeling of empowerment and value (Waite, et al, 2021). 
 
Q6. Assess how employee development impacts organisational culture and behaviour in your organisation (AC 2.2) 384/380

Employee development plays a crucial role in shaping organisational culture and behaviour.  The development of employees' skills, knowledge and abilities is essential to ensure the organisation has a sustainable competitive advantage (Stewart & Rogers, 2012).  HDdUHB as a large organisation has a Learning and Development Team leading on a range of people development programmes.  The approach to learning means that all employees are supported in developing confidence, skills, knowledge and independence throughout their employment (HDdUHB, 2022).  Development opportunities throughout the employee lifecycle show that the organisation values its employee which can boost morale and motivation fostering a better culture through more engaged, skilled and motivated workforce.  However, training can only be effective where employees feel there is value in the training (HDdUHB, 2022). Engaged employees are more likely to be productive and committed to the organisation’s goals, positively influencing overall behaviour and performance.   HBR (2021) argues that organisational culture is no longer a code established by leaders but a toolkit for all to draw from ensuring the organisations culture is adaptable.  Development programmes delivered by HDdUHB focussing on diversity and inclusion help create a more inclusive culture where all employees feel valued and respected and can lead to more inclusive behaviours and attitudes.  HDdaUHB promotes a learning culture, encouraging different forms of learning at an individual, team or organisational level and though collaboration (Young, 2019), however, acknowledges that one size won’t fit all and that employees should be given time to invest in their development.   Well trained line managers, undertaking annual performance and development reviews providing meaningful and constructive feedback  are better equipped to handle challenges, lead teams effectively and foster a positive work environment (Young, 2019).  By measuring the impact of employee development, HDdUHB ensure that blended learning programmes are effective and aligned with organisational goals and capture employee feedback following learning opportunities and from annual surveys and 360 reviews.  These along with retention data are all metrics, to include open ended questions within surveys, that can measure how development programs are impacting culture and behaviours to get a full picture (Young, 2019). Providing learning opportunities such as those many opportunities in HDdUHB means that employees see a path and opportunity for growth within the organisation. Measuring culture within an organisation is very challenging especially within large organisations such as HDdUHB (CIPD, 2024).  
 
Q7. An organisation is planning a change relating to hybrid working. Many employees moved to home working during the Covid-19 pandemic. Whilst this approach worked well at the time, the organisation now wants all employees to work at least two days a week on site.  Explain how Kotter’s approach to managing change could be used to successfully implement this change. (AC 2.3) 358/380

John Kotter’s model for change is a framework  encompassing a series of eight phases, requiring a considerable length of time to deliver transformational change (HBR, 1995). This approach could be used successfully to implement a change relating to hybrid working.   The eight phases are each designed to help ensure successful and sustainable change.  The first stage would be ‘creating a sense of urgency’, highlighting the need for change and addressing potential risks of not returning to site 2 days per week as well as the benefit of creativity for in-office working.  This should be supported by evidence, for example benefits of increased collaboration when being in office, from a range of differing sources, so that employees understand the impact and potential outcomes (CIPD, 2024).     Forming a working group of influential people to support the change would also be beneficial and tasking the group to develop a vision for change, ensuring the vision is something people can really imagine and offer positive outcomes for the stakeholders (Smith et al. 2015, pp 39).    Communicating the vision with the entire organisation using various communication channels, allowing a period of engagement and feedback so the change makers can support with removing obstacles, and be transparent about the reasons and benefits of the move back into office.  Rosabeth Kanter highlights the need to keep going in the change process even when it gets tough (Cameron & Green, 2024).  There should be a focus on mutual value, rather than foremost why employees need to return to office for the benefit of the organisation (Mortenson & Edmondson, 2024) In a staged approach, ensure to highlight and celebrate small wins, which will provide a boost to the change initiative (Smith, et al. 2015, pp 39).  Using this successful implementation, continue to communicate benefits and deal with emerging challenges as well as integrate in office work into company culture.  It would be beneficial to encourage team-building opportunities and focussing on it not being forced upon employees but on making the office an energising place to be where employees have a fear of missing out (fomo) if not attending office 2 days per week (Mortenson & Edmondson, 2024). 

Q8. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4) 343/380

The Kubler-Ross change model typically focusses on five stages of change; denial, anger, bargaining, depression and acceptance and is widely used in organisational change management to help leaders understand and support their employees through transitions  (Cameron & Green, 2024).  The model originally developed to describe the stages of grief, however, is widely applied to change management. 
· Denial – Initially people may resist or deny change.  This replicates a form of self-protection from the unknown.  Employees might ignore new policies, hoping it may go away. Cameron & Green (2024) argue that this stage allows people to prepare themselves for what is to come. 
· Anger – As they realise change is happening, frustration and anger can appear with this directed towards management and/or colleagues.  It is seen as another way of avoiding feelings about the situation (Cameron & Green, 2024). 
· Bargaining – this could involve negotiating or finding ways to avoid the change. 
· Depression – this stage could involve employees feeling overwhelmed and demotivated and could result in a drop in morale and productivity.  This demonstrates they are struggling to come to terms with the change. It is essential that when managing change, addressing individual impact and emotions can eliminate resistance to change (Tracey, 2024).   
· Acceptance – Eventually employees will begin to accept the change and start adapting and look for ways to work within the change and will find a new normal. 

Managers with good emotional intelligence as well as involving people in the process and acknowledging different emotions will ensure successful outcomes are achieved (Taylor & Woodhams, 2022).   According to Tracey (2024), research shows that many change initiatives fail to achieve their intended outcomes and the impact of not managing change effectively is often the reason why. Wherever possible, employees should be rewarded when responding positively to change, this doesn’t necessarily mean cash incentive but could be thanking people and/or praising them (Taylor & Woodhams, 2022). Understanding each stage of the change process can ensure leaders offer the correct support, facilitating smoother transitions (Tracey, 2024), however, need to acknowledge that not all people will go through every stage. 

Q9. The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy.  Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5) 349/380

An effective workplace wellbeing programme can benefit employees, organisations, economies and communities, according to Suff (2024) as well as the ability to help people reach their potential, increase productivity, retain and attract the right people within healthy workplaces.  There is no easy divide between work and personal life.  Workplace stress can harm personal relationships and its increasingly clear that there is a strong case for introducing initiatives to improve health and wellbeing in the workplace to support work life balance (Taylor & Woodhams, 2022). Furthermore, with an ageing population and an older workforce living with chronic conditions, it is estimated that by 2030, 40% of us will be suffering with multiple illnesses (Taylor & Woodhams, 2022). Taylor & Perkins (2021) argue that organisations investing in health and wellbeing will have improved productivity,  lower rates of sickness absence and support for people to improve overall resilience.  
CIPD’s Health and wellbeing at work survey identified better employee morale and engagement, healthier and more inclusive culture and better work-life balance as the top three benefits of employers increasing their focus on wellbeing (Suff, 2024).  People’s health outcomes will be improved by ‘goodwork’ , providing meaningful and sense of fulfillment, opportunities for growth, less stress and positive relationships with colleagues (CIPD, 2018). Suff (2024) states that having a stronger focus on evaluating the impact of initiatives, improving line manager capability and integrating wellbeing support through the employee life cycle will assist organisations to improve their approach to health and wellbeing.
CIPD Good Work Index report identifies elements of job quality requiring most attention.  It sets out to encourage senior leaders to role model open conversations to create an environment where employees use their voice when experiencing conflict (CIPD, 2024).   Providing supportive relationships, meaningful work and autonomy in the workplace, as well as less conflict  is crucial to mental wellbeing (CIPD, 2024).  Whilst its encouraging to see 47% of workplaces having a stand alone wellbeing policy, there is a risk that 53% of workplaces could miss out on the benefits of a healthier, engaged workforce.  Investing in wellbeing can drive organisational success (CIPD, 2024).  
 
Q10. Provide a brief overview of the employee lifecycle and discuss people practice roles at the recruitment, development and separation stages of the lifecycle. (AC 3.1) 496/380

Waite, et Al (2021) describes the employee life cycle as having six stages: Attraction, Recruitment, Onboarding, Development, Retention, Separation.  An organisation needs to monitor each stage of the lifecycle so they can develop as required.  McCartney (2023) states that good recruitment is vital and ensures the workforce has the most appropriate skills and capabilities for the organisations current and future needs.  The process should also ensure the candidates find out about the organisation and whether it meets their needs. Ensuring a fair equitable, diverse and inclusive process is essential free from bias (McCartney, 2023).  It is at this stage; a decision is based about internal recruitment or to whether the vacancy is advertised outside of the organisation.  Creating a good impression at the recruitment stage is vital to ensure interest from good pool of candidates (Waite, et Al, 2021).   People practice teams play a vital role in shaping the workforce at recruitment stage by supporting the function, making decisions on the type or employee required, recruiting internally or externally, review or creating job descriptions, promoting roles, screening and undertaking checks (Waite, et Al (2021).
From the point of recruitment and onboarding, it is important to identify development needs to ensure employees are competent in their roles and develop their knowledge, skills  and behaviours and keep them motivated (Waite, et Al (2021).  Waite, et Al (2021) assert that whilst costs will occur, it will ensure benefits such as productivity , motivation and staff retention will improve. The role of people practices in developing employees ability to deal with technological changes is key according to Waite, et Al (2021).   People practitioners will also support with employee feedback and performance management to set clear goals at reviews, so employees understand their strengths and identify areas for improvement.  This will contribute to the learning culture of the organisation as well as ensuring there is a diverse range of development opportunities to increase productivity, high quality output, increased motivation and improved retention (Waite, et al (2021). 
At separation stage of the employee lifecycle can take many forms, either by the employer terminating the employment contract or termination due to retirement or resignation instigated by the employee.  It is so important to ensure engagement with the employee at this final stage continues to learn from their experience throughout the lifecycle, learning at how the stage and other stages of the cycle can be improved. This will enable a positive psychological contract (Waite, et Al, 2021).  Many organisations gather information via an exit survey which can be completed in paper form or electronically. It is essential to maintain relationship with the employee and invest in encouraging employee voice to gain feedback to understand the needs to enhance open and honest discussion. 
The role of people practitioners in the three stages vary significantly on the size of the organisation (Waite, et Al, 2021).  Waite, et al (2021) also remind us that forms of separation can often be traumatic for the employee and the organisation. 








Q11. Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2) 250/380

According to Armstrong & Taylor (2023) ‘Vertical integration involves linking HR strategy to the business strategy’.  This ensures that HR activities and relationships support the longer-term organisational strategies and short-term business plans directly (Taylor & Woodhams, 2022).   People strategies must fit with organisational strategies, an example may be Training or recruitment strategies that develop people, aligning with the organisational strategic direction, attracting and preparing employees for future role and responsibilities.   By demonstrating human capital and treating people as assets, rather than cost reinforces the value created by the workforce to achieve organisational goals such as training future leaders (CIPD, 2024). To ensure this is successful and works practically, HR should be involved in strategic planning processes to ensure initiatives are aligned with strategic goals as well as ensuring that the vision is communicated and understood at all levels. 
Horizontal integration involves integrating various HR activities and functions to create a cohesive approach to managing people at every stage of the employee lifecycle.  An example may be consistent HR policies and employee engagement across departments.  Development and implementation of several of these practices together will complement and reinforce each other (Armstrong & Taylor (2023).  This includes access to employee systems so that all department have access to the same information ensuring a collaborative approach to managing people across all departments.  Aligning HR processes vertically within the strategy and horizontally across functions, will enable the organisation to create supportive environments that will drive success and a means of achieving high employee performance. 

Q12. An organisation is planning to introduce a four-day working week. Discuss the processes the people function could use to consult and engage with managers and employees to understand their needs when moving from a five-day to four-day working week. (AC 3.3) 376/380

To implement a significant organisational change, there should be a clear process to follow with clear engagement with managers and employees and ACAS (2021) advice is that employers can consult with employees on almost any issues at any time but remembering that the right method of consultation should be undertaken, e.g. good practice consultation, consultation under the law (ACAS, 2021).  To ensure the introduction of a four-day working week, it is essential that people can participate at every stage of the process, individually, as a team and organisation with stakeholder engagement and putting people at the heart of the change  (Smith et al. (2015, pp 307)).   Engaging with stakeholders as participants throughout the transformation process can create successful change outcomes (Cameron & Green, 2024).  Tracey (2024) argues that change initiatives fail for various reasons such as lack of understanding, not addressing individual impacts and emotions and poor communication and lack of project management. 
The most appropriate methods of consultation would be directly through formal group meetings or discussions with individuals to ensure that employees understand the reasons behind the proposal and to provide an opportunity to share their views (ACAS, 2021). Surveys could also be a cost-effective quicker option than undertaking interviews (Taylor & Woodhams, 2022). Providing employees with a means to use their voices, fosters trust and organisational improvement as well as potential to reduce costs due to absence (CIPD, 2022).  Consideration should be given to ensuring that individual members of the group don’t dominate the conversations (Taylor & Woodhams, 2022) but at the same time identifying informal leaders who can be influential and potentially change accelerators. To get the current level of engagement, it is important to ask the right questions, understand the potential challenges so the organisation can be better equipped to deal with it (ACAS, 2021). 
Following consultation and engagement, findings can be presented to enable evidence-based decisions.  This could result in a project group to test the concept of 4 day working week through a phased approach, observing, reflecting and revising a plan where necessary. CIPD (2022) states that companies need to be innovative in how they implement four-day week and one size does not fit all, however, suggests that consultation with the workforce is required before a trial is planned. 
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