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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)
Divisional Structure
Here, an organisation is split based on location, service or product (Robbins & Judge, 2003). Each division has it’s own hierarchy (Islami et al., 2021).
Divisional structures are praised for the way in which they segment large organisations, making them easier to manage (David & David, 2017). The smaller teams also allow individuals to feel a sense of ownership over their division, giving pride and encouraging better work (Fairfield, 2016). However, this can cause conflict between teams and reduce the sense of belonging to the wider organisation (Williamson, 1975).
Working within a divisional structure can also mean that individuals have less opportunities for progression, as there is a clear hierarchy with only few managerial positions to be promoted into (Eriksson & Ortega, 2024).
Matrix Structure
In a matrix structure, employees can report to multiple managers, forming the best teams for particular projects (Burton, Obel & Håkonsson, 2015). Much of the literature around these structures is dated, as it has been mentioned that there is still limited research around this method 
These organisations are praised for their emphasis on collaborative work and the way in which employees are encouraged to utilise their skills (Burton, Obel & Håkonsson, 2015). It can become a barrier in terms of management being required to spend large amounts of time allocating employees to different projects (Ford & Randolph, 1992; Burton, Obel & Håkonsson, 2015).
In contrast to divisional structures, matrix structures also allow for high levels of communication between employees across divisions (Egelhoff, Wolf & Adzic, 2013). 

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)
Barod’s aim is to deliver a harm reduction service to individuals impacted by substance use. The Building a Better Barod strategy was implemented in 2021, outlining the aims of the upcoming five years (Barod, 2021). Organisational strategies are key in assessing an organisation’s needs/aims, to map out how to deliver the best possible service (Brooks, 2021; Taylor and Woodhams, 2022).
Analysis
To develop Building a Better Barod, the organisation conducted a peer led survey for volunteers and staff. Listening to the voices of employees when developing a strategy is vital (Barry & Wilkinson, 2022). The data was also collected with a particularly focus around the aftermath of Covid-19 and how Barod could develop ‘more flexible, responsive and innovative ways of working’ (Barod, 2021). The aim was to meet the needs of more individuals impacted by substance use, by finding out what sort of services they would want/be able to engage with most.
Development 
Barod identified 11 top priorities for the strategy, all of which came with a comprehensive list of actions to be implemented to achieve each priority. The priorities are all focused around the overall aim of delivering the best possible service and driving change. Providing guidance for achieving aims in a strategy is great practice in terms of ensuring stakeholders know what is required and how to measure success (Chartered Management Institute, 2014). However, it could be argued that 11 priorities (each with 3-4 actions) may not be achievable for an organisation to achieve (Chartered Management Institute, 2014; Taylor and Woodhams, 2022). The strategy was also distributed without an end date, which makes the measurement of the priorities difficult.
Implementation
Building a Better Barod was implemented through multiple avenues. The strategy itself was shared to staff and on the organisation’s website. In terms of implementing the actions, Barod actioned a combination of methods, such as:
Policies
A new policy, covering agile working, was implemented with careful focus on what had been learned as a result of the pandemic in terms of staff working in a more responsive way to meet the needs of service users. Updating policy can be a great way to quickly implement strategic plans and to show stakeholders that you have good intention (Taylor & Woodhams, 2022). However, staff were not consulted in the planning of the new policy and it lacked focus on staff wellbeing – which results in employees feeling unappreciated and less invested in the policy (Neill & Bowen, 2021). 
Recruitment
Barod reviewed their strategic actions and hired new talent to help meet their targets, including a Webchat specialist to assist users preferring online support or unable to visit a Barod base, and a Learning and Development Coordinator to ensure staff received targeted training to deliver services effectively. Although there is limited literature regarding recruitment of specialists in the harm reduction field, the importance of hiring people with the correct skills and not rushing recruitment has been researched often (Dixon, 2017; Gusdorf, 2008).

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
Despite misconception that non-profit organisations are not impacted by fluctuating interest rates, they can have a heavy impact on charities like Barod (Clifford, 2017). Charities are reliant on funding, whether this is through private donations or government funding (Green et al., 2021). In times of national financial uncertainty which impact interest rates, this funding is unlikely to be increased in line with rates.
Interest rates also impact mortgage costs, meaning that Barod will be required to pay larger fees for the buildings that they own and those that they rent. With over 15 bases across Wales, this can hugely impact outgoing expenditure, particularly when the previously mentioned funding isn’t increasing.
One way which Barod could begin to acknowledge and tackle the impact of interest rates is through exploring the concept of remote working and virtual workplaces where possible. Whilst office bases are required for face to face work with service users, many buildings could be downsized if more staff were to work remotely (Ferreira et al., 2021). 
Inflation
High inflation impacts organisations like Barod as the costs of essential resources, from Naloxone and dried blood spot testing kits to diversionary activities or refreshments for service users, are all increasing. This means that the organisation isn’t able to deliver the best possible services (Mohan et al., 2022).
Many charities build reserve funds in order prepare for increasing costs (Chepuri & Porandla, 2024). As the current financial climate is uncertain, it’s highly recommended that Barod continue to do this where possible.
Covid-19
Following Covid-19, Barod have seen huge change to demands. The lockdowns saw many individuals with addiction and the aftermath saw many seeking help from services (Elliott, 2024). However, this demand gave management and staff opportunities to develop ways to support more individuals, through home visits, online meetings and groupwork (Green, Tappin & Bentley, 2020).
Barod should continue to make changes to services based on lessons from the pandemic. However, wellbeing should also be closely monitored and supported due to the increase in workload and higher expectations from staff to meet demands (Kinman, Teoh & Harriss, 2020).

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)
AI is a concept which has become increasingly popular recently, and is expected to continue to do so (Taylor & Woodhams, 2022). In HR, AI is highly regarded for it’s automation of tasks throughout the employee lifecycle which would usually take up time and resources (Brynjolfsson, Rock & Syverson, 2017). 
However, it’s important to ensure that AI isn’t depersonalising certain processes. However, some aspects can be utilised to create a good balance between humans and AI. 
At Barod, AI is used to screen applications and automatically eliminate candidates who don't match the person specification, a common HR practice (Eversheds Sutherland, 2021). AI could also screen video applications based on pre-set questions and criteria (Wilfred, 2018). However, it is recognised that one of the flaws of AI is it’s disregard of the value of human interaction – an area where machines cannot match people (Zhai, Zhang & Yu, 2024). To address this, Barod combines AI with human communication to ensure candidates still have a personal experience.
AI is also used regularly by Barod’s Learning and Development team, where many of the administrative training tasks, such as monitoring attendance and sending out meeting links, are automated. Using AI for administrative work can be useful for learning and development employees, who are then able to focus more on the key aspects of their roles (Clark, 2020). Many medical workplaces have begun to incorporate AI into training and now use AI headsets or robotics to train staff in realistic scenarios (Doherty et al., 2024). Barod could use these techniques to allow staff to develop their confidence in certain parts of the job – such as blood testing or administering Naloxone to clients who have overdosed.
AI is also recognised for it’s high levels of accuracy, in terms of data collection and the general avoidance of human error (Dineen & Allen, 2013). It has many uses and can have a positive impact on workforces and their workloads, especially in times where we are seeing more and more lean HR teams and higher staff to HR representative ratios (Eubanks, 2022). Due to the ability of AI, there are many ways in which it can be utilised by Barod, including within the organisation’s service delivery. For example, there is some research around the use of AI in delivering high quality harm reduction services, where recommendations include drug identification from monitoring reactions, analysing drug trends and distributing information (Auctor, 2024.)

Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)
Charles Handy’s model of organisational culture
Handy’s model of organisational culture details four different culture types that are typically seen in organisations: power culture; role culture; task culture; and person culture. Power culture refers to the hierarchal culture where an organisation is led by one superior who all employees report to and follow (Handy, 2020). This culture works well when the leader is knowledgeable and passionate about the organisation’s mission. However, no matter how suitable the leader is for the role, power culture does also require the employees to all accept their position in the hierarchy as ‘followers’ (Hofstede, 1984).
Task culture, on the other hand, requires less input from management. Manager’s allocate tasks, but it is then the role of the employees to come together in teams to complete the tasks. Everyone is responsible of the overall work of the team and, if one team member wasn’t to contribute, employees may be required to pick up the work of their colleagues. However, when everyone does contribute effectively, task culture has excellent levels of solidarity and morale amongst staff (Schein, 2010).
Person culture, on the other hand, allows everyone in an organisation to be responsible for their own work. This is seen commonly in workplaces such as GP surgeries – where there is less hierarchy in place and all staff work in a similar job role. However, individuals working in a person culture organisation often have less of a sense of a belonging to their workplace and are more focused on their own career, as there are less opportunities for progression (Handy, 2020).
Similarly to person culture in the sense of independent work is role culture, where tasks are allocated to staff depending on their skills – allowing individuals to play to their strengths and ensure that the best people are in the roles. It can be argued that person culture doesn’t allow for individuals to try new things and progress, however there is still hierarchy and career progression (Brenyah & Obuobisa-Darko, 2017).
David Rock’s SCARF theory 
The SCARF theory highlights five aspects that can impact an individual behaviour in social situations (Mullins, 2019). 
The first is status – individuals may begin to experience feelings of stress or discomfort if they feel that those around them are at a higher status than they are (Rock, 2009). This could be financial status for example, however, status can be boosted in simple ways such as through praise.
Certainty is the next part of the theory, based around the idea that individuals find comfort in knowing what to expect in a situation. Although uncertainty can provide a good challenge, it can also bring stress (Rock, 2009).
Autonomy is similar to certainty in the sense that it refers to the human need to be in control of what is going on, able to make their own decisions (Rock, 2009). Without this, for example in situations of micromanagement, an individual can be emotionally affected (DeLeon & Tripodi, 2022).
Next in Rock’s (2009) theory is relatedness. This highlights the way that a person feels comfort in knowing the people they are working with, for example in the workplace (Rock, 2009). Feelings of anxiety can occur when new people are expected to work together. However, there are many benefits to teamwork, such as learning new skills and developing confidence (Gratton & Erickson, 2007).
Finally in the SCARF theory is fairness – lack of which can cause tension and clashes between individuals (Grubb, 2016). Fairness is relative, so this aspect of the theory can be experienced differently from person to person (Rock, 2009).

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)
Selection
Barod recently reviewed their job descriptions to ensure clarity, conciseness, and consistency across the organization (Leon Rohr, 2016). The organisation have also reviewed all person specifications and issued guidance to hiring managers, to ensure that essential criteria are absolute deal-breakers for shortlisting (Barod, 2024). This ensures that the organisation sticks to it’s values, particular positive attitude and empathy, as they strive to see the best in people.
Representing the organisation’s values from the early stages of recruitment means that Barod are solidifying the importance of their values and attracting best-fit candidates (Richie, Ashworth & Bades, 2018). This logic is supported by Ma & Allen (1998), who highlight the impact of values represented during recruitment. However, Spilsbury et al. (2022) found that the integration of values into the selection stages does not guarantee new employees who share the values of the organisation.
Moving onto interview and selection, Barod ensures candidates feel confident in asking for any adjustments that they may need, plus making some adjustments standard across the organisation if they feel many candidates would benefit.
Candidate experience is vital, as it contributes to employer brand. In times where there are seemingly more vacancies than candidates, it is vital to promote your organisation as a place that is organised and treats it’s employees well. If a candidate has a positive experience, for example where they are made to feel as relaxed as possible with techniques such as those implemented by Barod, they are more likely to be confident in beginning their job role and producing best work (Miles & McCamey, 2018).
It is equally as important to ensure that interviews are used to model the level of professionalism expected in a workplace. Saenz & Dew (2015) explored the ways in which boundaries can be set with colleagues and this is important to recognise as early as possible. If interviewers are over-friendly, it may result in unclear boundaries on what is expected of a new employee (Saenz & Dew, 2015; Miles & McCamey, 2018).
People-centric change
It is those who have experienced processes that should be able to advise best on what is or is not working (Hodges, 2024). Barod distributes a Welcome Survey to new employees after four weeks to gather feedback on the selection and induction processes. This enables the recruitment coordinator to regularly review and improve these processes for future candidates. It positively impacts culture by demonstrating that new staff’s voices are heard and that actions are taken based on their feedback (Barry & Wilkinson, 2022).

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)
Create
When implementing a change, it’s important to spread the message across all employees and to get as much investment as possible (One, 2008). 
The organisation should consult with staff to discuss the importance of on site days and to gain staff’s perspective on what could be done to ensure these days are as productive as possible. This could include sharing the positive impact face-to-face work has on team productivity and morale, whilst encouraging staff feedback on how this can be planned to ensure that on site days achieve this (Appel-Meulenbroek et al., 2022). This could include ensuring colleagues with more tasks together share the same 2 days on site.
Build
The first step should lead you seamlessly onto the next - finding a team of leaders who are supportive of the change, ensuring that all areas of the organisation are represented (One, 2008). 
To do this, the organisation should identify those individuals who had been requesting the re-implementation of on-site days. Appel-Meulenbroek et al. (2022) have found these individuals to more commonly be ‘male, highly educated, full-time workers with a short commute’. However, it’s also important to identify those sitting outside of these characteristics so that the guiding coalition is representative (Hill, Ferris & Martinson, 2003).
Form
Kotter than highlights the importance of outlining a clear plan for implementing the change (Pollack & Pollack, 2015). 
It has been found that some employees could take advantage of hybrid working or interpret the policies to their advantage (Ojala, 2011). It’s vital that the organisation use this step to set out a clear vision for the change to hybrid working, such as a way that employee’s on site days can be monitored to ensure they are complying with the 2 days minimum.
Enlist
Then, it is vital to ensure that the change is well communicated with staff (One, 2008).
The organisation should have already communicated the change through consultation, however they should now announce the final decision and processes to all staff via the usual method of communication – most likely email. Following this, team leaders and management should be encouraged to solidify this in team meetings (Li et al., 2021).
Enable
When implementing a change, it’s important to preempt and remove potential barriers (One, 2008). 
In the context of hybrid working, the organisation should ensure that offices are set up to aid collaborative work to utilise the time colleagues spend together (Babapour Chaf, Hultberg & Bozic Yams, 2021). The organisation could also looking into ways to ensure colleagues stay motivated and on-task in the workplace (Kauce et al., 2024).
Generate
It is vital create short-term targets and celebrate the successes of any organisational change (One, 2008).
With hybrid working and re-implementing on-site days, it’s important to ensure that these targets are based on productivity and work quality as opposed to focusing on where an employee is working or how many Teams meetings they attend when working from home (CIPD, 2024).
Sustain
Momentum should be kept up after a change has been implemented and those leading the change should continuously review the impact it has had (One, 2008).
The organisation should regularly ask for and listen to feedback from employees regarding the new hybrid working policy. Collaborative task completion and group successes should be celebrated specifically to highlight the value of teamwork (Galanti et al., 2021).
Institute
A change should eventually become a solidified process within an organisation (One, 2008). To do this, it should continuously be reviewed and celebrated.
The organisation should continue to value the work staff produce as part of the new model. The policy should also be shared and discussed during recruitment, so that all candidates are aware of hybrid working expectations (Mutebi & Hobbs, 2022).

Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
Although Kubler Ross’s model was originally describing the stages of someone accepting their own death, it is relevant to organisational change and employee’s experiences of this (Castillo, Fernandez & Sallan, 2018; Kubler-Ross, 1969; Tarnoff, Bostwick & Barnes, 2021).
Denial
Kubler-Ross sees denial a positive way in which people may ‘buffer’ shocking news (Kubler-Ross, 1969; Kearney, 2002). Denial is particularly expected with long serving members of staff, who worked in a certain way for a long time before a change was introduced (Shin et al., 2015).
Anger
Anger is common during change, as it is often misplacement of an individual’s frustration at the situation – which instead is directed towards those around them (Kubler-Ross, 1969; Kearney, 2002). This can often mean that employees show anger towards those who communicate a change, without considering external factors that are likely to have impacted the decision (Peng et al., 2021). It is important for leaders to share details on why a change is happening.
Bargaining
This is where an individual may begin to accept the changes and attempt to ensure things are working in their favour (Castillo, Fernandez & Sallan, 2018). With organisational change, employees are likely to be looking for better pay and benefits at this point.
Depression
It is likely that, for those involved in large organisational change, feelings of anger will eventually be replaced by sadness (Kubler-Ross, 1969). Sometimes, this can be ‘talked out’ with colleagues and improved, however when this isn’t possible it would be classed as depression (Kearney, 2002). During times of changes, organisations should be mindful that their wellbeing initiatives are in place and employees know how to seek support.
Acceptance
Finally, the individual may understand the reasoning and benefits of the change or, if they still disagree, choose to accept it (Castillo, Fernandez & Sallan, 2018). In organizations, this is when employees assess the perks of their role and decide if they outweigh concerns about the change, influencing their decision to stay.
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)
Wellbeing initiatives in the workplace can refer to mindfulness sessions, exercise incentives, clinical supervision or staff surveys (Greg, 2014). Barod has implemented wellbeing strategies, including a monthly wellbeing hour and private healthcare, based on research showing that time or financially-based incentives are most effective (Cook, 2021). Whatever the strategy or tool, the aim should be to protect employees, ensure they are happy in work and motivate best practice (CIPD, 2024). 
Prioritising employees wellbeing is extremely important, as it will inevitably impact the environment of a workplace (Awada & Ismail, 2019; CIPD, 2024). It has been found that the atmosphere of an office space is directly linked to performance (Petchsawang & Duchon, 2009). Therefore, good employee wellbeing is likely to result in good work output.
Furthermore, teams where wellbeing is considered generally collaborate best, as morale is higher across the board (Bell et al., 2024; CIPD, 2024). However, it is worth considering the risk of distraction within teams if conversation focussed more on irrelevant topics than work (Mark, Iqbal & Czerwinski, 2017). Strong relationships between teams can be highly beneficial and non-related discussions can enhance wellbeing, but balance must be maintained.
Finally, enhanced employee wellbeing can reduce staff sickness days and burnout (Hesketh & Cooper, 2023). 
Clark et al.’s (2001) study found that those who are not employed, particularly those who have had irregular employment previously, have statistically lower wellbeing. This suggests that those who are employed and produce good work are likely to have higher wellbeing. This is further supported by Lyubomirsky & Layous (2013) and Cole, Daly & Mak (2009), who have found that anyone with employment is likely to be ‘healthier and happier’ and those with positive work will have even higher wellbeing. 
However, it must be acknowledged that over-working can have an extremely the opposite impact on individuals if work-life balance aren’t encouraged by employers, particularly since Covid-19 where wellbeing is prioritised more highly than ever (Waworuntu, Kainde & Mandagi, 2022).

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)
Attract
This is the time when applicants become interested in a company and decide they would like to work for them (Taylor & Woodhams, 2022). This is often done through employer branding, where a range of techniques are used by organisations to advertise themselves as a great place to work (Backaus & Tikoo, 2004). Sokro’s (2012) study found that many organisations are now working to improve their branding, in a time where competition between employers is high.
Recruit
People practices are heavily involved during recruitment, particularly in terms of workforce planning and ensuring processes are inclusive and fair to candidates (Vikas et al., 2024; Taylor & Woodhams, 2022). 
It is important for an organisation’s HR team to analyse whether or not a role is necessary and how it fits into the structure before recruitment is approved (CIPD, 2024). They must also closely monitor job descriptions, advertisements and person specifications to ensure that they are clear and could be used performance management, when a candidate is appointed (CIPD, 2024). The job description should also clearly highlight any information that a candidate may need, from the basis details of the role such as location to the company’s benefits package (CIPD, 2024).
Selection
It’s important that selection is seen as a two-way system between an employer and candidate, allowing the employer to decide if someone is right for the job and candidates to decide whether they would like to work somewhere (CIPD, 2024; Taylor & Woodhams, 2022). This can be done through application forms and any form of interview, such as face to face, online or with pre-recorded questions.
Onboard
Onboarding is the time between a new employee starting in role and when they are fully settled and trained to do their job (Taylor & Woodhams, 2022). It is important that employers ensure they are giving enough support during this time, recognising that starting in a new role can be daunting and that people will require guidance (Caldwell & Peters, 2018). The first six months of someone’s employment can often be the time in which they decide to leave if not onboarded effectively, meaning that money can be lost (Taylor & Woodhams, 2022).
Develop
This refers to the ongoing training and development opportunities that staff are offered. It is important that human resources are involved in this function, to ensure that opportunities are of high quality and purposeful (Coates, 2012). It is also important that people practice professionals work closely with those planning and delivering training to ensure they are in line with workforce planning, targeting skills gaps (Gibson, 2021).
Retain
Once a staff member has been onboarded, it’s important for organisations to continue to work to retain them (Taylor & Woodhams, 2022). For many employees, job satisfaction can begin to decline when they are settled in a new role. Gallup (2022) found that nearly 85% of employees worldwide are not engaged at work, and this percentage may have increased since the study. Employers should continue to recognize and value their employees, implementing strategies like staff surveys and regular supervisions to address issues early.
Separate
The role of people practice in employee separation depends on why an employee is leaving, generally one of four reasons: voluntary resignation; retirement; dismissal and redundancy (Taylor & Woodhams, 2022).
Voluntary resignation
HR can investigate reasons why people leave through exit interviews or questionnaires, to implement changes for future employees (Taylor & Woodhams, 2022).
Retirement
HR can offer employees of retirement age alternative options such as less hours, less responsibility or the opportunity to support on a more casual basis on a zero-hour contract (Taylor & Woodhams, 2022).
Dismissal
HR must ensure that there is a valid reason for dismissal, in line with ACAS Code of Practice. They must also ensure that the correct grievance procedures are followed leading up to dismissal (Taylor & Woodhams, 2022).
Redundancy
Again, HR must ensure that correct redundancy procedures are followed, in line with ACAS Code of Practice. They should also ensure that all alternative options have first been exploed, such as redeployment and agreed pay cuts (Taylor & Woodhams, 2022).

Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2)
Vertical Integration
This refers to the way in which a HR department’s main target is to support the organisational strategy (Torrington, 2020). All people practice is planned with the aim of improving the success of the service provided. For example, the HR team are likely to align performance management and KPIs with strategy, creating targets for employees that are directly linked to service success (Holbeche, 2022). This integration style ensures that people practice teams are working more strategically and ensuring that every decision has a purpose. However, it can take focus away from caring for employees development and wellbeing, which could result in lack of engagement (Mello, 2015).
Horizontal Integration
This is when people practice is designed with employees’ best interests in mind, where all HR functions are planned around this. Organisations that work in this way usually have values that are followed and, occasionally, plan their work based on a specific goal (Torrington, 2020). For example, Barod is creating an action plan focused on trauma-informed practice, with all departments working toward the same goal. This includes Recruitment ensuring trauma-informed processes and Learning and Development delivering relevant training. Although this style values employees, which is likely to result in best work, it can cause slower results whilst different professionals communicate (Holbeche, 2022).

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)
People-centric approach to change
As mentioned in AC 2.2, whenever an organisational change is implemented it’s vital to allow contributions from employees. Not only does this result in higher staff buy-in, it also means that decisions are made with more diverse thoughts and ideas in mind (Hodges, 2024; Barry & Wilkinson, 2022). In support, Gibson’s (2021) study found that acknowledging employees’ voices has a positive impact on their commitment to a role.
Direct consultation through informal meetings
Informal meetings are commonly used for consultation across organisations, due to the way that they allow for encourage transparency between employees and management (Torrington et al., 2020). Meetings like these are useful as they can be used to discuss specific events and concerns. They would be a useful tool for discussing the concept of a four-day working week, whilst gauging the opinions and needs of employees.
However, it is important to ensure that these meetings are a two way process, where employees are given the opportunity to share their thoughts, rather than an opportunity for employees to be informed of changes due to happen (Kim & Hong, 2021).
Attitude surveys
Attitude surveys are an indirect method for obtaining employee opinions, seen by Pate and Beaumont (2010) as one of the leading employee voice methods. Surveys are extremely useful as they give staff the opportunity to be completely honest, without their opinions behind impacted by that of those around them (Torrington et al., 2020). The use of surveys could be useful for obtaining staff opinions of a four-day week as this is a topic where employees are likely to have different opinions to one another, allowing individuals the space to share their thoughts.
When conducting surveys in an organisation, it is important to ensure that responses are acknowledged, to avoid staff feeling unheard (Wiley, 2012). It’s important for the thoughts shared regarding a four-day week to be incorporated into the final decision, where possible, or otherwise provided feedback on.
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