1. [bookmark: _Hlk183337927]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 structures (DS) create different departments within a business based on a service or merchandise made (Miller 2021). Advantages of this are that each department has different responsibilities and purposes which creates more accountability and transparency. Departments could easily track if there is return on investment on their actions. Each action can be monitored and companies can establish whether there are good results and confirm which actions lead to which result. This could assist with underpinning the fundamental structure of the company as they will find which areas of service are profitable (Indeed, 2021). Another advantage of DS is a more well-organised coordination between different departments which would allow flexibility to respond to variations in the market (Ramy,2016).

However, the main struggle of DS is that allowing each department to have their own targets and values could create conflict and encourage friction between them. Furthermore, departments could end up creating their own agendas which could lead to resistance to change and lack of collaboration. (Linked-in, 2024). 

Matrix structure (MS) is a hybrid of functional and divisional structures, team members report to a department head and a team leader. This allows the business to share staff and resources across projects and other departments. (Egelhoff, 2017). Advantages of this structure are efficient use of resources and free-flow of information. This structure allows to share specialists and their knowledge from various departments which reduces costs and time required for projects. Furthermore, this creates a solid foundation for companies as they can share best practice and ideas across teams and allow employees to develop new skill-sets. (NIBusiness, 2017). 

The disadvantages of MS could be that decision-making can be slow and confusion regarding priorities which could also cause a power struggle between a department head and team-leaders. Due to double managerial structure responses can become slow as employees are relaying information to more people which could time consuming. (Indeed 2023).  Teams could find it difficult to find priorities in this structure if the managers assist each other (Asana, 2024). 

In conclusion, academics agree that most structures cross over and are most effective when combined to compensate for each other’s strengths and weaknesses. DS would be far more beneficial to big and diversified businesses as it provides autonomy and attention on local needs which would make it idyllic for large scale organisations, an example would be McDonald’s. MS is perfect for complex cross-functional organisations that need flexibility and collaboration from different areas and that work in dynamic industries like consulting (Team, 2024).


2. 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)

Developing and implementing a strategy within an organisation is a key action to acclimatise to challenges that companies face (Taylor, 2022). Redkite Solicitors (RKS) strategic decisions will influence it’s capacity to match their services to client needs, like customer experience and performance (Lynch, 2018).

Redkite’s current strategy is focusing on understanding client needs to expand legal package delivery. This strategy focuses on gathering feedback from clients to guarantee that they are acclimatising to client’s legal needs and providing relevant legal advice within a timely manner. A solid strategy will also need market research which helps RKS understand their client’s current legal issues, RKS have recently conducted market research to understand how the new unfair dismissal changes to required years of service will affect their client to ensure products will meet customer’s needs. (Kaushal, 2020) This would allow the company to aim to be the lowest pricing for legal documents to meet customer needs (Cambridge 2019).

RKS strategy also ensures specialisation by making acquisitions and merging certain areas of law like commercial and employment law. This will allow them to give more detailed expert advice to meet specific client requirements around business development and employee protection. This avoids offering generic services and tailors their advice to client’s concerns by advising on things like TUPE arrangements and employee backlash (TimesPro, 2024).  

RKS also adopted technology as part of their organisational strategy to automate changes in line with the legal documents to ensure that clients are receiving best product and that they are reducing their legal costs and improve client experience (Thelawsociety, 2022). RKS also ensure that clients can submit their documents on online platform that was developed for them for legal updates and submissions. Ensuring that their strategy guarantees a quicker response time and that they are aligned with modern client needs (Hona, 2024). 

RKS also ensure that their organisational strategy complies with any ethical standards, such as confidentiality.  A robust ethical strategy ensures that client trust is built and maintained with their clients. This will impact whether RKS meet expectations set by client on reliability. RKS do this by ensuring that they comply with their compliance requirements by training their staff consistently and this in turn avoids any penalties (LCS, 2024). 

Ensuring that business organisational strategy is aligned with customer’s needs ensures that RKS services are of high-quality. The above approach can contribute to meeting customer’s expectations, however RKS will need to make sure that these are adapted and expanded on in the long term to consistently meet customer need and to ensure their organisational strategy remains effective (Indeed, 2024). 


3. 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 are the cost of borrowing money expressed as a percentage (Bank, 2024). Redkite solicitors (RKS) and other businesses can be highly impacted by interest rates, this is because law firms will have reduced business activity when interest rates are high as there will be less work. This is as a result of reduced consumer spending and reduced business revenue. (Natwest, 2022). RKS could also be affected by higher borrowing costs and increased prices of goods from suppliers. As Redkite is a growing business that is constantly engaging in merging and acquisitions, the increased cost of borrowing may reduce investment and growth for the company (BBB, 2024). RK would have to look at organisation priorities and for example re-direct their efforts from expanding their business into retaining staff, they would re-allocate resources into, i.e. increasing salaries to counteract the cost living impacts from the interest rates (Cotton, 2023). 

Inflation within RK could cause higher salary demands across all departments, which could affect the company recruitment rates and stagnate other areas like investments and company growth as they have to ensure that their budget can satisfy right talent and required skill in house. (Chawdick Nott, 2022). Similarly to RK, a lot of companies had to award double pay rises to assist their employees with the cost-of-living crisis. Additionally, companies have had to take into consideration making redundancies within several legal teams due to a high inflation rate which would affect the employees and company services and stagnate recruitment. (Jaysen, 2023) Companies like RK would have to consider capitalising on redeploying solicitors into other teams to keep talent and further expand on their training investments to upskill their employees so that remain in the company. 

Technology has been impacting all legal sectors, during COVID RK had to readapt their systems to assist solicitors with working from home and to comply with legal deadlines and hearings. RK specifically had to invest and prioritise into technologies like e-signatures so that their clients could sign documents like witness statements or settlement agreements. This meant that the company had to invest into appropriate software and training (ArmstrongWatson, 2022). Another example of this would be training into the legal submissions on Court websites. Employment tribunals had to create a submission portal instead of posting the ET1. This impacted adopting technologies to enhance communication with clients to meet their expectations, additionally RK had to consider cybersecurity due to the sensitive data exchange with clients. 

4. 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 has been impacting the world, it can provide human like answers after being taught based on huge amount of data. The way AI could be used within Redkite (RK) could be by developing a bot for customer interaction. This would reduce repetitive tasks, answer simple questions that are asked by customers and allow HR to focus on business-critical responsibilities (Morel, 2023). However, not all customers would be satisfied with this as AI is unable to resolve complex issues (Giannelis, 2023). 

AI can also assist businesses with understanding big data. Since the data from feedback and trends can be abundant, businesses can ask AI to analyse and summarise big data to provide findings for them to focus on increasing profitability and efficiency (University of Leeds, 2021).  A downfall to this however could be that a single piece of data being skewed could result in the whole analysis being incorrect, therefore employees should not depend on AI. Additionally with AI handling data, there are increased risks to security and privacy as corporations need comply with GDPR (ICO, 2023). 

AI can also assist businesses with marketing, if asked to analyse data from algorithms it can establish the current trends to create personalised marketing for better customer experience. As suggested by Rana (2024), legal businesses like RK can use AI to assist them with calculating billable time for a file. As Redkite bill for time using time recording, employees can ask AI to analyse a specific file to locate work repetition to reduce fees. This could however put certain jobs at risk of displacement and introduces further considerations about retainment or reskilling (Marr, 2024). 

To save time and money for RK clients, the IT department invested into programming to reduce compliance work for advisors. Once a file has been opened, AI will automatically send out a notification to a client to upload their details such as ID on specified websites to complete compliance tasks. This reduces chargeable time for advisors and helps them focus on critical tasks. This does however come at a cost for implementation and may pose as a barrier to smaller businesses. 

Most academics argue that for the foreseeable future this should not be a concern as AI requires human insight, emotion and AI can only mimic these. (Houghton, 2022).
Ultimately, without AI technology businesses will fall behind to their competitors. Business will need to be careful about mitigating any ethical issues while using AI but it’s use will provide support, rather than replace humans. (BDO, 2023) 

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

According CH’s model there are four types of culture within an organisation (HRC Online, 2024) these are; 
Power cultures have a small group or a leader making major decisions and holding power, responsibilities are delegated to staff who have to strictly follow instructions. Within such environment employees do not get to express their views or opinions. Businesses may come under stress if they grow in this structure (Juneja, 2019). 

Role culture has clear hierarchy, employees are allocated their role based on their qualifications. Decision making will come from a role rather than personal power. This structure is common in government agencies. (Indeed, 2024). 
Task culture is flexible and is formed to complete specific projects. Individuals with common specialisations and goals come together to create a team. This culture uses collaboration and focuses on results, for example consultation firms (Imran, 2023). 
Person culture is of very little structure. Everyone works independently and personal achievement is encouraged, this culture values independence and self-expression, for example Law firms. (Fraraccio, 2023). 

SCARF model’s aim is interaction between employees in a way that maximises rewards and minimises threats. SCARF states that feeling threatened reduces creativity and collaboration. Rewarding employees makes them feel more empowered and productive (BiteSize, 2024). 
Status is a perceived social importance of members of a group. People do not wish to be criticised as this can be perceived as a threat. When approaching feedback, a manager can offer the person an ability to evaluate their own performance to reframe feedback in more positive manner. Maximising rewards here would be by regular praise when employees perform well. (Mind, 2008) 
Certainty relates to our ability to predict future.  When employee is uncertain of something, our brain’s natural response is to feel threatened, a way to minimise this would be to breakdown processes into small, logical parts. A way to maximise this would be to present clear expectations from employees.  
Autonomy expects employees to be able to control themselves and events. An easy way to reduce threats would be to not get involved in employee’s daily work. A way to maximise this would be to allow them to pick up more responsibility and use initiative. (Scotch, 2024). 
Relatedness relates to a sense of safety in connection with others. This can be minimised by encouraging collaboration to reduce loneliness and it can be maximised by building strong bonds in 1-2-1’s. 
Fairness is a perception of a fair environment. This can be minimised by being open and honest with employees and maximised by setting clear rules and objectives to avoid unfairness. (Janse, 2023). 

6. 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)

Organisational culture and behaviour can be influenced significantly by employee development. Employee development can impact adaptability and continuous learning, this can help with innovative conduct and growth of their skill (Young, 2019). 

An example of this within Redkite solicitors (RK) would be by doing of monthly collaboration between departments. Employees will participate in these days to share their knowledge and develop opportunities within other departments. For example, a collaboration between RK’s commercial law team and employment team has resulted in consistent referrals between departments as some businesses that transfer properties or employees will likely require contracts, handbooks and other legal advice around employment law. The advantage of this will be the cross referrals and increased profitability and trust. (Griffiths, 2019)This will also create an organisational culture where collaboration is a norm and knowledge is shared between employees. The company may have to sacrifice time and money but ultimately lead to better results for clients and the business as a whole in the long-run (Pli.edu, 2022). 


Redkite also provide their employees with career developmental opportunities and they also promote a learning culture. They do this by assisting and paying for their legal qualifications such as the LPC (Solicitors course). This will impact the behaviour and culture within their business as this will create employee retention since employees will feel appreciated and this will encourage loyalty to the company. Additionally, employees who regularly engage in development have more proactive attitudes about receiving new knowledge which can expand on their legal capability (CIPD 2020). This behaviour will impact overall quality of legal advice and representation of clients. The downfall of this however would be that they could complete the course and vacate the company. (CES, 2023). 

Redkite other career pathways and development that has been designed to show employees the opportunities they have will also attract talent. This proves that the company appreciate their staff by upskilling them in line with the developing businesses. (DPG, 2023).  Constant development for employees will also have a direct impact on job satisfaction which will influence a healthy culture and behaviour within organisations. This can be shown by Redkite employees actively engaging in posting their positive experiences on social media and linked-in. Cultures that encourage development will also create productive ground for innovative thinking and creativity (Amp, 2024). Development can increase engagement from employees and in turn assist with productivity and engagement from employees as well as increased morale. (Heinz, 2024). 

7. 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)

There are many change management models, including Kotter’s 8 Steps and the ADKAR model (Sharma, 2022). Due to ongoing advancements and the fast pace of industries, organizational change is now standard in business (Hicks, 2024). 

The first step in implementing change is creating a sense of urgency and communicating why the change is necessary. For example, informing employees of a knowledge gap due to learning through osmosis can encourage office collaboration. This can be supported by the 70-20-10 model, which suggests that 70% of learning comes from experiences (TI, 2014).

Next, a team of change leaders should be established using a top-down approach to champion the hybrid model, ensuring leadership communicates urgency to staff (Bell, 2022). With hybrid work, HR specialists may need to assess risks, workplace services may need to ensure offices accommodate disabilities, and learning departments may evaluate collaboration's effect on learning. 

The next step is defining a strategic vision. After employees attend the office for two days, the company must decide whether to make this flexible or set specific days for team collaboration. For example, specific days could be dedicated to teams for knowledge exchange, and a program for checking seating availability could address office limitations (Marks, 2024). Expectations should be clearly communicated, which aligns with the ADKAR model's emphasis on communication as key to effective change management (Sharma, 2022). For office attendance, employees should be informed that they are expected to be in the office at least twice a week, monitored through a clock-in system.

Identifying roadblocks is crucial, including assessing if the facilities meet needs such as mental health or physical disabilities. These can be addressed through medical reports, reasonable adjustments and adjusting policies (Scope, 2023). 

Next, goals should be set, such as employees attending the office twice a week by six months. HR can send communications addressing FAQs and blockers, preparing for reasonable adjustments. A goal could be for 50% of employees to use the desk booking system within one month, and 100% within two months.

Maintaining momentum is crucial, and this can be done by enhancing the collaboration day experience, such as organizing team lunches or games. Disciplinary procedures can apply to employees not attending the office at least twice a week.

The final step in Kotter’s model is maintaining the change, which can be done by obtaining feedback and assessing employee morale. The L&D team could conduct a follow-up learning needs analysis to evaluate the change’s impact (Indeed, 2022).




8. Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
Organisational change often triggers emotional responses from staff, leading to resistance that can hinder the success of the change project that is being implemented. To address this, businesses can use the Kubler-Ross model or Spencer or Spencer and Adam’s model (Malik, 2022).
The Kubler-Ross model outlines the stages of emotion employees experience when confronted with sudden change, such as a role reassignment or redeployment due to a company restructure (Potter, 2021).
The first stage is shock, this transpires when an employee struggles to accept changes to their roles, often resulting in reduced productivity due to fear of the unfamiliar. Clear communication is essential at this point to help employees understand the future and answer any questions they may have (John, 2021). 
During the denial stage, employees may continue with their tasks while ignoring the significance of the change. Change of circumstance can take time to process and they may need reminders of what has occurred, as they may convince themselves the change will not happen. Reassurance is crucial (UOE, 2023).
Next is the frustration stage, where employees question the reason for the change, leading to a dip in productivity. Anger is a natural response, and management should assist employees with understanding new roles and responsibilities, providing clear communication during this phase.
Following frustration, employees may experience depression, the lowest point in the model, marked by feelings of grief and futility. Reassurance remains vital, management can look to build personalised support plans to help employees navigate their new roles (Chavan, 2022).
In the experimentation stage, employees will try to engage with the change and try to form coping methods for the change of their role. They will begin to explore new ways of adapting to the change, discovering new opportunities and improving productivity. Management should focus on solidifying these changes to prevent employees from reverting to old habits.
During the decision-making stage, employees will likely look for ways to commit to the new working environment and identify new ways of thinking. Employees will decide how to integrate the change to their role into their daily lives. Reinforcement through rewards and recognition can encourage enthusiasm for the new system (Graglia, 2024).
The last stage of this model is Integration. This stage represents the destination to which a business was striving and the employee’s new reality. Stability is achieved but employees could still experience flashbacks of previous stages of this model to find satisfaction within their new role.

9. 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 at work is critical factor that impacts both businesses and their staff. The fact that 47% of organisations still don’t have a wellbeing strategy highlights a gap in recognising and acting on full potential benefits of a supportive work-setting.  

Wellbeing is important as it can lead to things like increased productivity as employees will be more engaged and attentive if they feel good about their place within a business. This can also directly impact on performance within a company (MindWell, 2022). 
World health organisation report states that businesses that implement well-being programmes have an increase of 20% for employee productivity. This is likely due to a reduction in absenteeism which leads to higher quality of labour and increased morale (IGPP, 2024). This will also have a positive impact on business profits. It is estimated that 15% of employees in UK have a mental health disorder and in 2022 MH was used as the 5th common sickness absence reason which amounted to 7.9% of absences. Over the last 2 years this number has quadrupled (MHF, 2023). Providing employees with good wellbeing support will also assist businesses with retention and boosting their reputation. Businesses that did not assist their employees during COVID had 30% of their employees searching for a new job and reduced productivity (McIntyre, 2021). Well-being strategies also help with work-life balance and job satisfaction for employees which will make them more engaged and committed. 

CIPD (2024) stated that an individual’s wellbeing is affected by good work. Good work is fundamental, this encompasses job security, fair pay and development opportunities. Good work can impact wellbeing by providing things like autonomy and control as a flexible working and decision-making arrangements can allow a greater balance to employees professional and personal lives (UoB, 2017). Researchers found that the longer an employee spends in low-quality work, the higher the risk of them having health issues (Tinson, 2020). This shows that good work could impact on wellbeing as prolonged periods at an unsatisfactory role leads to psychological difficulties. Muller (2019) & CIPD report (2024) noted that conflict at work was one of the biggest impacts on employees and all employees have experienced a conflict in 12 months of the survey at least once.
As mentioned previously, work-life balance is a key component of good work. When employees are assisted with this, they will experience less stress and better wellbeing. 
Offering fair pay and job security are key factors of good work as financial insecurity can attribute to stress and poor well-being.  

10. 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 life cycle (ELC) refers to various stages an employee goes through during their time with a business, from the start to the end of their employment. It includes six stages; attract, recruit, onboard, retain, develop and separate. This model is used to understand and improve the experience of employees (Personio, 2021).

During recruitment stage PP are responsible for screening applicants and selecting candidates that can move into interviews with required talents.  PP would look into candidate’s experience which links to the job advertisement and recognise transferrable skills (Indeed, 2023). PP would also have to create a clear and impartial measures for candidates which selection is done within a reasonable time. They will also have to ensure that the applicant system enables screening of applicants without revealing their protected characteristic to ensure fairness. (Verlinden, 2024). PP will have to also ensure that they are transparent throughout recruitment on time-scales and they will have refrain from exaggerating incentives within the business (Fields, 2023).  

The fifth life cycle is development, during this stage PP will have to support the employee through their development and professional growth. PP will have to ensure that they are assisting new members with improving their skill and understanding their jobs. PP will also have to provide career progression opportunities and if they locate any gaps in their knowledge, help candidates with closing these gaps (TMI, 2024). PP will have to ensure that training employees is provided as this has a positive effect on long term engagement. This also gives an aim and purpose to employees. (Indeed, 2024).  PP can also offer free or funded training for their employees. Another way PP can ensure that development is being identified and improved is by offering feedback opportunities via questionnaires (Fields, 2023). 

Lastly, sometimes no matter what an employer does it is inevitable that some employees will separate from the business. However, PP should use this opportunity to receive authentic feedback from employees on how they can improve staff experience for new and existing personnel (Bartram, 2022). PP’s role is to conduct an exit interview to better understand the reasons for turnover. It will also be essential that PP ensure that the employee’s exit positive to ensure that the employee has a optimistic exit as this can help with reputational spread of the company (Stoltz, 2023). Finally, PP will have to ensure that the correct handover and check list is drafted so that the employee has clear exit goals which will assist them both. (Nicholas, 2022). 

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

People practice is (PP) critical when it comes to supporting organisational strategy through strategic aims. PP can do this via vertical integration which focuses on aligning organisational strategy with HR practices and horizontal integration which focuses on ensuring that all HR policies and practices are consistent (Armstrong, 2019). 
PP supports organisational strategy through vertical integration by ensuring that the company has the right employees with the required skills to reach their strategic aims. For example, if a business is looking for expansion and modernisation, HR would look towards developing and engaging talent like technology or AI. If an employer was looking to focus on expanding their employee development, HR would look to support employee development though initiatives (Gonzales, 2018). HR can also do this via performance management systems that assist employees with achieving organisational objectives, for example by setting clear reward systems and career-pathways to drive important conduct to back the organisation’s strategy such as customer satisfaction or innovations. Another example of vertical integration could be change in management. HR ensure that any organisational change such as restructuring can align with the companies’ practices. HR can do this by using models like Kubler ross and ensure that they support employees through the transition with clear communication, training and support they require (Webster, 2023). 
Horizontal integration on the other hand focuses on ensuring all HR practices align with each other, support wider people strategies and help the company succeed. An example of this would be integrating well-being initiatives with business values. If one of their values was to remain flexible and innovative, PP would have to ensure that they are offering working from home or hybrid arrangements to encourage staff to find a good work-life balance (Kehoe, 2021). 
Another way that PP could support wider people strategies is through consistently applying company HR policies. Things like inclusion and diversity is applied consistently through areas like recruitment, development and promotions. PP can ensure that horizontal integration captures fairness and reaffirms the organisational structure. PP will have to ensure that no biasness happens during stages of interview by for example, not giving any protected characteristic information to any of the interviewers to avoid unfairness or human bias. This way HR will also ensure that employees are gained based on their skill sets. (ILR, 2019). 
In conclusion, if vertical and horizontal integration of people practices are done correctly, businesses will be aligned for success and they will thrive by reaching its organisational goals with a supportive framework.  (Rehmani, 2021). 

12. 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)

When a business plans moving from a five-day to a four-day working week, HR has a major role in engaging with management and staff to guarantee the change is well communicated. (CIPD, 2022). 
They can ensure that they are gathering any concerns and ensure alignment across organisational values by using surveys and polls. HR can collect feedback via anonymous surveys to employees to identify their concerns, expectations and any suggestions. This can help the business identify which days off would be preferred and beneficial for all parties (Agenda, 2024). Using surveys and polls for employees and management can have a quick turn around and can identify statistical trends, this can be easily expanded on. HR can repeat this to observe changes in opinions and to identify issues (GPTW, 2024).
HR could engage with managers and staff by conducting focus groups with them. This method is far more interactive and will allow mangers as key stakeholders to explore how the change may disrupt different teams within the business. For example, in a case study with Aeolidia (E-commerce 2024), it was found that some projects found managing their capacity more difficult than others with a shorter week, for example employees with roles in design found their deadlines too short. A focus group could allow the employees to come up with solutions for these issues. During this case study Aeolidia introduced new systems to support different roles with productivity and efficiency. ACAS (2021) also support group meeting or focus groups are a great method of consulting. 
Lastly, PP could use a trial period or a pilot programme before a full roll out of the reduction to a four-day working week. Certain departments can be selected which will apply the four-day work week to test it first, employees and management can provide on-going feedback on their experiences and the business could make adjustments as they go (Indeed ,2024).  During a pilot conducted among 60 plus companies (Christian, 2023), they were able to find positives of the change such as better work-life balance and a lower burn out.  They were able to identify businesses for which this change did not work as they couldn’t afford to keep staff off for an additional day. HR would have to ensure that they have regular check-ins with staff to keep track of success and gather data on productivity and harmful impacts on profits. This will ensure that they are considering both the business needs as well as employee needs (UoX, 2022). 
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