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)
There are a wide variety of organisational structures that can be implemented. A significant distinction between types of structures is whether they are arranged hierarchically (divisional) or non-hierarchically (matrix). Some having clear levels of authority and control, while others are more flexible with shared power and decision-making (Tingsager & Smith, 2022 in Taylor & Woodhams, 2022).
Large, multi-region organisations often adopt a divisional structure, a hierarchical model in which each department has defined authority and control over specific objectives (CIPD, 2023). This approach allows rapid responses to market changes (Taylor & Woodhams, 2022). Divisional structure promotes communication between teams and offers more flexibility to address local needs. By providing each department with its own resources and performance measures, it can also improve accountability and streamline decision-making (Mullins, 2023). 
A disadvantage of a divisional structure is that resources are sometimes duplicated across departments, increasing expenses (Kew & Stredwick, 2016). Additionally, divisional structures can foster a silo mentality, where departments focus on their own objectives and potentially undermine the overall vision of the organisation. Moreover, it can also be difficult to keep the brand consistent across multiple regions if different departments don't work well together (Beevers et al., 2021). 
In contrast, a matrix structure is more non-hierarchical, promoting flexibility by bringing together the specialists from several departments who work together on projects (Armstrong, 2020). This type of structure is effective in fast-paced settings such as healthcare, where pooling resources and knowledge are critical. Multidisciplinary teams come together to ensure patient care is in line with healthcare objectives (Beevers et al., 2021a). This can be advantageous as sharing knowledge across specialities can promote creativity and allows for better use of resources (Mullins, 2023). 
Despite these benefits, a divisional structure facilitates certain drawbacks and challenges. One disadvantage is delays can occur as employees are often required to report to multiple managers. This can often cause confusion with employees having to balance competing priorities (Buchanan & Huczynski, 2023). In addition to this, there is the possibility of disagreements between managers who exhibit distinctive styles of leadership. Employees can be faced with conflicting expectations. This runs the risk of impacting employee and team morale, lowering productivity and heightening stress among employees (CIPD, 2023). Having reduced job satisfaction can have a ripple effect, often resulting in increased employee turnover. A matrix structure therefore requires an organisational culture that promotes teamwork, effective communication, and clear leadership to avoid misunderstandings and support employee well-being (Marchington et al., 2021).
When organisations understand the unique qualities, differences, and occasional overlaps of the structures, they can effectively select a structure that aligns with their strategic goals and operational requirements (CIPD, 2023).
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)
Organisational strategy specifies the goals an organisation aims to achieve (Buchanan and Huczynski, 2023). Swansea Bay University Health Board’s (SBUHB) strategic approach to customer service ensures that its services meet the needs of those who seek healthcare services, being its patients and their families (SBUHB, 2024). SBUHB’s long-term strategy, supported by its People Strategy 2024–2029, designed to position the Health Board as a high-quality organisation by 2034. Shaped by feedback from over 1,400 stakeholders, including patients, the public, and staff, ensuring a customer-centred approach that aligns with patient needs (SBUHB, no date).
Part of SBUHB’s strategy is to use regular SWOT analysis. SWOT is an acronym for Strengths, weaknesses, opportunities, and threats (CIPD, 2024). SWOT analysis is an important part of SBUHB's strategy since it allows evaluation of their own advantages, disadvantages, opportunities, and threats. This strategic tool helps aid with decisions around resource and service improvements.  During high demand for specialised care, healthcare providers may prioritise recruiting specialised staff to ensure that patient needs are met, minimising the need for private healthcare (Armstrong & Taylor, 2020). The Health Board can proactively anticipate and respond to external changes that could impact care delivery by using PESTLE analysis, which evaluates Political, Economic, Social, Technological, Legal, and Environmental factors to identify potential risks and opportunities (CIPD, 2024).
Healthcare providers must be able to adapt to continually changing public health needs and new regulations without compromising service quality (Armstrong & Taylor, 2020). This aligns with CIPD's guidance on managing internal and external performance factors using strategic tools (CIPD, n.d.).
The success of strategy implementation depends heavily on employee engagement. SBUHB places a strong emphasis on nurturing a motivated workforce. This is critical in healthcare, where employees are central to meeting patient care goals. Through the provision of continuous learning and regular updates, SBUHB ensures its workforce stays aligned with strategic goals. As Marchington et al. (2020) note, an engaged workforce enhances strategy implementation and operational performance. A well-structured approach to communication and training ensures that staff understand their roles and responsibilities, which is essential for the successful implementation of strategies (Kew & Stredwick, 2016). Furthermore, consistent training is essential for employees to effectively respond to the dynamic healthcare environment and meet patient needs (CIPD, 2024). Feedback from both patients and staff allows SBUHB to assess its effectiveness and refine its strategy based on evidence-based practices. Performance reviews and the use of reliable data help ensure that organisational strategies remain aligned with evolving patient and healthcare needs (Armstrong & Taylor, 2020).

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)
Financial pressures are a constant challenge for SBUHB in delivering healthcare services while ensuring financial sustainability. The Health Board’s priorities include managing resources effectively and finding new ways to meet service needs within tight budgets. While SBUHB does not rely on loans, its operating costs are affected by interest rates. Inflation is putting significant pressure on organisations funded by the Welsh Government, like the NHS, as it reduces the real value of their budgets. With rising costs for goods, services, and wages, the money allocated does not stretch as far as it once did. This makes it more difficult to maintain existing levels of service and meet operational needs. As a result, careful financial planning is essential, and there may need to be a focus on prioritising spending to ensure essential services are not compromised (BMJ, 2023). As Mullins (2023) suggests, effective resource management is critical for sustainability, especially in sectors like healthcare, where resources are always under pressure. 
Inflation has driven up medical supply costs, placing additional strain on hospital budgets. Rising inflation has influenced organisations to adjust wages in response to cost-of-living pressures (CIPD, 2023a). Increased construction costs have been identified as a factor contributing to delays in major public construction projects (Beevers et al., 2021g).
In line with the NHS Wales Decarbonisation Plan, SBUHB aims to save costs by implementing sustainable procurement practices and energy efficiency (Welsh Government, 2021).
The challenges faced by the Health Board can be better understood through the PESTLE tool, which helps to identify external factors that influence decision-making, (Buchanan and Huczynski, 2023). 
Political factors, such as the Quality and Engagement (Wales) Act 2020, demand high care standards despite funding limitations (Welsh Government, 2020). Recent economic difficulties like Brexit and the crisis in Ukraine have affected supply chains and raised energy costs, putting further strain on resources (CIPD, 2023b). Socially, the growing demand for mental health services, driven by financial pressures, is putting even more strain on already stretched resources, highlighting the need for immediate focus on workforce capacity and service delivery. Legally, SBUHB must ensure compliance with relevant regulations and standards to safeguard patient safety, which requires adequate resources and effective management (Welsh Government, 2023. Technologically, SBUHB continues to invest in digital solutions to streamline service and environmentally (SBUHB, 2023) The Health Board is committed to the NHS Wales Decarbonisation Plan (Welsh Government, 2023).
SBUHB’s current priorities include optimising its budget, maintaining service quality, and investing in sustainable healthcare and digital solutions to reduce resource pressures (Swansea Bay University Health Board, 2024). In response to financial challenges, the Health Board has invited staff suggestions on how to reduce waste and improve efficiency, demonstrating its commitment to long-term sustainability without compromising patient care (Swansea Bay University Health Board, 2024).

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)
Peter Cheese’s statement underscores the need for responsible AI use in today’s workplaces, especially as AI starts to shape job roles and influence recruitment and workforce planning (CIPD, 2024). According to a recent GOV.UK report (2024), AI is also changing the job market itself, leading to shifts in skill requirements and new job structures as organisations increase their use of these tools.
While SBUHB does not currently use AI in hiring, it is widely recognised that AI has the potential to increase productivity, improve decision-making, and enhance the candidate experience in recruitment processes (Harver, 2023). Automation is one a major benefit AI has to offer within the recruitment process. Through streamlining time-consuming processes such as application screening, shortlisting, and interview scheduling, AI frees up time for other priorities (CIPD, 2023). AI may also be able to identify trends linked to successful applicants, which would increase data-driven hiring providing people professionals with a forecast of future hiring requirements that align with workforce planning strategies (CIPD, 2023). Chatbots are one way AI could be used to answer candidate questions instantly, which would reduce waiting times and improve their experience (Smith et al., 2023).
However, while AI has many benefits, it also brings up concerns around fairness and diversity. Without careful oversight, AI systems might accidentally reinforce existing biases, which could affect diversity by favouring certain types of profiles (CIPD, 2023). Since diversity is key to creating an inclusive and dynamic workplace, it’s important to keep a close eye on how AI is used. As suggested in CIPD (2023), AI can improve recruitment by making it more objective, but it's crucial to manage these systems carefully to avoid any unintended bias. Beyond recruitment, AI’s impact extends to employee well-being and organisational culture. While AI can improve efficiency and decision-making, it may also place new pressures on employees who need to adapt to these systems, potentially affecting job satisfaction and work-life balance (CIPD, 2023). According to Armstrong (2020), responsible management of technology is essential to prevent burnout, particularly in high-pressure fields like healthcare. AI tools can help applicants refine their CVs and get ready for interviews, making the process easier for them. But this can create challenges for hiring managers, who may find it harder to assess candidates when responses sound generic. AI works best when combined with human judgment, letting managers spot qualities like creativity and personality that technology might overlook.
As organisations like SBUHB explore AI’s potential, people professionals need to balance the advantages with ethical considerations, actively monitoring its effects on recruitment practices, workplace culture, and employee well-being (CIPD, 2023).

Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)
Understanding organisational culture is crucial for achieving a positive work environment (CIPD, 2022a). A culture that values diversity and inclusion bring together a range of perspectives and ideas, helping organisations become more adaptive and innovative (CIPD, 2021)
Charles Handy’s model of organisational culture outlines four distinct types: Power, Role, Task, and Person cultures. Power culture: usually controlled by a strong leader and decisions are made quickly. This culture is typical in smaller businesses where quick thinking and adaptability are essential (Handy, 2020). Unlike power cultures, role cultures are more hierarchical, where authority comes from position or status rather than personal influence Beevers et al. (2021). Role cultures offer efficiency and stability, but often makes the organisation slower to respond to change (Beevers et al., 2021). Task culture focuses on teamwork and problem-solving, with authority resting on expertise rather than hierarchy (Waite et al., 2021). This is particularly effective in project-based organisations where creativity and collaboration are key to success. Finally, person culture values individual autonomy and is often seen in professions like law, where the organisation acts more as a platform for personal success (Handy, 2020).
David Rock’s SCARF model looks at the social and emotional factors that shape behaviour at work. It focuses on five key areas: Status, Certainty, Autonomy, Relatedness, and Fairness, all essential for motivating and engaging employees (Rock, 2008). Status relates to how individuals perceive their position in relation to others, while certainty refers to the need for predictability in the work environment. Autonomy involves the ability to make decisions and take control, while relatedness reflects a sense of belonging and being connected to others. Fairness encompasses the need for equitable treatment (Rock, 2008). These factors play a big role in employee satisfaction and performance. When SCARF conditions are positive, they boost motivation and engagement; but when these needs aren’t met, it can lead to stress and disengagement (CIPD, 2020). An organisation might apply the SCARF model to improve its feedback process, making sure employees feel recognised (status) and know what’s expected of them (certainty). Giving employees more decision-making power can enhance autonomy, while team-building activities can strengthen their sense of connection (relatedness). Policies that ensure fair treatment address fairness concerns, creating a more supportive and engaging workplace.

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) 
Employee development plays an important role in shaping the culture and behaviour of an organisation, influencing how people connect, improve, and contribute to its success (CIPD, 2023). When development opportunities are aligned with organisational goals, they help reinforce a positive culture (NHS Wales, 2021). These opportunities also enable employees to develop the skills and behaviours that promote trust, teamwork, and continuous improvement across the organisation (CIPD, 2021)
When development opportunities align what was promised during recruitment, it helps build trust and a culture of continuous improvement (CIPD, 2022). Taylor and Woodhams (2022) highlight the importance of hiring candidates who not only meet the job criteria but also share the organisation's values. For SBUHB, it's essential to clearly communicate development opportunities to avoid setting unrealistic expectations that could lead to dissatisfaction. If recruitment promises don’t align with actual development opportunities, it can damage trust and engagement, ultimately affecting retention and morale (CIPD, 2020).
When development activities align with the needs of the company, they contribute to creating a culture where employees feel valued and supported (Armstrong, 2020). For example, SBUHB’s professional development schemes align with Handy’s (1993) task culture, promoting collaboration and teamwork. By giving employees clear paths for growth, SBUHB makes sure their employees feel supported in their efforts to improve their skills in line with the Health Board’s objectives. 
Managerial support is also vital to employee development (CIPD, 2021). Some managers may hesitate to encourage growth due to concerns over losing talent. However, a developmental culture requires managers to actively support their teams’ growth (Rees and French, 2020). Ensuring that managers at SBUHB are aligned with the organisation’s development goals helps promote a nurturing environment, where staff feel encouraged to take ownership of their professional growth.
SBUHB’s inclusive development efforts help create a culture where everyone feels valued and included. Providing equal access to development opportunities for employees of diverse backgrounds not only supports diversity but also builds a culture of mutual respect and collaboration (CIPD Good Work Index, 2024).

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) 
Kotter’s 8-Step Change Model offers a structured way to manage change. With transitioning employees from remote work to a hybrid model, engaging employees from the very beginning is beneficial and CIPD highlights that clear, targeted communication reduces resistance (CIPD, 2023).
Given that employees are used to working remotely, it is important to instil a sense of urgency. The benefits should be communicated, such as face to face interaction and collaboration along with career development (CIPD, 2021). 
Including seniors from other departments helps to assist the transformation, ensuring the transformation benefits everyone, listen to employee worries, and help to promote the change.
The next step, developing a vision and strategy. Addressing expectations, such as mandatory office days and flexible options. Transparent communication here helps employees understand the practical benefits and goals of the change (CIPD, 2022).
Communicating the vision effectively is critical, with line managers playing a key role. The CIPD emphasises that managers should encourage open conversations, address concerns, and highlight benefits to ease any uncertainty among employees (CIPD, 2021).
To remove obstacles, it’s important to address potential barriers that may prevent employees from coming into the office, such as long commutes or limited parking. Providing practical solutions like flexible working hours can greatly support employees. Armstrong and Taylor (2020) highlight that these kinds of resources help employees feel more confident and comfortable as they adjust to the hybrid work model. 
Another important step is to highlight and praise any early successes from being in the office, such as stronger teamwork or improved collaboration. This helps highlight the benefits of the hybrid model and boosts overall motivation. 
Build on early successes to keep the momentum going and make further improvements to support the hybrid work model.
Finally, instilling the change in the organisation’s culture makes it sustainable. Reinforcing hybrid work’s benefits through meetings, performance reviews, and feedback sessions helps embed the model long-term (Kotter, 2014). Regular feedback opportunities allow adjustments to be made and show employees that their input is valued.
Following Kotter’s steps, along with CIPD’s focus on engagement and communication, can ensure a smooth and positive transition to hybrid work that supports both employee needs and organisational goals.
Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
Emphasising the emotional stages people go through, the Kubler-Ross change curve offers insight into how individuals perceive change and enabling organisations to guide employees through the emotional journey of change. Waite et al. (2021) describe five key stages: shock and denial, anger, bargaining, despair, and acceptance. Originally created to explain the stages of mourning, this model has been adapted to organisational change, showing that people's responses to transitions can be similar to their reactions to major losses (Elizabeth Kübler-Ross Foundation, 2024).
The change curve highlights how individuals may navigate these stages. CIPD resources stress the importance of tailored communication and regular check-ins to support employees through these stages and prevent frustration (CIPD, 2023b). For example, initial shock or denial during restructuring often stems from uncertainty. This phase may shift to anger if the change disrupts routines. Leaders should ensure communication is specific to each stage, as repeating the same details can increase frustration.
As people adjust, their initial positive views of change can turn more sceptical, showing the importance of setting realistic expectations and avoiding over-promising. Focus groups and informal discussion sessions give employees a safe space to share concerns, helping reduce feelings of isolation and offering emotional support. The CIPD’s ‘Enabling Change’ video highlights how this model fosters smoother transitions and boosts engagement when people professionals shows empathy at every stage (CIPD, 2024).
One of the main strengths of the Kübler-Ross model is its predictability, which helps managers anticipate and respond to employees’ emotional reactions. Taylor (2022) recommends providing psychological support during change planning to reduce resistance. However, critics argue that the model can oversimplify emotions, as people might skip stages or move back and forth between them (CIPD, 2023a). Adapting responses to each employee's stage of development can lead to better outcomes, as it helps them feel both informed and valued (Blanchard & Johnson, 2021).
Finally, being ready for change is key to how transitions are experienced. Rafferty et al. (2013) note that readiness involves both mental and emotional factors, along with how employees perceive the support from the organisation. Without planning, miscommunications or personal agendas may cause resistance to increase (Buchanan and Huczynski, 2019). Building trust and communicating effectively promote acceptance, making sure staff members feel encouraged and supported. 





The CIPD’s Health and wellbeing at work survey 2023 found the percentage of organisations that have a standalone wellbeing strategy has risen from 40% in 2018 to 53% in 2023. Although the percentage has increased, this means that 47% of organisations do not have a standalone wellbeing strategy. Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5) 
The importance of wellbeing at work is clear, yet it remains complex to measure and define precisely. The CIPD’s Health and Wellbeing at Work Survey (2023) shows that while 53% of organisations now have standalone wellbeing strategies, a significant 47% still do not. Wellbeing is vital for individual performance and organisational success, affecting engagement, satisfaction, and health (CIPD, 2023). However, turning wellbeing into practical and measurable initiatives can be challenging, especially when it comes to making sure they match employee expectations.
The uncertainty around what "wellbeing" truly means in a workplace context is a major challenge. As Suff (2023) discusses, organisations must clearly define terms, ensuring consistency between what they intend and how employees interpret it. "Work-life balance" might be understood by employers as offering flexible hours, but the flexibility employees need might not align with what’s on offer. Without clear alignment, wellbeing initiatives may end up being ineffective, wasting resources on benefits that don’t truly add value. Therefore, it’s essential to assess these initiatives for their relevance and impact on employee needs (Suff, 2023).
Measuring wellbeing is challenging because it’s subjective and covers many factors such as mental and physical health and job satisfaction. Unlike people practice measures such as employee retention, the benefits of wellbeing are difficult to quantify. However, regular feedback and surveys offer valuable insights into what employees truly care about, helping to refine and improve wellbeing programs (CIPD, 2023). By tailoring wellbeing strategies based on employee feedback, organisations can better meet employee needs.
The Good Work Index (CIPD, 2024) offers a useful framework for organisations aiming to create wellbeing-focused initiatives, focusing on job security and growth opportunities. This aligns with Vroom’s (1964) Expectancy Theory, which suggests that employees are more motivated when they can see clear rewards for their efforts. By aligning wellbeing initiatives with the principles of "good work," organisations can promote both employee satisfaction and wider business objectives (CIPD, 2024). 

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)
The employee lifecycle consists of six stages: attraction, recruitment, induction, development, retention, separation, and post-employment engagement (CIPD, 2021). Each stage is interconnected, with one influencing the other and shaping the overall employee experience (CIPD, 2020). A strategic people practice approach links recruitment, development, and retention to business goals, enhancing employee engagement and supporting long-term success (CIPD, 2021).
Ineffective recruitment can often result from challenges in earlier stages like development or retention, leading to unnecessary recruitment cycles and wasted resources. This underscores the importance of aligning people practice strategy with organisational goals, rather than relying on disconnected processes that reduce impact (Armstrong & Taylor, 2020). In the recruitment stage, people practices focus on hiring individuals who align with both the culture and strategic needs of the organisation. Effective recruitment should be closely aligned with development pathways. When there is poor alignment, such as hiring candidates without clear career support, it can lead to turnover due to unmet expectations, especially evident in programs like graduate training (CIPD, 2020). Instead of hiring only to satisfy short-term headcount needs, Taylor and Woodhams (2022) contend that people professionals should actively evaluate skills shortages and make sure each hire fits the organisation's changing needs.
The development stage nurtures employees’ skills to meet organisational and personal goals. With people practice support, L&D teams offer development opportunities that match employee ambitions with organisational objectives. A well-structured development program increases engagement and reduces turnover. CIPD’s People Profession 2030 Future Trends Report underscores the importance of embedding technology and modern learning methods to meet employees’ expectations for growth, thereby supporting retention and job satisfaction (CIPD, 2024).
The retention stage is essential for keeping skilled employees, but it’s heavily influenced by earlier stages of the employee lifecycle (People Managing People, 2023). For example, if new hires aren’t given adequate support and growth opportunities, they may become disengaged, which can weaken retention efforts over time. Effective retention strategies focus on open communication and aligning roles with employees’ strengths and career aspirations, which fosters a sense of purpose and belonging (CIPD, 2021). Transparent communication around career development and performance expectations also supports retention, as it ensures employees feel valued and understand their path within the organisation. These aspects are highlighted in CIPD’s Good Work Index (2024), which identifies the importance of meaningful work and growth opportunities for long-term engagement.

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 practices, including policies and procedures for areas like recruitment, learning and development (L&D), performance management, and employee benefits, are structured to support and align with an organisation’s overall goal. According to Armstrong and Taylor (2020), People practice’s role has shifted from being just a supporting function to becoming a proactive and strategic contributor to business success. This alignment is achieved through:
Vertical integration – This is where policies and procedures are directly connected to the organisation’s core objectives, Armstrong, M., & Taylor, S. (2020). By linking its people practices to these goals, the organisation is able to move forward. For example, in the NHS, budget constraints often require prioritising clinical roles over clerical and administrative roles. This is currently evident with the implementation of a recruitment freeze on non-clinical roles, ensuring that limited resources are used to keep essential services operating within budget. This workforce planning allows support with both financial and operational targets, helping the NHS meet its needs without overspending (Farnham, 2015).
Horizontal integration – This approach aligns policies across different people practices functions, such as recruitment, L&D and employee benefits, ensuring each area reinforces the same overall goals (Taylor, S., & Woodhams, C. 2022). This creates a consistent approach across the organisation and ensures that all departments are moving in the same direction (Taylor & Woodhams, 2022). When employees and managers see how their individual roles contribute to these larger objectives, they are more likely to engage with processes, seeing them as valuable rather than just administrative tasks (CIPD, 2020). This alignment also allows for better collaboration between different areas; for instance, with selective recruitment being paused, the L&D team can identify and address skills gaps by focusing training on areas that need support. This allows the organisation to build necessary skills without the added cost of hiring new staff (Marchington et al., 2020).
Overall, by integrating people practice policies vertically and horizontally, not only are operational needs met but also directly contributes to the organisation’s strategic and financial goals. This makes people practice a central part of organisational success, as it helps align people practices with both the immediate and long-term priorities of the organisation.

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)
To successfully transition to a four-day work week, the people function should involve managers and employees in the consultation process as much as feasible. Employees are more likely to accept and adjust positively to change if they feel involved in it and understand why it is happening (Taylor & Woodhams, 2022).  Employees may express their concerns and remove any opposition early on thanks to open and continual communication. Transparent communication enables people practitioners to make effective decisions that include both the organisation's goals and their employees' well-being (CIPD, 2022).
Focus groups are an effective technique to understand how different teams perceive the change. Allowing team members to share their perspectives on topics such as workload and work-life balance. These group conversations offer honest feedback; nevertheless, focus groups take time and may not capture everyone's point of view, therefore it is beneficial to use other methods in addition to them. (Marchington et al. 2020).
Surveys are another alternative because they allow practitioners to rapidly and affordably collect feedback from a bigger group. Because surveys are anonymous, employees are more inclined to respond truthfully. However, surveys may not provide detailed responses, therefore practitioners should supplement with interviews or small group discussions to delve further into more difficult issues (Armstrong, 2023).
Manager workshops are vital for addressing any senior-level concerns. Managers will be responsible for executing the change, so workshops can teach them how to successfully support their staff. Managers can share difficulties and learn ways to sustain productivity even with a reduced work week during these workshops. This increases managerial commitment, which is critical for a successful transition (Horn, 2009).
Finally, people practitioners can implement continuing feedback mechanisms, such as suggestion boxes or regular check-ins, to allow employees to continue sharing their opinions after the change begins. This strategy demonstrates to employees that their feedback is valued and that the business is committed to addressing issues as they arise. Creating an environment in which employees feel comfortable providing feedback is critical to a successful transition (Taylor & Woodhams, 2022).





