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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)

A divisional structure is when organisations structure into different sectors based on products, services, or even a geographical location (Ellis, 2023). This is mainly seen in larger organisations, for example Admiral Group. Admiral Group has divisional structures split into home insurance, pet insurance, car insurance, along with structures internationally in countries such as Canada, India, and Spain. 

One positive aspect of using a divisional structure is that it gives businesses more control over decisions, Gillikin (2019) develops this to suggest that decisions within a divisional structure are stronger because they are made by people who understand the specific needs of the area, or geographical location. In addition, it also provides organisations with the flexibility to experiment with new ideas, be innovative, and ensure solutions are tailored to both customers needs, and local markets (Johnson and Davey, 2019). Mangtani (2024) develops this to suggest that divisional structures can help talent management as it allows the divisions to really focus on retention, providing opportunities for development, and upskill the workforce to manage any upcoming challenges. However, one main drawback of divisional structures are the costs. Having divisions means that each one will require their own team and resources, which not only leads to higher costs, but also risks duplication of work across the wider organisation (Brooks, 2018). Another drawback of divisional structures is the lack of collaboration and increase in rivalry across divisions. Miller (2021) argues that each division should aim to work to the same overall goal, however, instead the structure creates a rivalry and a lack of communication, which can lead to a loss of focus across the wider organisation. 

Another type of organisational structure is a matrix structure, this is where structures overlap and individual employees can report into two or more managers, this being their divisional manager, and a functional manager (project manager). The reasons behind organisations choosing this structure is to ensure collaboration across the whole organisation, as well as within the divisions.

According to Watkins (2024), matrix structures are a benefit because they allow for stronger employee development, given the communication and collaboration across teams. For example, individuals do not only work within their functional area (e.g HR), but also within project areas. This allows them to develop their skillset and creates resilience across the workforce (Hall, 2013). However, Mukherjee (2005) would disagree and argue that if staff are reporting to more than one manager, it can lead to frustration, confusion, and uncertainty around specific job responsibilities. Logemann (2023) further develops this to suggest that individuals in a matrix structure often struggle to divide their focus between organisational and project goals. Mukherjee (2005) and Logemann (2023) both agree that the difference in measuring success between managers in this structure can lead to an increase in workload, and eventually burnout. 

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)

Admiral Groups strategy focuses on 3 areas, business diversification, motor evolution, and Admiral 2.0 (Admiral Group, 2024). To ensure this strategy meets the aims of the customers’ needs, they will have gone through a rigorous process. It is important to note that strategy development can vary significantly from one organisation to another, however, there are three general stages that organisation will go through; Analysis, Development, and Implementation.

During the analysis stage, Admiral may have considered analysis tools such as PESTLE or SWOT. For example, a PESTLE analysis will consider the political, economic, social, technological, legal, and environmental factors. This approach is mainly outward looking and focuses on the wider business environment where Admiral can anticipate any business threats, or opportunities (Battista, 2024). For example, Admiral may consider the technological developments in reporting car telematics and need to address potential skill gaps in digital technology, or they risk falling behind competitors.

The development stage is when senior leaders across Admiral consider the analysis and decide which strategic direction to go in. For example, if stage one highlights technological developments within the insurance industry as a trend, they will need to train, develop, or recruit new staff to be able to cope with the demand. 

The implementation stage is where the strategy sets out what it aims to achieve. In the case of Admiral, customers are at the hear of what they do and they aim to ensure business diversification. This means providing excellent customer experience, organisation resilience, and enriching proposition beyond only motor. This shows that Admiral recognises the opportunity beyond motor insurance and is looking to brand out into other areas, this is seen through the multi-car policy where customers can insure their car, pet, home and car, all in one place. This would require the upskill of staff in new market areas, along with the recruitment of new staff to be able to cope with the new demand. 

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)

According to the Bank of England (2025), the current interest rate across the UK sits at 4.5%. Following the impact of covid, interest rates started to increase in 2021 in an attempt from the government to reduce inflation (Bank of England, 2025). If interest rates continue to reduce in the rate they are, the interest rate will decline, on this basis, it would seen the interest rate is expected to reduce over the next few years.

Higher interest rates can provide challenges for organisations as they will need to manage the rising cost of labour and resources with trying to be competitive in a market where people have less to spend (British Business Bank, 2025). For example, Admiral Group need to balance the rising cost of insurance with the fact that consumers have less money, and therefore may not be able to afford the additional costs. 

In terms of inflation, this is currently sat at 2.5% across the United Kingdom with plans to bring this down to 2% in the short term (Bank of England, 2025). An increase in inflation means the cost of living is going up not only for consumers, but businesses too. According to Cotton (2023), more employees are struggling to pay their bills due to the increase in inflation rates, this leads to a rise in money worries and stress on employees. However, despite the cost of living declining gradually, products and services are still costing more than they have done before. For example, due to inflation Admiral Group have increased salaries for their workforce, and in turn, increased their prices for consumers. 

As a result of inflation and the interest rates, businesses are faced with employees that have less disposable income and an increase in debt levels (NatWest, 2023). Remote working is one priority for organisations to support their employees during times of high costs and less disposable income. Gaskell (2023) argues that remote working reduces the pressure for employees by allowing them to save on travel expenses, lunch, and giving them more time at home. In addition to this, Gaskell (2023) suggests that businesses also benefit from remote working as they save on operating costs. Furthermore, Young (2024) support the introduction of remote working by suggesting not only does it help to reduce operational costs, it also allows organisations to cast their talent pools further to recruit easier. This means businesses can attract talent quicker and avoid higher costs of failing to recruit. 

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)

According to Mohdzani (2024), there are many ways in which AI and other technologies change how people work, these should be used to enhance work, and not replace it. The media usually focus on the impact these technologies will have on people’s jobs or question their capabilities, however, Russell (2020) suggests there is an argument that AI can create new jobs, transfer tasks or allow work to be carried out remotely. 

AI’s integration within the workplace significantly impacts work dynamics by increasing efficiency, reducing costs and driving innovation. However, AI also raises challenges within the workplace, including job displacement due to some roles being no longer required. It is important for workplaces to upskill and reskill their employees to be able to work alongside AI platforms (Tamayo, et al., 2023).  

Within recruitment and HR, AI and technology can support with collecting and analysing data along with automating candidate responses. For example, Admiral currently use AI to create customisable workflows that applicants progress through allowing them to receive regular updates and outcomes based on the status of their application. This means that applicants can move from applied, to reviewed, and to interview without any human interaction. However, whilst this may raise the question around the need for recruiters, McCann (2024) suggests AI applicant tracking systems should only used by recruiters to simplify the start to end hiring process, which in turn increases productivity and reduces the likelihood of human error. 

As a result, AI is a great tool to enhance work and automate some of the basic tasks for employees, which allows them to spend more time on the things that matter, or that they enjoy, thus leading to a happier workforce and better performance (Shen and Zhang, 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 focuses on four types of culture found within the workplace. It provides insight into how businesses interact with their employees and stakeholders, along with how they operate (Freedman, 2024). 
The first culture is power culture, this is “top-down approach” is where major decisions are usually made by a single, or very few individuals. These individuals are responsible for delegating tasks and responsibilities to other employees, of which they usually want quick results (Freedman, 2024). The second culture is role culture, this is where employees are delegated roles and responsibilities based on their skills, specialisms, and job descriptions. This culture is normally run in a strict manner, and due to the lack of freedom to outside of job descriptions, it can cause business problems with adaptability (Vitasek, 2023). Thirdly is task culture, this is where teams are formed to achieve a result and the end. This often encourages collaboration and engagement, however staff must be motivated and open at all times (Vitasek, 2023). Finally, person culture is where culture focuses on the individuals and aims to ensure the workforce is happy. This is done by being value-orientated and people-focused.

According to Rock (2008), the ‘SCARF’ model argues that there are five key factors that influence how people feel and behave within a team. The five main domains are status, certainty, autonomy, relatedness, and fairness. Status is about how individuals feels in a group, they want to feel important. If they don’t feel important or appreciated, they end up feeling less valued and less secure which can cause behavioural changes (West, 2024). Certainty is about predicting the future, for example, knowing the outcome of an action or problem. When individuals don’t know the outcome, or last minute changes effect the outcome, they can become stressed and anxious (West, 2024). Autonomy refers to the control individuals have over themselves, they more they feel in control, the calmer they are. If they feel controlled by others, it can trigger negative feelings and behaviour. Relatedness considers the safety individuals feel to those around them, if friends or colleagues align objectives to theirs, they feel safe and secure. If people around them are rowing in difference directions, it can cause negative behaviour changes. Lastly, fairness looks at the justice in what is happening around individuals. For example, if colleagues are rewarded for good work, then all is well. However, if bad behaviour goes unchallenged, it can cause individuals to feel a sense of injustice and unhappiness. 

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)

There are two main stages to employee selection, these are shortlisting and assessment. If these are done correctly, there can be significant benefits to organisational culture, and behaviour (McCartney, 2024). 

Two main aspects of the culture at Admiral are communication, and equality (Admiral, 2025). During the shortlisting process at Admiral, all candidates are told what to expect from the recruitment process, the timelines required, assessments that need completing, and what technology will be used. This process displays the culture of open communication from the start and sets expectations for potential candidates looking to join Admiral. Those candidates who feel communication is too much, and the culture isn’t for them, may withdraw. Whilst this may seem like a negative, if Admiral appoint individuals who do not fit the culture, this could negatively impact the organisational culture going forward. Martins (2024) supports this to suggest having the right cultural fit preserves the current culture, minimises recruitment costs, maximises productivity, and positively impacts the current workforce. McCartney (2024) further supports this to suggest that whilst assessments during shortlisting should be treated fairly, and decisions made on ability, cultural questions are very important. 

In terms of equality at Admiral, the recruitment process is designed to reduce potential bias in ensuring equal outcomes for all candidates. To champion an equality culture, Admiral uses anonymous hiring to ensure unconscious or conscious bias is removed from the process. Stanier (2021) shows that during a study, 50% of women were more likely to advance to interview stage, whilst also increasing the likelihood for those individuals from other ethnic origins. This allows for a more diverse workforce, and culture. 

As a results of the recruitment and selection process, Admiral can ensure that not only do successful candidates meet criteria for the role, but they also align to organisational culture. Walters (2024) argues the successes of recruitment and selection on organisational culture can increase job satisfaction across the workforce, improve performance, increased retention levels, and increased respect for the organisation.

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 created an eight-step change framework for implementing and managing change within the workplace. When considering a change from remote working to hybrid-based working, this framework will help to ensure a seamless process and calmness across the workforce. 

The first step is to create a sense of urgency, the organisation needs to show the workforce why the change is needed and highlight the benefits of hybrid-working. Bell (2024) argues that this stage can consist of honest discussions, and support from external stakeholders to add weight to the case. The second stage is to build a coalition, here the organisation should bring people together from different areas of the business at all levels to promote the transition. They will be responsible driving the change and supporting their employees. Next is to form a vision for change, this is where a clear picture of how hybrid working will impact the business is portrayed by the organisation. This helps to ensure employees expectations are managed and they trust the process. Next is to ensure communication is given out in multiple channels to promote the benefits, reasons for change, and address employees’ concerns. This should help to remove barriers and gain further momentum. Next is to generate short term wins, not only would these give the workforce a taste of success, but it helps to ensure employees are kept motivated and driven by the process. The penultimate step is to build on the change by continuing even after initial successes. Bell (2024) suggests that many projects fail because victory is declared too early, so whilst employees may like the hybrid approach to start, the organisation must ensure they don’t revert to wanting remote working again. Employee feedback is a great way to highlight the feeling amongst the workforce at this stage to ensure change can be built on. Finally, the organisation will need to institute change by embedding within the company’s culture. For example, this can be done through role modelling by senior leaders, updating policies and continuous employee feedback and engagement.  

Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)
The Kubler Ross Change Curve is a coping cycle that is created on the experiences of loss and grief which can be used by organisations when implementing change (Reiling, 2022). Banks (2022) states that in order for a business to grow and develop, it has to go through change and understanding how their workforce experiences change is important. There are five stages within the Kubler-ross change curve, denial, anger, bargaining, depression and acceptance. Organisations may find that individuals revisit various stages of the process throughout the change, it does not mean that individuals flow from stage 1 to stage 5. 
The first stage is shock and denial, where employees may resist any changes or believing the change is temporary or will not affect them, for example moving to office-based working. The next stage is anger and depression, at this stage organisations may find employees become more frustrated as the change is implemented. This can lead to complaints and questions about why these changes are happening, they may look to other organisations who still offer remote working. As the anger wears off, they move into depression and bargaining which is the lowest point of the change curve as they feel they have no option but to accept the change. After hitting a low, the next step is acceptance, this is when employees accept the change and new thoughts emerge around new opportunities and relief that change has been survived. As individuals progress through this stage, their mood improves as time goes on, but it is important for organisations to ensure communication is maintained at all times. 
There are potential issues with the Kubler-ross model as it is assumed individuals all move through the stages together during change, however, Manion (1995) argues that over half of the workforce stay on denial and anger for a sustained time and so as change progresses, the workforce doesn’t move with it. Dent & Goldberg (1999) would argue that line managers play a crucial role in managing staff through these stages and in doing so, can move the workforce through the stages together.
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)

Employee wellbeing is an individuals function and impacts their whole experience at work. Furthermore, employee wellbeing and mental health is essential for businesses to attract and retain talent within a competitive market (McIntyre, 2021).
According to Suff (2023) over 50% of organisations are taking a strategic approach to employee wellbeing. As a result, it has been found that these organisations are having a higher success rate from both individual performance, and organisational success. Further supported by The Institute of Government & Public Policy (2024), the happier employees are mentally, and physically at work, contributes to a more productive workforce. Further results have been found at The World Health Organisation (2023) who report a 20% uplift in productivity in companies that implement better health and wellbeing. 

According to Young (2024), ‘good work’ is vital to ensure employees stay motivated and organisations remain productive. ‘Good work’ ensures staff are fairly rewarded for the work that they do, provides them with a career path, and helps them grow and develop. In addition to this, organisations should provide them with a supportive environment to work in. This is all influenced by not only the employees themselves but the people management and HR policies and procedures (Suff, 2024). Young (2024) suggest there are seven dimensions which create ‘good work’. Whilst it is good to recognise some of the domains, individuals may all differ as to what they find important to them. For example, one person may think financial wellbeing is important, whilst another thinks work-life balance is important.  

Considering financial wellbeing, organisations can implement talks, support, and literature within their reward strategies to ensure the wellbeing of their workforce. For example, Affinity Connect are an organisation that provide financial education to businesses on topics like pension, redundancy, tax, and retirement (Affinity Connect, 2025). PwC (2018) argues that boosting financial wellbeing at work can boost the bottom line- and drive-up organisational performance. As a result, this example shows how implementing a wellbeing strategy can not only positively impact wellbeing at work, but performance too.

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 Life Cycle is a process all employees will travel through within their organisation. Focusing on recruitment, development, and separation, Parry-Slater (2024) argues that to maintain a positive employee experience, even after employees have left, each stage of this process must be managed effectively. 

Starting on the recruitment stage of the process, people professionals need to ensure they are attracting and sourcing the best talent. In todays candidate-driven market, people professionals need to ensure an excellent candidate experience to ensure they don’t lose talent to competitors, or applicants reject offers (Friedman, 2023). This shows the value people professionals bring to ensure the attraction and offer of employment is a success.

In terms of learning and development, Nikoloska (2025) argues that development helps employees grow in their roles and create clear progression paths, this then results in less of the workforce seeking employment elsewhere, and greater retention levels. Tambay (2024) develops this and suggests strong development opportunities for the workforce not only helps retention, but it also ensures better relationships are formed and impacts organisational culture. 

People professionals also play a big role in the separation stages of the lifecycle, or also known as offboarding. Parry-Slater (2024) highlights the importance of offboarding and how this process can affect employer branding. However, Crooks (2022) suggests offboarding is more than just collecting equipment and deactivating accounts. She argues that it is a chance to find out why they are leaving through an exit interview, or an opportunity to leave the door open to return. Without an effective offboarding experience, ex-employees can be left feeling disgruntled and impact the ability to attract new talent. 

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 vital in promoting organisational strategy through horizontal and vertical integration. For an organisation to be effective, they must create a HR system that ensures both a vertical and horizontal fit. (Armstrong, 2012) describes Vertical integration as linking a business strategy to a HR strategy. It is the connection between policies and practices in regards to people management and an organisations strategies and objectives (Banfield and Kay, 2008).  An example of this would be an organisation looking to become a market leader, people practices would need to ensure they are attracting the best talent, create learning opportunities and promote culture. The alignment of both strategies ensures organisations and motivated and equipped to reach their potential, whilst ensuring that all employees and departments and reaching the same outcome for the organisation. Buzzell (1983) supports the use of vertical integration and says it is crucial for organisations to survive. 

Horizontal Integration is the alignment of people practices between different HR functions which creates a more supportive, consistent approach for all employees. The benefit of a horizontal integration is it is seen to expand the organisations target market by eliminating other competitors (Dhir and Sushil, 2024). Within a horizonal integration, HR activities including performance management, recruitment and employee engagement are integregated supporting wider HR strategies. An example of this would be talent management strategies that ensure recruiting, onboarding and career development are all linked. This will ensure that employees within an organisation have a positive journey throughout their employment in turn increasing retention and performance. 

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)

Effective HR decisions should be based on the most up to date and relevant evidence possible (CIPD, 2024). Therefore, before moving to a consultation period, senior members and people practitioners should have credible evidence to suggest moving to a four-day working week. 

To start the process, organisation should look to involve the workforce from the off. Sirkin, Keenan, and Jackson (2005) suggest that if organisations involve staff to late, or not at all, they risk alienating the workforce which makes it difficult for employees to accept any change. One method of involving the workforce is a survey, this is potentially a great place to start as it can gather valuable data. For example, a survey make ask staff how they currently feel at work and whether they would like to move to a 4-day working week. This is supported by Judd, O’Rourke, and Grant (2018) who suggest that surveys can predict the behaviour outcome of change, as well as making employees feel heard. If the workforce complete a survey that supports the change, they may feel more involved in the change and happier at work. 

Another potential step in the consultation process could be focus groups. Surveys can give excellent quantitative data that is easy to compare and make assumptions, however, by linking in focus groups too, it can give organisations the ‘why’ behind data. 

Once organisations have considered the most up to date and relevant data, consulted with the workforce through surveys and focus groups, they should have excellent data available to them about how the workforce feels about the change. However, in addition to this, they have included the staff if the decision-making process where they feel included and more likely to accept the change because they have been part of it. (CIPD, 2024) highlights the important of monitoring and evaluating the change, and therefore, staff surveys and focus groups should continue to ensure the workforce are still happy with the change as time goes by. This method should ensure the successful implementation of a four day working week. 
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