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1. [bookmark: _Hlk130572615]Evaluate the advantages and disadvantages of the organisation structure in your organisation (or an organisation with which you are familiar) and evaluate the advantages and disadvantages of one other organisation structure. Within the evaluation, you should include the reasons underpinning the structure. (AC 1.1)
	Organisation 1 
	Organisation 2

	Alun Griffiths (Contractors) Ltd is a civil engineering company and has a Functional-Hierarchical structure with a top-down management approach. It is also split up into functions and each function has a specific role to play in the overall organisation’s strategy (Taylor & Woodhams, 2022, p.56). It has this structure to ensure that each function is accountable and contributing to the organisation’s success.
	Starbucks has a Matrix Organisational structure. Its structure is made up of four different organisational structures which are functional, hierarchy, geographical, product-based and team-work. Starbucks has a matrix structure due to the 
Starbucks has a matrix structure due to it being a world-wide organisation and having multiple chains of command. It also has a wide range of products and services that it provides in different divisions.

	An advantage of a Functional-Hierarchical structure is that each function has individuals that have high levels of expertise in their fields. This can increase efficiency by having relevant knowledge within the function. The structure is also clearly defined, and each function has a specific goal to contribute to the organisations’ success.

Another advantage is that there is a clear chain of command within this structure and employees are aware of who they report to. This has a positive effect on employee’s career progression and the manager can manage implement training easily (Weihrich & Koontz, 2005).
	An advantage of this approach is that due to the structure, communication is easier and faster due to the channels between employees and high-level managers being shorter (Kisielnicki, 2014). It is easier for employee to share ideas and resources (North and Coors, 2010). 

Another advantage is that the team’s skillset is diverse and there are multiple skillsets working together. This increases the teams’ efficiency and creates a positive working environment where skills can be developed and shared (Carol & Woodhams, 2022, p.59).


	There is a plethora of knowledge within the function, but the decision-making process can be timely. Decisions have to go up the hierarchy, this creates a ‘bottlenecking’ situation where all of the decisions are stuck with high level management and delays the process.

Another disadvantage is that organisations find it harder to adapt to change due to employee’s resistance. If cross-functional changes are implemented, it could create conflicts between functions and it could slower the process of the change and become costly for the organisation (Taylor & Woodhams, 2022, p. 56).


	A disadvantage is that a lack of organisation and leadership management between managers can adversely affect an employee’s workload. Reporting to multiple managers that have their own expectations and goals may increase stress and create conflicts in the workplace (Atkinson, 2003). This overwhelming workload could lead to burnout and contribute to low levels of retention within teams.
 
Another disadvantage is that it is harder to fairly manage employees. Managers may fail to obtain a full scope of their employee’s performance due to them reporting to multiple managers and doing many tasks for other managers. This could affect their development within the organisation – especially with promotions. They should be appraised against all areas of their job, but this would be timely for manager and is unlikely to be completed (Atkinson, 2003).






2. Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. (AC 1.2)

Every organisation has some sort of strategy, whether it is a large public sector or a small private sector organisation. Their strategy is the match between their internal capabilities between their team and their external stakeholder relationships (Kay, 1993). There are three fundamental areas of strategy which connect the organisation to its wider purpose and stakeholders. These are strategic analysis, strategic development and strategy implementation (Lynch, 2003).

Strategy helps to determine the direction of the organisation and whether it prioritises certain products, services, or customer groups. The analysis part of building the strategy focuses on connecting these areas based on the overall goals and ambitions of the organisation. An organisations analysis should be based on both internal and external factors to contribute to its strategy to align its purpose and its output. Alun Griffiths Contractors (AG) is a civil engineering contractor that focuses on being sustainable for future generations and to build better infrastructure for both customers and communities. From looking at internal and external factors, AG is investing more into its people which will then have a positive direct effect on its customers and stakeholders. Its current strategy is to develop the workforce by upskilling them and providing progression opportunities within the organisation. This not only creates a more skilful workforce, but it ensures that employees deliver services at a high standard and completing projects in a timely manner. 

It is imperative for organisations to review and update their strategy for organisational success. They need to look at other organisations within their market and review their successes and failures and adapt their strategy accordingly. An extreme example of this is that Blockbuster failed to adapt its strategy with the introduction of the internet and streaming platforms such as Netflix took over (Taylor and Woodhams, 2022, p. 43). The contracting market is a taking a more sustainable approach due to a push for organisation to be more environmentally friendly. AG adapted their strategy to include a focus on Sustainability and is keeping up with its competitors. The uncertain and complex organisational environment is everchanging and there will always be something new and upcoming with technological advancements and new legislations to name a few. Organisations need to adjust their strategy to maximise their organisational successes (CIPD, 2022) and to also stay connected to its stakeholders.


3. Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. (AC 1.3) 

	External Factors Affecting Alun Griffiths Contractors (AG)
	Impact
	Organisation’s Priorities

	Economical 
The economy has a big impact on AG, the biggest impact on its people. Due to inflation, there is a cost-of-living crisis and those on lower wages are struggling to break even. It is more expensive to live to your means and workers may look to move to an organisation with better pay and rewards packages.

	A negative long-term impact due to increased costs to retain employees and higher costings to recruit and obtain other resources such as agency employees.



	The organisation is prioritising the retention of its current employees and staying competitive with other similar organisations by benchmarking against competitors. It is also looking at improving its benefits package to have a competitive edge so that employees are more likely to stay and to also attract others to join. The recruitment priority is on employee referrals where existing employees will benefit from referring and in turn, adding to the workforce.

	Social
Since the COVID pandemic, there has been an increase on well-being initiatives and more flexible working such as working from home and hybrid working.
	There will be positive long-term effects for employees and efficient workers.
	Prioritisation on employee wellbeing and increasing channels of support. For example, regular health screening to support employees that need amended working environments. It is adapting to becoming more flexible for office working employees and is looking at initiatives, trialling a four-day working week and flexible working times.


	Environmental
The contracting market are looking at climate change strategies and the sustainability agenda that businesses are currently adopting to reduce to 0% Carbon Emissions by 2050.
	There will be a negative short-term impact due to the increased costings of the switch. However, a positive long-term impact by adapting and developing the organisation to become more environmentally friendly.
	Since the focus on Sustainability has been promoted, the organisation has developed a sustainability agenda to reach 0% net emissions by 2030. The priorities are to switch to renewable fuel for fleet, used more hybrid and electric vehicles and machinery, planning out journeys to reduce fuel waste and an increase of recycling old material to reuse within the business.





4. When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)

The digital age and technology are advancing and developing at a rapid pace in the workplace. Workers can access their work from anywhere in the world using WIFI and Virtual Meeting Software and they are also using biometrics such as fingerprints and facial recognition to access their technology and use virtual learning environments to learn and develop their skills. This amended way of working helps employees to complete their tasks more efficiently and enables control, coordination, and collaboration between teams with lower costs (Cascio and Montealegre, 2016). 

Current technology has introduced Artificial Intelligence which assists tasks that would require a higher cognitive function (Armstrong & Taylor, 2020, p. 153). This has been apparent within the NHS with the use of robotics to refine multiple types of surgery and to reduce patient complications. This technology impacts work as there is currently a shortage of NHS staff, particularly with doctors and surgeons, this would not only decrease waiting times but there would also be a need to increase jobs to create algorithms for these robotics. Problems have been identified regarding the distrust of these robotics due to their automation and misuse of the machines (Redden et al, 2014). However, human supervisors need to ensure that there are no errors at the start of the surgery (Munske, 2011). This research shows that even though the introduction of robotics may seem to be taking a human’s place, in fact, it creates new jobs for humans to complete for the maintenance and administration of this machinery.

Other Artificial Intelligence technologies that have been introduced into organisations are Chat GBT and chatbots, these are easy to use and accessible for all. Octopus Energy has introduced Chat GBT features to support its customer services department and to respond to customer inquiries, they now have higher levels of customer satisfaction compared to when they used humans (Marr, 2023). There is a risk that if the algorithm is completed incorrectly, it can spread incorrect information on a wider scale (Mohdzaini, 2021). It is also argued that automation technology is overtaking certain clerical and production line jobs (Graetz and Michaels, 2018). However, research has shown that the number of jobs has never actually declined (Aeppel, 2015), it allows companies to use its employees for more valuable tasks.

Technology plays a role in most modern workplaces and will only continue to develop, organisations need to adapt and transform, or they will be disrupted by competitors that use it first (Murray, 2015). Employees shouldn’t feel threatened by technology, but it should be used as a tool to enhance and develop the organisation. The impact of an organisations’ people should be at the forefront, and they deserve to be treated fairly and invested into rather than replaced by automation technologies (CIPD, 2023a).

5. Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)

An organisation’s culture is at the heart of the organisation and is comprised of the employee’s behaviours and the purpose and values behind it (Waite et al, 2021). Edgar Schein’s Model of Organisational Culture (1992) is a model that outlines three levels of culture within an organisation. The first level is artefacts and behaviours, which refers to aspects that are observed such as the layout of the organisation’s environment, communication styles within the organisation and routines. The second level is Organisational Values, referring to the organisation’s goals and aspirations that they want to hold. These are portrayed through values and policies that are implemented. The third and final level is the basic assumptions that underline the organisation’s culture, these are unseen and not easily measured but they are easily identifiable for employees.

Culture is greatly affected by its employees, especially the way in which they behave in the organisation and affects how an organisation operates and how effective it is. A well-known model into human behaviour and motivation is Maslow’s Hierarchy of Needs (1954). Maslow’s hierarchy involves five differing levels, referred to ‘needs’, that an individual needs to fulfil in order to move onto the next level. It is often referred to as a pyramid and the lowest level of the pyramid is the physiological needs which are our basic needs such as food and water, followed by our safety needs so that we feel secure. The above level is the feeling of loving and belonging which referred to connections with others. The next level is our self-esteem needs which refers to status and recognition from peers. Finally, the top level of the hierarchy is self-actualisation needs, referring to an individual fulfilling their potential and following one’s own goals. This model is used by managers to help to understand its employees’ behaviours and how they are motivated so that they can be more efficient and productive.

6. Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2)

People practices are a core part of the CIPD Professional map and are used throughout the employee lifecycle within an organisation. There are many examples of people practices that organisations use to affect their organisations’ culture within the employee lifecycle.

In AG, it is implementing and developing an improved onboarding and induction process. This process transitions a new starter into the business and sets a precedent for what they should expect, it also builds the relationship between the team and contributes to organisational socialisation (Waite et al, 2021, p. 98; Scott et al, 2022). The new starter will feel more unified with the team and understand the common behaviours within the organisation. This process has been known to improve absenteeism behaviours and retention rates (Cotton, 2023). However, there is a lack of evidence-based suggestions regarding how to effectively onboard a new starter (Frögéli et al, 2023), this would need to be adapted to each organisation to be effective. If an organisation fails create an effective induction, it could lead to negative behaviours due to the new starter not feeling settled in their team and it may lead to the organisation having a reputation of having a negative culture. 

To affect an organisation’s culture positively, organisations need to drive employees to contribute to its purpose and to increase high performance levels (Taylor and Woodhams, 2016, p. 214). AG has improved its reward and benefits package to be more appealing to its current employees and to also attract those from other organisations. Including providing a mixture of financial rewards such as a death in service benefit and competitive salaries and non-financial rewards such as progression opportunities and employee retailer discounts. According to the CIPD (2023), benefits and rewards influence employee behaviours improves performance and retention of existing employees. It is important to treat employees fairly and to recognise their contributions by rewarding high performance behaviours. However, the level of reward is subjective to each individual and one reward may not be sufficient for another. It is important to offer many different types of rewards to stay competitive within its market, if they fail to do this, they may struggle to retain its best employees.


7. Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances’. Explain two different models or theories to managing change. (AC 2.3)

As organisations develop and grow, they inevitably experience change, and it is important to manage the change to ensure that developments are implemented smoothly and are easily receptive to ensure less resistance to change.

One model that is used to manage change is Lewin’s Change Management Model (1951). It encompasses 3 stages that are unfreezing, changing, and refreezing. During the unfreezing stage, the organisation should attempt to break down the pre-existing equilibrium and emphasise to employees why the change is needed and the company’s vision post change. The second stage of changing is when employees start to transition into the new direction of the change and embrace and participate with it. This is a very time-consuming stage due to employees having to adapt their way of working and communicating. The last stage is refreezing, where the organisation has adapted to the transition and is stable. Employees have reinforced the new change and have changed their ways of working successfully.

Other researchers have developed their ideas from Lewin’s theory, for example Kotter’s Eight Step Change Model (2012), which is to be used by managers to implement changes within their organisations. The eight-step theory starts with ‘getting the right climate for change’ (Roberts and Tracey 2023), and the first 3 stages look to establish a sense of urgency, create a ‘guiding coalition’ and to develop the vision for change. The middle 3 stages aim to get the employees on board by communicating, empowering, and achieving short term wins. The final two stages involve sustaining the change by consolidating gains and imbedding the new approaches into the organisation. An organisation does not need to fulfil each stage of the eight-steps as they may not be applicable for every change that may occur, but this provides a solid basis to plan a change management process within an organisation.

8. A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)
The biggest impact of change in organisation is with its employees. The COVID-19 pandemic was a prime example of a large change that affected the masses of employees within organisations. Overnight, most organisations had to adapt their daily routines and processes, and this was a very unsettling time for employees going through this change.
One model that explains how change is experienced is the Change Curve by Kubler-Ross (1974) which recognises that there are five phases to human behaviour during a change. The first phase is denial that the change won’t occur, following this is the anger phase due to the possibility of the change. It then leads into the bargaining phase to try to reduce the impact of the change on themselves. The next phase is then withdrawal and feelings of depression, last of all is the acceptance stage when the employee comes to terms with the change and learns to move on and adopt it. It is important for individuals to deal with the changes that they are facing through each stage to enable them to sustain the change long term (CIPD, 2023b).
Organisations using this model can help to predict how employees will react to change that is implemented. Managers can use this tool to ensure an easier transition through a change by guiding and supporting its employees through each stage of behaviour to provide reassurance. However, managers may interpret the negative emotions that employees are expressing and overlook the fact that there could be an issue with the change itself (Simpson, 2022). This could be useful for the organisation and an indication of whether the change is successful or not. It can be beneficial that the model focuses on how the individual experiences the change rather than the change itself as it solidifies the organisation’s stance that the employee is at the forefront and is the priority. However, this model fails to recognise that there are individual differences between every employee and their resilience and reaction to change will differ. Situational differences can affect the change curve and it can be shorter for one person and longer for another. Managers may not be equipped to deal with the differences that aren’t calculated for and it could lead to employees feeling more lost throughout the change (CIPD, 2023b).
The change curve can be used to anticipate some change, but it cannot address every change that may occur within an organisation. It would be better adapted to measure a larger change within a large organisation. Collaboration between managers and employees can help to understand their needs and understand how they will be better suited to feel accustomed to the change.

9 The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing. (AC 2.5)

Employers have a duty of care to its employees, to look after their wellbeing and create a positive working environment (Brown et al, 2019). The COVID-19 pandemic brought many worries with instability and changes to the workplace which affected employees massively and stressed to organisations the importance of supporting employee’s wellbeing. 

Bevan et al (2018) estimated that 40% of the workforce will suffer from multiple mental illness including issues with mental health by 2030. This could potentially be due to technological advancements in the workplace, the boundaries of work and home life balance and becoming non-existent as work can be accessed from any location and at any time of the day (Sinclair et al, 2020). The need for a focus of wellbeing is crucial as this could potentially lead to burnout and decrease productivity.

A problem with many wellbeing initiatives that are implemented in the workplace is that they fail to reach their full potential of change due to the organisation not backing the initiatives and the fact that they only implement one initiative (Suff, 2023). They fail to realise that wellbeing has different definitions to individuals and that they have unique needs to help their mental health and wellbeing. The CIPD identifies seven domains of employee wellbeing that cover many areas of an employee’s wellbeing and includes focuses on mental and physical health, working environment, values, social factors, personal growth, lifestyle choices and financial wellbeing. These seven domains cover a wide range of areas within an employee’s life and organisations should use this to identify what initiative can be used effectively for individuals within their organisation.

According to the CIPD’s Health and Wellbeing and Work Survey (2022), there are three benefits of organisations increasing their focus on employee wellbeing initiatives included a more inclusive culture, better work-life balance and increased employee engagement and morale. Organisations must invest and develop their wellbeing strategies so that employees maintain their productivity and performance and to also increase their resilience to change (Suff, 2023). These changes stress the importance of the focus on mental health as it can have a major impact of the success of the organisation. It is important for organisations to invest in their people to create a positive working environment, they will reap the rewards of the investment and contribute to long term success.


10. The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)


The employee life cycle refers to an employees’ journey through an organisation and those in people practice roles, such as human resource (HR) departments, should try to ensure a positive employee experience within their organisation. The first three parts of the life cycle aim to attract candidates and then interview and select an employee. It then follows onto their onboarding into the organisation and onto their development and ways of retaining them. The final stage is separation, where the employee decides to leave the organisation (Taylor and Woodhams, 2022, p.94). 

An organisations’ recruitment team focus on the first three parts of the employee lifecycle and their focus is to attract the best talent to the organisation. They use their specialist knowledge of the organisation and the role and use specific tools to reach the best talents – using both internal and external methods and the use of social media websites such as LinkedIn. Once potential candidates have been selected, they will then hold or assist the interviewing process and they could implement CBI Interviews, run assessment centres, and write interview questions to ensure that their candidate meets the specific criteria. By completing these exercises, the recruitment team can ensure that they have the right person for the right job (Taylor and Woodhams, 2016, p.57). These exercises will not only be beneficial for the for the organisation, but they will also be beneficial for the individual as they will be satisfied in their role based on their capabilities.

Another people practice role that touches the employee life cycle is the learning and development team. This team aims to establish a positive culture that promotes ongoing professional development whilst understanding the needs of the business (CIPD, 2019b). A new starter will interact with this team during parts of the onboarding process by being introduced to new courses and completing qualifications to upskill them in their role. The learning and development team will also look to help employees progress and develop, which could be through educational avenues such as university. This gives them the tools to excel in their role and shows that employers are willing to invest to retain them in the organisation.

The main aim for those in people practice roles is to understand how they can improve the employees’ engagement into their organisation. By focusing on each part of the life cycle, they can enhance the employee’s experience and increase engagement (Waite et al, 2021, p.95). If they fail to do this within the first few phases, it will lead to a new starter leaving the business dissatisfied and unfulfilled. Employees may also contribute to damaging the reputation of the business by sharing their experiences by word of mouth or on internet websites.


11. Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)

The role of the Human Resources (HR) function is to provide insight into the organisation by looking at how to overcome potential implications and challenges (Armstrong page 93). The HR department can add value to an organisation and its people, especially if they hold a high position in the organisation such as HR having a seat on the board of directors to implement and influence change at a senior level. The HR team implement many people practices that touch all areas of the organisation. Based on Ulrich’s three-legged stool model, Hesketh and Hird (2010) defined three categories of the HR agenda which cover the transactional work including recruitment and pay, tools which include tasks such as rewards and learning and development, the last category is strategic engagement (Armstrong and Taylor, 2020, p.103).

There are many definitions for an organisation’s strategy, but in more simple terms it is to identify the organisation’s direction that they should be moving in (Richer, 2017). Developing strategies is key to overcome potential current and future challenges that they may face (Taylor and Woodhams, 2022, p.43). The organisation and HR can align their strategies vertically, to ensure that they are working towards the same cause, and also horizontally by implementing multiple people practices together to complement and reinforce each other. (Armstrong and Taylor, 2020, p.28). An example of this would be to work on enhancing recruitment techniques and competencies to then link into the level of learning and development that would be need for the role to develop the person to fit into the organisation. By aligning the organisation’s strategy to the HR strategy, it can influence its people practices by ensuring that performance and competitive advantages are positively affected and therefore influencing organisational success (Paauwe et al, 2013). 

By integrating people practices into the wider organisation it helps to align all areas of the organisation and to create a more positive culture and working environment for employees. In turn, if employees are happy then they are more likely to be productive and promote the organisation’s strategy which will therefore lead to more organisational success.

12. Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)

An organisation’s internal customers known as its employees and reports are one of the fundamental focuses of the Human Resources (HR) function and there is a large focus on employee engagement which has had a big focus in the workplace over the past decade. An organisational engagement strategy might focus on how its workers are motivated in their roles, how to identify themselves within the organisation and how committed and dedicated they are to the organisation (CIPD, 2023c). 

The introduction of a Business Partner (BP) role into the HR function is implemented to understand the needs of the organisation and solely focus on the organisation’s strategy and implementation. Based on Ulrich’s three-legged stool model (1997), it partners with high level management to design and implement strategies based on employee’s needs. This role is beneficial as it acts as an added communication between lower-level employees and higher-level management (Reilly et al, 2007). It is an approach used by many modern organisations and is an effective way to organise the HR function (Coogan, 2023). However, a problem with this role is that employees fail to distinguish between the BP role and other members of the HR department, so it is harder for the BP to move away from their generalist role to focus on strategy (Pritchard, 2010). It is a very demanding role and sometimes the demands are so high from employees that it is hard to keep up and poor implementation of the role can show a lack of effectiveness (Holley, 2015; Peacock, 2008).

Gaining an understanding of employee’s needs from indirect sources such as their management may not provide the full scope of their needs and it could oversimplify employee’s feelings about the organisation. A beneficial way to gain positive and negative direct feedback from employees is through the means of surveys or focus groups. If the employee is uncomfortable with sharing their true thoughts, a confidential survey would provide feedback and it would give them a voice. The qualitative feedback gained from these approaches can provide insight into employee needs and the HR BP can use this to affect the organisation’s strategy going forward. Due to the definition of employee engagement being so subjective, it can be hard to measure, and it may reduce the validity of the surveys (Armstrong and Taylor, 2020, p.281). There could be external forces or individual differences that could affect an employee’s engagement which wouldn’t be distinguished in surveys.

There are many other engagement approaches that could be implemented in the workplace, another popular approach is to upskill and develop its employees to show that they are being invested in and are ‘assets’ to the organisation. However, engagement strategies may not be effective and have an impact for everyone, but it doesn’t mean that attempts shouldn’t be made to increase engagement (Armstrong and Taylor, 2020, p.282).
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