Evaluate the advantages and disadvantages of both the divisional structure and matric structure. AC 1.1
What is a divisional Structure
Fig 1.

A divisional structure separates a company into smaller groups based on things like products, locations, or customer types. This setup helps each group focus on what matters most to them, while still staying connected to what the market wants. For example, a growing company like Austwel, which is a construction company that covers different regions, uses this kind of structure to manage its operations more effectively. It helps them stay organised, work more efficiently, and respond better to their clients’ needs.
What is a Matrix Structure.
Fig 2.


A matrix structure adapts parts found in both functional and project-based structures.  This system allows for a stronger collaboration and resource sharing across departments.  This also requires clear communication to avoid conflict or confusion.
The divisional structure advantages:
This promotes accountability and transparency with the divisions have separate management teams to guide and report to.  Traceability becomes easier for assess results and actions for projects with a clear line to persons that deserved credit for positive outcomes.
The divisional structure disadvantages:
This potentially can create weakness within a company competing amongst each other. This can lead to politics getting in the way of a productive workforce.
“The divisional structure is best used in organisations which are large in terms of capital and complex in their operations (Miskiewicz 2017) A Large organisation can divide itself into different divisions which ease the process of evaluation, monitoring and tracking different departments performance”.
The Matrix structure advantages:
This enables different opinions and viewpoints to be involved in a project. The ability to learn other skills from other members of the team could promote a better output, increased performance and an overall better work placed wellbeing.
The Matrix structure disadvantages:
The matrix system can potentially lead to conflict and confusion due to multiple points of authority to report to.  Conflict between equal upper-level managers could cause power struggles to assert dominance.  The entire system, unless well controlled can be complex to manage and maintain stability.
 (http://www.researchgate.net/publication/308736877_organizational_structure)




Fig 3. 


2 Analyse the extent to which organisational strategy in your organisation helps to ensure products or services meet customer needs. AC 1.2
In civil engineering, our industry, our projects are often large-scale and client-specific. A strong organisational strategy typically begins with understanding the unique requirements of each client, these may be long standing clients, localised governments or private contractors.
Strategic planning that prioritises client consultation and needs assessment ensures that the final design and construction meet expectations in terms of functionality, safety, and budget.
Companies that are proven to be successful and are looking to grow, always have a clear direction and a chosen path for the coming years, not only to sustain where they are today but to grow for tomorrow. These are put together to create long term success.  At Austwel we have opened a renewables division. Part of our organisations future planning was to structure this division in order diversify away from just civil engineering.
A part of organisational strategy is in the planning. How held funds will be allocated, how resources will be used.  
For example, Projects that are won and awarded to a company with a contractual repayment clause that isn’t instant from week 1 and worked without reimbursement from the client for several weeks require special planning. Cash flow to achieve the long-term goal is a key to a successful project.
Organisational strategy gives a very clear and concise road map or direction for all employees to understand where the company sees itself today and where it sees its direction going in future years. The clarity in this mapping provides good wellbeing for employees, knowing the company has direction, goals and achievable target providing sustainable and long-term work.
(Egelhoff&Wolf,2017)
An example of strategic planning
Define Vision and Mission
Road map Statement: Craft a clear and concise vision that outlines the long-term aspirations and goals of the organisation.
Mission Statement: Define the purpose of the organisation and its primary objectives.
Conduct a Situational Analysis
SWOT Analysis: Identify the organisation’s strengths, weaknesses, opportunities, and threats.
PESTEL Analysis: Analyse external factors, including Political, Economic, Social, Technological, Environmental, and Legal aspects.
Industry Analysis: Evaluate industry trends, market conditions, and competitive landscape.
Set Strategic Goals and Objectives
Long-term Goals: Establish broad, overarching goals that align with the vision.
Short-term Objectives: Develop specific, measurable, achievable, relevant, and time-bound (SMART) objectives that support long-term goals
Fig 4.						     Fig 5.
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Analyse the impact of interest rates, inflation and one other external factor on your organisation. Identify organisational priorities arising from your analysis. AC1.3
Interest rates
One of the main areas where interest rates an organisation is when a business needs to borrow or loan money.  There are a number of reasons why this could be needed to include, cash flow, delayed project reimbursement & the repayment of debt.  All of these factors highlight the potential issues a business faces when interest rates rise. 
In our civil engineer industry, the cost of concrete and steel are 2 of the biggest products purchased. With both of these items being purchased in large quantities, if money I borrowed to source these items, a higher interest rate has a detrimental effect on the profit our organisation makes.  On the flip side, lower interest rates can rapidly assist company growth, increase client base with more competitive tendering and potential boast the company’s growth and expansion.
Inflation.
Inflation is defined as the rate in which items and products rise over time. This can and does lead to a reduction in buying power and what you actually get for your money. One of the main causes of inflation are wages. Wish wages going up on an annual basis and historically over the last 5 years at an average of around 8% this has a huge knock on to the cost of products bought in order for an organisation to balance its books as well as making a profit. 
Inflation is used by the banks to promote economic growth. This is normally targeted to be around 3%. Anything more than this can cause a reverse effect with growth going backwards.
Distance purchasing
With some products purchased, shipping containers, we have seen issues with delays in shipping, container vessels caught in customs & delays in shipping canals. These are factors that our out of our control but affect the end user. Delays in deliveries hold a negative impact to our performance and how the consumer sees the standard of the company.
Assess the extent that AI is, or could be used in your organisation, and assess how AI impacts work. AC 1.4
Positive impacts of AI
AI is fast becoming one of the go to tools used by many in a variety of industries. Having spoken to contracts managers and marketing teams within our organisation, they use AI as a means to improve the stands and context of email, drafts, quotes and other literature that would normally have gone to clients. This higher level or written statements promotes professionalism to a higher level.
AI in our organisation has many ways in which it can be used as an effective tool.
Scheduling, Pricing, Design & planning, Forecasting. The use of AI can emphasise has the ability to produce schedules, attribute costs to a project as well as produce design plans as required. 
These attributes are both times saving and efficient.
Negative impacts of AI
The down side of AI and its growth will inevitably see the downward spiral of people working, with employees being replaces with robotics as this technology continues to develop.
Job roles that require or have a high hour value of automated work will be the ones that experience layoffs sooner, 
Costs incurred with initiation of AI can be high and complicated.  From the programming, training and upkeep of the software. 
Training employees on how to use AI could have a detrimental impact on their wellbeing. If employees see AI and other robotic software being used, they may feel that their days of being required are short. This could lead to lack of productivity in the workforce.
AI replacing people could and almost certainly would have a negative impact on clients that want the “personal” touch and the human aspect. 
In PM daily, Amazon CEO Andy Jassy, Warns the development of AI and its advances will lead to Job cuts. (PM Daily, 2025)

Explain Charles Hardys model of organisational culture & explain David rocks SCALF theory. AC 2.1
Fig 6. Charles Hardy – Model of organisational structure

Charles Handy’s Model of Organisational Culture: Charles Handy in his model classified organisational culture into 4 separate sections. Power, Role, Task and Person.  These in brief are defined below
Power Culture
Decisions that are made by a small group of senior management or leaders.  This authority comes from a central figure, for example the Managing director who oversees all work and workers and where personal influence matters more than individual job titles.  Power culture is best suited to smaller or new businesses
Role Culture
This is where everyone has a clearly defined role to play within the organisation and follow clearly set out rules, procedures, structure and responsibilities. The organisation runs structure, procedure and formal responsibilities.  Role culture is best suited to larger organisations, local or national authority and larger well-established organisations.  This system shows who does what, with clear boundaries and job roles
Task Culture
This system, task culture, is where team are formed to be problem solvers, complete projects while achieving specific goals and set targets. Power is distributed based on individual skills and qualifications. Team are put together to accomplish specific challenges. The success of this is down to the ability of the persons included in the team, their ability to discuss and find solutions for the job in hard or the task requested. 
Person Culture
The power culture primarily involves decision coming from the top of the management structure or a group from more senior levels managers forming a team themselves.  This culture is more based on individual contributions.





David Rocks SCALF Theory.  Fig 8


David Rock’s SCARF Theory: 
Described in David Rocks SCARF model, there are five factors that can cause behavioral changes in people when in or are a part of an organisational or social structure.  
These five factors are: Status, Certainty, Autonomy, Relatedness and fairness. This describes a person’s status in any given community, socially, family or work based in relation to others around.  Depending on the level of an individual’s status could determine the security in which the feel in a specific surrounding.
Status – How important we are perceived to be in relation to other people in an environment
Certainty – Confidence and ability to feel secure in the future
Autonomy – Perceived level of control, having control over projects. Having free rein over decision making 
Relatedness – Defines the level on how safe we feel in any given environment. 
Fairness – Rules, transparency and equal standards amongst all
All of the above factors have an impact in day-to-day life in all areas. These can determine motivation and performance levels and finished standards.


Assess how employee selection or employee development impacts organisational culture and behavior in your organisation.  AC 2.2
Employee selection: In our organisation, Employee selection is drawn from a number of factors.  Working history, references, a solid cv and the discussed ability to be a team player. Any one of the factors above can either promote the team to a new level or have the opposite effect. Talent acquisition affects organisational culture by trying to bring in employees who will embrace the specific values of the organisation.  A good standard of staff selection boasts wellbeing and a healthy working environment. 
Employee selection is changing, whilst the traditional method of face-to-face interviews are still very much the given, the range of assessment processes that provide information to the employer about an employee is changing and becoming more diversified.  Oostrom, 2015
 The use of AI in the selection process can assist with saving time, finding what “it” appears to be the best candidates in the list.  Although this can help, it may not provide the best candidate, yet a useful tool to work as an assistant in the process.
“In the most recent review of selection research published in the Annual review of psychology, Ryan and Ployhart, 2014, claimed however that despite the long standing employer selection research and practice, the field is still full of controversies, exploring settled questions, working on interactable challenges, expanding into literatures and organisational levels far removed from those historically investigated and constantly being pushed practitioners, who continually are confronting questions to which researchers have not yet produced answers.” Oostrom, 2015




Managing change. Explain KOTTERS approach to managing change could be successfully used to successfully implement this change. AC 2.3
Fig 9.

To effectively manage any change from a stable long-standing situation or environment to a new system requires creating a plan to move forward. Dr John Kotter created an 8-step model to assist with managing change.
Creating a sense of urgency. 
The first step is to inform employees of the pending change or changes and how the process is going to be structured. For this example, we will using remote or hybrid working. This requires explaining to employees the benefits to both the employee and the company for implementing this change. Highlighting the need for flexibility from employees to generate a greater productivity level and to meet company expectations and targets.
Build coalition.
In order to have a solid base for this change, a selection of strong characters to include supervisors and managers that can support the change and the process will be essential. To have this support in place with a select few will assist in making the change smoother while having likeminded people on board able to answer questions that may come along. This all creates good positive influence. This should be rolled out to all stakeholders.
Develop Vision
Generate the exact idea of how the intended change or remote or hybrid working will work. Explain how the changes will create improvements.  A clear and concise road map of the plan that the organisation sees will show employees the intended future path of the organisation.  This is turn should generate a positive atmosphere.  The changes scoped with show in the structured map outlining the end goals.
Communicate the vision.
Ensuring that all stakeholders are aware is a key factor for change. The primary communicating for sharing these changes can be done in a number of ways. This will most be dependent on the type of business and the changes required.  Whether these are done by email circulation, during the daily or weekly meeting or via a planned specific staff meeting, spelling out the need for change in the organisations structure is important.
Empower others to act.
This step is relating to empowering persons to move forward by eliminating obstacles that may prevent progress. Even with the strongest of visions, change can easily stall if people face structural or procedural barriers. Enabling power helps prevent this. (Viral Solution 2022)



Short term wins
This step is aimed at generating a positive feeling, good wellbeing and building towards success during a time of change. Showing people that progress and positive change is possible; the generated strategy is effective then leads towards the bigger picture and long-term goals. (Tanner, 2025)
Consolidate
After achieving the early wins, it is essential to keep this pace and not slow down. Continually look for further ways to progress. Continually monitor and solve all problems that arise.
Anchor the change.
After processing through the previous 7 steps, it is essential to make this “The new way” making this new standard the norm without falling back into any older methods of working. (Kotter, 2012)


Using KUBLER-ROSS explain discuss how change is experienced (AC 2.4)
Fig 10.

One of the most effective ways to explain and manage change is using the Kubler- Ross change curve model.  The model goes through the different stages of grief. It highlights the reactions people experience when going through a period of change. 
Shock & Denial
The very first response may be met with hesitancy, disbelief and refusal to accept this is happening. Some people may continue on as if this event hasn’t happened. 
Anger
Following the initial denial, stage 2 is anger.  This may be visible through frustration and resentment about the change and the possible implications this may have. Each person will have a different opinion of whether this is a just or even necessary change.
Bargaining
Step 3, a period of “Negotiations” where an employee may look for ways to deflect this change or influence and alternative that may suit them better.
Depression
At this point reality kicks in with the realization that these changes are happening along with the full extent of what this means and holds for the employee.  Depression in this situation could be displayed in a number of ways, lack or productivity, punctuality has been affected or even anger. 
Acceptance
After going through the above 4 stages, acceptance happens. Depending on what the specific change was each person would find a new normal and come to terms with the change. The reality is this could still be a positive change and the person may wonder why they reacted in this way. 
(Kubler-Ross, 1969)


Assess the importance of wellbeing at work and assess how good work could impact wellbeing. (AC 2.5)
David Guest is known for being an expert in human resources and specifically in the psychological part and for his work on employment and particularly on employee wellbeing. 
Wellbeing is a huge factor in the work place including employee retention and performance.  This is more than just a buzzword, it needs to be the foundation of a productive stable and happy workplace. 
Wellbeing is broken down into mental, physical emotional and social wellbeing. There are so many factors than can influence good or bad wellbeing. Work life balance, personal situations, social relationships, feeling comfortable and safe in your work as well as Hedonic and eudemonic wellbeing.
Hedonic refers to the level of pleasure, happiness and general life satisfaction. This is about maximizing positive emotions and reducing the amount of negatives or areas of discomfort,
Eudemonic wellbeing defines meaning, purpose and personal growth. This deeper sense of fulfillment in life, continually developing your own potential and contributing to something that is greater than yourself. 
Over recent years there has been a significant increase in the number of organisations that have set their own wellbeing practices.  The 2025 CIPD health and wellbeing study shows that over half, 53% of organisations now have their own, this is a 13% increase from the 40% in 2023. 50% of organisations don’t have a formal policy but they do act accordingly in their employee needs and requirements a third are still in the reactive mindset and only taking actions once a situation has become apparent.  These organisations are the ones that should keep a closer observation on employees. 
It is reported that the average absence over a year per employee is 7.8 working days are lost to sickness absence. The main causes reported for absence or poor wellbeing are stress related issues coming from heavy workloads, management styles and factors external to work like home and personal life stress.  Physical complaints we musculoskeletal injuries for both long and short-term absences. 
(CIPD, 2025) (Guest, D. E., Isaksson, K., & De Witte, H, 2010). 
Provide a brief overview of the employee lifecycle and discuss people practice roles at the 
recruitment, development and separation stages of the life cycle. (AC 3.1)
Fig 11.


The employee’s life cycle goes are stages in which each employee goes though during their period of employment with any organization.  This starts right from day 1 and the recruiting or a person, up to and including the end of employment, the termination.  According to the CIPD there are 7 stages of the employee lifecycle, although 3 are more commonly known
Attraction – Develop a strong organization and brand that enables the right candidates to be attracted in joining the company
Recruitment – Careful and educated selection for the correct people using a fair method
Onboarding – Welcoming new employees into the organization, introducing to existing employee and providing them the tools they need for the job in hand.
Engagement – The ability to keep all employees motivated to perform at their highest level while following and leading toward the goals set by the organization.
Development – Opportunities to learn grow and self-develop within the organization
Retention – generating a positive work placed environment that focuses on employees feel valued and supported in their working life.
Separation – Managing employees that leave with respect, while providing clear communications to enhance understanding. 
Employee Life Cycle: The Ultimate Guide for HR [+Free Flowchart] - AIHR

Analyse how people practice supports organisational strategy through vertical integration and how people practice supports wider people strategies through horizontal integration. (AC 3.2)
This illustrates the alignment of people practices within horizontal and vertical integration. This aids the successful planning and execution of the organisational strategy.
Vertical integration of people strategy ensures that employee related practices are in line with and following the strategic direction of the organisation.  Putting these practices in place means making sure that HR and its activities are matched with the overall goals and targets of the organisation. 
In an organisation like ours, civil engineering, this would include, all stages of hiring, training and development and retention, as well as working alongside other departments for example health and safety and the finance or project planning departments.  HR and people practices play a very important role in driving towards the highest of standards and performance and success while working with all parts of the organisation. 
HR in Horizontal integration is an essential part to play for operational efficiency, safety and workforce engagement. By ensuring that all HR functions work together, civil engineering firms can delivery projects from start to finish more effectively while at the same time supporting employee’s wellbeing and monitoring performance of each employee.  
Horizontal integrations help protect a strong organisational culture. If all HR values adopt the same values and set and maintain this example, all other employees are more likely to follow suit.
In summary, vertical integrations has a focus area of strategic alignment and organisational goals, while Horizontal integrations focus on providing internal consistency, support and all initiatives of Human resource management. 

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 3.2)
Making any change in an organisations structure is never an easy decision.  Making the corporate decision to move from a 5-day working week to a 4-day working week is a very big decision.  As part of the HR function in any organisation, this role is to support management and assist with these changes. This change will require strategic planning, consultation and engagement with all employees and stakeholders. 
Managing change and the Kubler-Ross model will help understand how the process may be received. (Kubler-Ross, 1969)
Planning the change can be broken down using these steps. 
Identify the need or reason for the change. It would be essential to have a business model ready in order to present clarity on the reason or reasons why this change has been decided. Explain what factors have been placed on the organisation that made this change necessary.
Identify which of the stakeholders will be affected by this change. This could be anyone from clients and customers to managers and other employees. The 1st step in the change model is normally met with shock & denial. 
Communication and how this change will be delivered will need to be effectively planned. Adding positives to this change during the communication process will help to achieve the long-term goal with lower level of upset and fear. 
Consultation meetings between management and employees will need to be scheduled. A clear plan of how these changes will affect operations or production should be set out. Will this affect goals and targets of the organisation in providing the product or service its clients have known up to this point.  Having answers to what could be the commonly asked question ready will help the process. A good practice is to try to alleviate fear and replacing with positives.
Implementing the change could be done a number of ways.  A trial period followed by an evaluation of the trial would show all stakeholders what impact the changes have had. The trial could be based on the evidence of similar companies who have made this change this gives real life examples of what might be expected. The evaluation following the trial can be used to determine if the trial has been successful and what if any changes need to be made. A further trial could be arranged to show positive changes from trial number 1. 
Monitoring this change will highlight areas of success.  These should be met with positive recognition. Take feedback from all stakeholders, this will give the overall impression impact that the change has had. HR during the entire process will play a lead role in the layout of change application as well as supporting stakeholders’ wellbeing before during and after the change.  Regular appraisals following completion should be held and documented. Feedback from the company stating that the change has proved to be a positive move allowing the organisation to achieve the goals that the change weas set out to do.  
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