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 many different structures organisations use based on organisational size, maturity of the organisation and location. Two different structures that are used are Divisional and Matrix. 

Divisional structures are often used in large or multinational organisations and the advantage of using this structure in a large organisation is that each division within the organisation looks after its own operation from targets to functions. This then ensures all colleagues within the division are multiskilled and are capable of operating the full division. This is a good strategy to use as all employees in the division are trained and specialised in the whole operational function. This can support organisational sickness, staff flexibility and personal development opportunities. The disadvantages of divisional structure are that organisations have duplicate resources across the organisation, where several colleagues are completing the same role but in different divisions, the cost to the business is high with having multiple employees completing the same task and knowledge gaps between divisions.  

Another structure used in organisations is the Matrix structure. This structure has employees with multiple skill sets work together within the organisation which then provides maximum efficiency. This creates a positive working environment for the employees within the organisation with tasks being completed effectively and efficiently, it also gives opportunity for employees to learn new skills working with a different range of employees within the organisation. Disadvantages of this structure is if it isn't managed correctly it can cause confusion with employees, management conflict and with this happening clarity of targets and goals within the organisation become lost(Taylor & Woodhams, 2022).


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)

The organisation in which I work uses the Strategic Analysis organisational strategy. The organisation is a large structured organisation spanning the UK, with around 500 stores. The overall purpose and objectives for present and future are designed by the organisation's executive team. The purpose of the organisation and the core values have been reviewed recently and adapted to the constant change in market and how the customers within the UK have changed their shopping habits since 2020 with COVID pandemic having an influence. 

With this change to customer shopping habits and the change in market trends the company decided they had to act quickly to meet the needs of its customers. By doing this they launched Online shopping in the majority of the stores but then as the market trends started to change and customers started to head back to stores after the pandemic, the organisation looked at the online operation and then adjusted the operation to ensure it was as streamlined and cost effective. By being able to review the market trends strategically, the executive team have been able to make changes to the organisations operation to ensure it is reviewing the economic environment, customers habits, market trends and by being able to do this and adjust it’s operational purpose it can meet the customers needs during times of change to ensure the organisation doesn’t become stagnant within a constant changing environment(Taylor & Woodhams, 2022). 

Analyse the current impact of interest rates, inflation and one other external factor on your organisation (or one with which you are familiar). Identify organisational priorities arising from your analysis. (AC 1.3)
Interest rates can impact an organisations operation and growth, having a massive impact on organisations finances. When the interest rates are low, this has a positive impact on businesses as customers can borrow money at a lower rate of interest giving them more money to spend in the economy. This positive impact on businesses, then gives them the ability to spend more in the wider economy due to increase in sales. The opposite effect then happens when the interest rates are high, due to customers spending less money in the economy which then in turn puts pressures on business spending and how they look after their finances. 
In an unstable economy where interest rates keep rising, this can have a massive impact on businesses with a lot of debt. Which if this isn’t managed correctly can eventually cause the business to go into administration, causing a loss of jobs to all the employees. This may happen due to the business borrowing money at a non fixed rate and the rising interest rates and less customer spending means businesses struggle to repay the debt(Xiang, 2023). 
Inflation is a measure of how much goods and services prices have increased over a period of time and is monitored on a monthly basis. To ensure this is kept stable and the price of goods doesn’t increase dramatically the interest rates are then adjusted accordingly. So by having a low and stable rate of inflation this keeps interest rates low and drives a healthy and growing economy and the opposite effect happens when inflation rates rise causing instability in the economy affecting business and customer spending(Bank of England, 2022). 
For my organisation the increase in interest rates has caused a detrimental effect on finances due to the nature of buying and selling goods to customers. With the increase in inflation this affected the price of the goods the organisation had to buy in which in turn then affected the price of the products the consumer wanted to buy. This has been brought on by the cost of living crisis and to combat the effects of the crisis, the organisation has had to look at different ways of increasing profits to help reduce the overall business debt. To increase the customer spending with a positive growth in like for like sales for the last financial year, the organisation has had to reduce cost of goods for the consumer to compete with discount retailers and also the introduction of a loyalty card to support the increase in customer footfall and spend(Beckett, 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)
Within my organisation AI has been introduced within the last six months, the role in which AI plays a part has been introduced to improve productivity and efficiency of the task. The new process still needs a colleague to complete the work load that is generated by the AI technology but the introduction of the technology should have increased the colleagues productivity and the stock availability within the organisation for the customer to purchase. Although AI is a new concept to the organisation there are still issues within the technology where the colleague completing the tasks generated by AI can do these falsely. Which corrupts the data the technology needs, to ensure that stock availability is at its highest for the customer to purchase(Louis, 2024).
The use of AI in organisations is ever increasing and as the technology improves this is going to increase dramatically. Some people believe that AI will replace people but according to professor Stuart Russell the use of technology correctly within an organisation will improve productivity and job creation(CIPD, 2024). This the the approach my organisation has taken with the introduction of new technology, more colleagues have been recruited for this new role that has been introduced to stores, the only change is the job complexity and the shift patterns needed to complete the work load, no colleague lost their job over the introduction of AI technology in the organisation. 
AI used correctly within an organisation should enhance productivity and efficiency of jobs and have a positive impact on both the operation and the employees and having an ethical approach to the introduction of new technology within the organisation should be at the heart of the decision making. If the process change isn’t completed with integrity it could impact employee well being, performance and potentially a loss of employee skills. HR will play a role in the implementation of the process change, supporting colleagues through the technology change, ensuring the colleague around job security and also identifying employees who may become blockers to the change in process and assuring them of the positive benefits to the changes(CIPD, 2024). 
Explain Charles Handy’s model of organisational culture and explain David Rock’s SCARF theory. (AC 2.1)

Charles Handy believes that every organisation has its own unique culture that affects decision making, employee behaviours and interactions. By organisations adapting to the organisational culture that works for their organisation, this will help leaders of the organisation to shape the culture within the organisation(HRC, 2024). 
Charles Handy’s model of organisational culture is divided into four pillars, power culture, task culture, person culture and role culture. An organisation run using the pillar ‘power culture’ is where the highest management or CEO are the decision makers and have control over the organisation's decisions and activities. Under the power culture employees have to receive instruction from the management above and have little control and flexibility in their roles and can foster a dependency on the management team above for constant direction and reassurance.
The ‘task culture’ pillar is where employees are placed in roles that play to their strengths and work as a team by combining their skills together. The employees are very task driven and the completion of a task takes precedence over an individual's workload. However the individual task can take over the overall company’s goals so this has to be managed carefully.
The ‘person culture’ is where the person normally works for themselves and there is little structure or management within the organisation, this gives the employee sole responsibility of their own workload and tasks but for this to be effective the employee needs to be self reflective and review their own personal performance. Their service will have a knock on effect to the overall organisation if their service isn’t at the correct standard. 
The last pillar is ‘role culture’ works well in organisations where there is a clear progression route for career development and the steps to progress are clear to all colleagues within the organisation for them to be able to decide what the right choice is for them, if progression up the management scale isn’t for the employee then being able to give them a chance to develop skills with a horizontal move within the organisation(L&D hero, 2023). 

David Rock's SCARF model of organisational culture can be used to help support employees' emotional triggers when it comes to changes happening in the workplace and by supporting the employees emotions with change this will have less impact on the organisation and fellow employees (Brown,2018). The SCARF model is broken up into five social experiences, Status, Certainty, Autonomy, Relatedness and Fairness. The ‘Status’ domain is when an employee may be feeling threatened with the changes that may be happening within the organisations so as to reassure the employee and they become fully aware of the changes happening and support them with learning new jobs within the organisation. 
The ‘Certainty’ domain may occur in an organisation when the employee feels uncertain about the changes happening, is unclear of what the changes are and how this will affect them, so by breaking down the changes into clear steps will help the employees uncertainty. 
‘Autonomy’ is the employee worrying about losing control of aspects of their job during and after the organisational change, so to support the employee through this change, the change in tasks needs to be clear and also reassuring the employee of what aspects of their job they will stay in control of. 
‘Relatedness’ is where colleagues will become anxious of moving around in the organisation to undertake new roles with the new changes, so to ensure the employee feels at ease with the changes to the new role, introducing them to the team before hand will help bridge the gap of anxiousness, dip in productivity and ensuring the change feels normal to the employee. 
The last domain is ‘Fairness’ . This is when the employee doesn’t feel that the changes that are happening are fair. To be able to ensure the colleagues that the changes have been as fair as they possibly can within the organisation, to some employees they may see others are being treated different so to reassure the employee 'equitable’ needs to be explained that everyone is treated fairly to that's persons needs to ensure the changes that happen are fair and meet each employees needs. 



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 impacts both organisational culture and behaviour in my organisation in both a positive and negative way. The positives for employees internally is that they see the progression levels within the organisation are alive and there are opportunities for employees to progress either to management roles or horizontally in the organisation to different roles. 

There can also be negatives to employee development within the organisation where employees are forced to progress because they are known to be ‘good’ at their job, or the employee doesn’t have the right behaviours and displays negative attitudes. This then has a negative effect on staff morale and also some employees become disengaged when they see the wrong people promoted into roles(walters, 2023). 

Promoting the correct employees within an organisation can have a massive positive effect on the organisation from staff morale, colleague performance and improving culture. By ensuring promotion of employees has a positive effect on the organisation the promoting manager needs to be clear and have transparent conversations with the employee, ensuring the developing employee has regular development meetings or assessments and being able to learn from mistakes. 

The organisation that I work for has recently revamped their leadership school, where colleagues have to do a self reflective pre learning before they are able to apply for the the progression school, once they pass the application process the is a development and learning journey they have to complete over a 6 month period and to pass the course to become a permanent member of management they have to show they have the right behaviours that is required of them for the role and also being able to show they can lead both themselves and a team. 


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)

For the organisation to be able to make the change of hybrid working effective within the organisation Kotter’s approach to change is a useful tool for managers to use. It is an effective tool to ensure that changes happen effectively and efficiently within an organisation to reduce the number of negative opinions, which in turn reduces the effectiveness of the policy change which is vital for the organisation to ensure the changes are as positive as possible(Taylor & Woodhams, 2022). 

The Kotter 8 step change would need to be used by the organisation to implement the change and the organisation will need to follow all of the 8 steps for the change to be effective. The first step of the change is for the organisation to create a sense of urgency around the change and the reasons why they have decided to make the change, whether it being down to costs of hybrid working, employee productivity or inclusiveness of employees. Once the change has been decided and why, the organisation will then need to find influential employees from around the organisation to build a coalition to be able to champion the change that is happening and raise the awareness in a positive manner. 
The organisation then needs to form a clear vision of the reasons why the change is happening, so this message is easy for the coalition to reiterate to the ‘volunteer army’ and the changes this will have on the organisation and employees within it. The ‘volunteer army’ then spread the word and can use a question and answer approach to gain information for the organisation around the changes or to gather the consensus from the employees with how they are feeling around the changes proposed. 
From gathering the information from the workforce through the ‘volunteer army’ the organisation is then able to tackle any barriers they may receive from the employees or the barriers they may face with the change that is going to happen. It may be that they aren’t against the changes proposed but they have reservations about how it's going to affect them personally. 
Celebrate any quick wins, this will reassure the colleagues that any changes are happening for the right reasons, even if the changes are only minor changes. This then leads onto the next step of increasing the pace and here is when the organisation can also introduce new policies or projects that may be happening within the organisation. For example, the organisation now introduces a new way of working or reducing the colleague work load due to the change in technology. This will then have another wave effect of positive thoughts from employees around the first change that was proposed. The last step in Kotter's 8 step change is institutional change and this is to ensure the changes that happen become embedded fully in the culture of the organisation(Applebaum, S et al, 2012).

Using the Kubler-Ross change curve, discuss how change is experienced. (AC 2.4)

Organisational change can cause many employees to experience a range of emotions and responses to the proposed changes that are being placed upon them. To support the employees through the changes that have been placed on them, the organisation along with HR can use the Kubler Ross change management curve to support employees' emotions along the way but also to anticipate the changes that may happen in the future. This will prepare the organisational management to ensure they are supporting the employees through the emotional changes that are to happen and also to ensure the change process is as smooth as possible. 

Kulber Ross discussed how employees may travel through the emotions of the change curve but also how some employees may skip stages of the curve.  The first is shock and denial which is where the employee will be negative against the change, they may become defensive towards the people implementing the change, they may then pass this negative emotion on to other employees. The next change may be anger, the employee may blame themselves or others about the impending changes. This is where HR helps support the employees through the initial change process by being emotionally supportive of the employee, ensuring the employee has a voice and is heard and supported through the process(CIPD,2024). 

Bargaining is the next stage in the curve. The employee may just go along with the proposed changes to not feel any pain or think the least amount of change may happen to them if they comply with the changes. The employee may stay in this phase for weeks so to ensure the employee is supported, having them communicate and being able to express their feelings and supporting their mental well being is important to be able to move onto the next phase (Chavan & Bhattacharya, 2022).  

The next stage is depression, for some employees the changes happening within the organisation may have a direct affect on their mental health and may cause depression and anxiety. This change in the business may leave them unsure how the changes will directly affect them but also depression for other employees may be through loss morale. Causing the workplace to become a very negative environment where employees begin to feel deflated and not valued within the organisation. This is where the management and HR need to ensure the employees are fully aware of the reasons for the changes, helping shift the negative mindset of employees to ensure them the changes happening are for the right reasons, but ensuring they aren’t given false promises as this could potentially start the whole change curve of emotions to start again(Brown, 2018). 

The next steps are acceptance and integration, this is where the employee has now become open to the changes proposed and is willing to try something new. This will help the employee integrate back into the organisation freely with them now being able to openly see the changes that were proposed by the organisation were correct, although they might not have had a positive effect on the individual themselves. By receiving support from HR and management employees are able to process all the changes and come on board. This is where management then has to ensure they cement these changes into the organisational culture to build the trust of employees and this should in turn make any future changes within the organisation run smoother and help flatten the emotional curve of change(Malik, 2022).
 
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 made up of many different elements and may differ depending on the type of employment. Organisations should be able to offer their employees basic well being needs such as health, good working environment, values, social, growth, lifestyle and financial well being. Organisations that are able to offer employees a robust well being policy enables the employees to flourish and reach their maximum potential in work, it also has a supportive impact on colleagues who know they may one day need support with elements such as mental health. Employers also have a duty of care towards its employees by following such laws to ensure all employees receive mandatory breaks, training, PPE and workplace health & safety. 
Well being in the workplace is important to employees as it shows the organisation values them as a person and by having a wellbeing policy in turn then has a positive effect on employee productivity and work satisfaction(CIPD, 2024). There are some factors that can cause stress at work which can be managed by the employee and the employer, if the organisation doesn’t have a robust well being policy in place then some of these factors can become part of the culture which then can have a detrimental impact on the employees mental health and also the organisation's reputation which could lead to some laws being broken(ACAS,2023). 
The CIPD good work index can impact well being in the workplace by looking at the effects working environments have upon employees mental health. From the CIPD Good Work index (2024) it states that 39% of employees interviewed felt that work had a positive effect on their mental health, but from the findings it showed that under 25s and over 55s are more likely to benefit mentally from work compared to employees ages between 26 and 54. This may be directly linked to employees between 25 and 55 are working full time and aren’t working part time like the other age categories, where they may have the support from family to sustain their lifestyle in the under 25s and the over 55s may have retired or close to retirement age so have reduced their working hours to have a balanced work life balance. WHO (2024) states that to support employee mental health organisations can adapt and accommodate reasonable changes for employees to support their mental health with changes such as flexible working hours, more rest time between shifts and changes to tasks. Supporting employees back to work with phased return programmes and supporting employees with mental health programmes. 

Provide a brief overview of the employee lifecycle and discuss people practise roles at the recruitment, development and separation stages of the lifecycle. (AC 3.1)

Employee lifecycle is broken down into 6 stages: Attraction, Recruitment, Onboarding, Retain, Development and Separate. It is believed that employees go along this emotional journey during their employee lifecycle and emotion and behaviour influences their choices along the way. It is believed that by understanding the process an employee goes on will help organisations with colleague retention, being able to provide more structured learning and being able to manage the employee experience within the organisation better. 

A people's practice role during the employee lifecycle is vital, HR has a large influence to play in the recruitment stage. One of the ways that it can influence the candidates who are applying for the roles advertised, is ensure that job profiles and the adverts that are placed online are accurate to the role and aren’t promising candidates roles which don’t exist in the organisation. HR can gain feedback and accuracy from employees within the organisation to ensure the adverts and job profiles are up to date and relevant to the job vacancy. They can also look at the recruitment platforms that are being used by the organisation by assessing the quality of applicants applying for the roles. If they are finding a high number of applicants but only a small proportion are suitable for the role they may want to look at changing the recruitment platform(Blake, 2023).  

The development stage can also be linked to the retention stage. If employees are not trained correctly or feel stagnant and have no room to develop they may leave but if the training and development plans are correctly held then this is where employees can flourish within an organisation and grow. People practices have to ensure all employees have the basic development and training to meet health and safety but employees should also be able to gain the skills to move laterally within the organisation and this comes down to clear job roles being advertised. Also when the employee is in the organisation they have development reviews yearly, which enables the employee to express any progression desire either laterally or vertically.

Separation is the last stage of the life cycle and this is where an employee leaves the organisation. Many employers make the mistake in thinking a leaver won’t come back, but this is where the influence of HR can play its part. By ensuring each leaver has an exit interview the organisation can learn from the interview and make any changes necessary to the employee life cycle process in the organisation, if the same feedback keeps coming up in the interviews. By holding exit interviews, asking the right questions and reviewing the answers the organisation can grow from the feedback they receive in turn hopefully making changes and improving the employee journey in the organisation. The organisation should also aim to have ‘happy leavers’, these are leavers who would go on to recommend the organisation to others and may in the future decide to return back to the organisation(verlinden, 2024). 

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

Organisational strategy is supported within the workplace by HR practices both vertically and horizontally. The vertical impact of HR support is relaying information from the top of the organisation either the CEO or higher management leaders to the lower level of the organisation the employees or assistants. Ensuring all colleagues know their roles within the organisation and other elements such as development, is clear and readily available to all. The horizontal support that HR brings to the organisation is ensuring all departments/ stores or production lines are aware of the organisation's strategy and agenda and that all employees no matter what role they are in are working towards the same company goal(Taylor & Woodhams, 2022). 

Vertical integration of HR practices is ensuring all employees within the organisation are working towards the same goal, all employees know what the company's strategies are currently and what the target is for the company in the future. To assist the organisation's strategies, policies such as performance management are clear and available to all employees. This can be delivered to management in training sessions and also to other employees in forms of company handbooks and updating policy changes to adapt to organisational change. By having a clear guide to policies such as performance management or performance development the business can grow and colleague development and employees feeling like they are valued and also having the knowledge that the organisation has a strong disciplinary policy, so underperformance will also not be tolerated. 

Horizontal integration of HR practices ensures all departments, stores, manufacturing sites within the organisation are all complying to the HR policies and procedures set out within the organisation. This means for example, absence policy. Once it's been embedded vertically through the management hierarchy, it will be practiced correctly through all the smaller departments within the organisation even if they aren’t based in one building or a site. This then ensures all management on the sites are complying with the HR policies such as absence policy and that all the employees working for the organisation are working towards the same goal and there are clear policies and implications if those policies are breached. 

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)

The organisation needs to consult all the managers and employees who are going to be directly affected by this policy change and the aim of the consultation is to either find a solution or to reach an agreement between the organisation and the employees affected by the change. The organisation needs to be clear about the change in company policy and the reasons behind the change and also to understand the employees and what needs they have which may be affected and what can be done to resolve the issues. 

By using the ‘good practice consultation’ approach this gives the organisation a chance to fact find on the policy change by listening to the employees it’s going to directly effect and to understand the change that is happening and what the employees need from the organisation to be able to make the change. It may be decisions need to be made around who works what four days of the week for rota purposes, it may mean that some employees may need to work weekends, so there is enough staff coverage due to the shorter working week. But by allowing the employees to feel valued and listened to in this process gives them a feeling of trust within the organisation and that they are supported and valued as a member of staff. 

Organisations can use the direct consultation approach, this is where the organisation has an informal conversation with each employee individually around the changes proposed, they can also hold formal group meetings with employees to discuss the changes within the organisation. The employees have this opportunity to hear the opinions of the organisation and the reasoning, help employers identify issues and suggest solutions and try to prevent potential disagreements(ACAS, 2021). 
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