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AC1.1 – 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. 

Organisations that seek to increase their efficiency need to define and implement detailed organisational structures for themselves. The selection and implementation of these structures depends on the dimensions of the organisation and its functioning , and accordingly , some structures may be better than others. Knowing the hierarchy of the company or organisation will help you to perform tasks and orders based  on the expectations of the company. In general , it can be said that organisational structure makes employees perform better.

· Hierarchical Organisation
· Functional Organisation
· Divisional Organisation
· Projected Organisation
· Matrix Organisation
· Virtual Organisation
· Holarctic organisation (Taylor and Woodhams, 2016)1
A matrix organisation Structure is a corporate structure in which reporting relationships are established as a network or matrix rather than a traditional hierarchy. In other words, employees often have dual reporting relationships with a functional manager and a departmental manager (Kew and Stredwick, 2016).2 A professional organisation has an upward performance . And matrix organisation is moving towards professionalisation in the path of growth.
In a matrix organisation, rather than ranking employees along functional, Geographies , or product lines , management has both , employee report to a afunctional manager who can help with skills  and help prioritise and review work, and department manager who drives the organisation’s product or service offerings . 
The advantages of a matrix structure include the distribution of resources between teams, allowing employees to communicate with numerous teams within the organization, sharing information, and accelerating the decision-making process.
The employee performs independently and maintains specific responsibilities among their managers, which can improve motivation, decision-making, and personal growth (Kew and Stredwick, 2016). 3
On the Other hand The matrix organisational structure is complex to manage due to its competing resource demands. Conflict may cause disagreement and confuse accountability. Cost accounting's directional reporting connections are hampered by the difficulty of determining financial performance accountability. 
Frequent organisational changes can challenge personnel when service or product objectives change and they are given new responsibilities.
Restructuring work procedures may disrupt relationships and cause early deficiencies. 

A contradictory reporting structure might cause power struggles between managers. 

Decision-making requires many people, which may delay market/service responses(Safaei, S. no date). (Kew and Stredwick, 2016).4
In divisional organisational structure, different departments of  accompany have control over their own resources and essentially act as one company within a large organisation .Each department can have its own IT team , etc. This structure works well for large companies because its empower different departments to make decision without having to report to different executives. 
There are various types of divisional organisation methods:
Geographic division -Here divisions are geographically based and possess particular awareness of local market situations).
Product based Divisional Structure – Divisions are separated by product line, have thorough understanding of their specific product area.
Market-based division structure- Segmentations are done by market type , industry or customer. 5.  (Craigag,T and Campbell,D ,2012).
Organisational structure helps large companies to be flexible .enables faster response to changes or customer needs . and promotes independence , autonomy and a customised approach.
However, it also can be easily led to duplicate resources ,and can cause inappropriate or insufficient communication between the headquarters and its department which also can lead the company to compete with itself .

AC1.2 – 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 
1- Comprehensive market analysis( section b1,b2)
The organisation’s strategy emphasises extensive market studies, including demand forecasting and competitive analysis. By understanding  current and projected demand, organisation can assess customer needs accurately , determine product-market fit , and ensure that the proposed products or services will address specific market gaps.
       This approach also involves evaluating  both domestic and international demand ( B2), enabling the   organisation to tailor its offerings based on regional requirements  and preferences, which enhances its ability to meet diverse customer expectations.
The approach of the company stresses thorough market research covering demand forecasts and competition analysis. Understanding present and expected demand helps a business to properly evaluate consumer wants, ascertain product-market fit, and make sure the suggested goods or services will fill certain market gaps.
This strategy also entails assessing local and foreign demand ( B2), so allowing the company to customise its products depending on regional needs and preferences, so improving its capacity to satisfy various client expectations.

2- Technical and financial viability( A,B.14 b.18 )
This study includes a detailed technical  and financial analysis to assess the practicality of delivering a high-quality product within budget and optimal resources. By ensuring the project’s financial and operational feasibility( Section B.14 , B18), The organisation  reduces the risk of financial strain or product quality issues , which are essential to maintaining customer satisfaction and loyalty. Using tools like COMFAR 111 expert and financial modelling software helps predict the costs, revenues and profitability , leading to better financial planning and an informed pricing strategy that align with customer affordability and vale expectations.

3- Customer -Centric product development ( section B11)
The organisation employs a PEST analysis to evaluate the boarded business environment , identifying opportunities and threats  that may influence product development . BY factoring in external forces such as social trends , economic conditions , and technological advances , the organisation can create products that resonate with customer preferences and adapt to market changes. Additionally , analysing risks associated with customer needs and market shifts helps the organisation to pre-emptively adjust strategies , ensuring that products remain relevant and valuable to customer over time .

4- Risk management and sensitivity analysis( section B12 ,B22, B23)
A pro active approach to risk management is evident in the organisation’s strategy , as they conduct both risk assessments and sensitivity analysis. This allows the organisation to prepare for various financial and operational scenarios, minimising disruptions that could affect product quality or availability.BY performing break -even and sensitivity analyses, the organisation gains insight for profitability and sustainability, ensuring that products can be produced and priced  in ways that meet customers’ needs without compromising  the organisation’s financial health.

5- Focused investments in customer -relevant aspects ( section B14,B15)




( AC 2.1) Explain Charles Handy’s Model of organisational culture and explain David Rock’s SCARF theory . 
The Basis of the success of organisations is having the right culture that matches the organisation’s business.
When the culture is not created properly , it affects people’s productivity , morale and performances.
Interaction is one of the serious treatments for many individual and organisational injuries . in the process of  interaction. If we aware of the functioning of the brain during the interaction process , we can largely prevent unwanted obstacles in the interaction .
Dr.David Rock , by studying the research of Neurologists( Cognitive Science expert)Invented a model that affects brain function it is stable in facing different conditions.
The basis of this model is that the brain shows evasive and defensive reactions when faced with environmental ( Social ) threats , in this situation, all brain facilities are used to avoid this environment and conditions , and things like creativity and initiative are severely suppressed. On the other hand , in response to environmental rewards , the brain is encouraged to initiate , participate and accept positive  reactions, to stay in that condition and to continue it. The model examines Environmental conditions in the form if 5 topics , each of which has its roots in the research of experts in cognitive science and neurology. (Mofrad.S, 1981) 8
 According to CIPD 2024 7 , The model proposes that learning increases as threats are minimised and rewards maximised:
· S (Status): Learning that’s perceived to enhance status (leading to a promotion, for example), will be motivational.
· C (Certainty): If certainty is lacking, the impulse may be to disengage, whereas clear steps and a sense of order can increase learning transfer.
· A (Autonomy): A degree of autonomy in learning is a key factor in reducing stress. There’s a contrary impact if autonomy is denied; effective learning involves some choice and control.
· R (Relatedness): If we feel trust, empathy and social connection during learning, oxytocin is released in the brain, which increases engagement.
· F (Fairness): Learning which is perceived as fair and justified is motivational, whereas unfair stirs hostility and threat.

Handy’s theory Describes four distinct management styles , each within its own values , over time theses values and expectations create an internal organisational culture.
The power Culture – The foundation of this Culture is power, communication and respect. The prosperity of this culture lies in the superiority of speed over accuracy.
There are some organisations where power remains in the hands of a few people and only they are the only decision makes . and delegate most of the responsibilities to other employees.in Such a culture , subordinates have no choice but to strictly follow orders of their superiors. Managers in this type of culture can sometimes be partial to someone or the other , leading to great unrest among others.

Role Cultures – in this culture each employee is assigned roles and responsibilities according to their expertise, educational , qualification, and interest to extract the best out of them , in such a  culture , employees decide to do the best they can and willingly accept the challenge . Each person is responsible for something or the other and must take ownership of the work assigned to them . power in such a work culture comes with responsibility.

The Task Culture – Organisations in which teams are formed to achieve goals or solve critical problems follow a task culture . in such organisations, people with common interests and expertise come together to form a team . every team member should contribute equally and perform tasks in most innovative way.

The people Culture- The core of the People Culture is a strong conviction in the person's autonomy and the need of empowerment in the workplace. The ideas of personal growth, job happiness, and the search for self-fulfilment are very important to it. People who want to use their skills and talents to make a difference and find meaning and freedom in their work will really enjoy working in this kind of setting. Focussing on each person's well-being makes it easier for people to be creative and come up with new ideas. 9  (Hero,L&D . 2023)


(AC 2.2 )Access how employees’ selection or employee development impacts organisational culture and behaviour in your organisation (      or one with which you are familiar )

Employee training and development programs help organisations grow and achieve short-term and long-term goals. Employees of an organisation must continuously develop their skills  and knowledge so that the organisation dose not lag behind competitors. Employee training and development programs have benefits that include :
Increasing productivity and efficiency of the organisation- Employees who get training in information technology can use new tools more quickly and correctly. For instance, new nurses can learn how to put in an IV, care for wounds, and do advanced patient evaluation. Health boards must provide up-to-date training and workshops to help refine these skills. For nurses who wish to specialize, health boards can offer specialized field training.


Improving job satisfaction- Training and development programs allow employees to learn new skills and improve their knowledge and information. Therefore, they can take a step in the path of career development, and finally, their commitment and satisfaction with the job will also increase, which leads to reducing the employee leaving rate. Offering nurses clear opportunities for career advancement makes the current health board more appealing and helps keep nurses from leaving for other organizations, especially at a time when nurse shortages are a problem across health boards.
Increasing employee morals- Every employee who has development opportunities at their workplace has higher motivation, morale, and self-confidence, which results in creativity and innovation in the workplace.
Health care roles can be physically and emotionally demanding, often leading to burnout if the employee feels overworked and underappreciated. Increasing morale through initiatives like recognition programs, work-life balance, and mental health supports reduces and prevents burnout. A culture that values employee well-being and actively addresses these issues is likely to retain skilled staff and reduce turnover. When nurses deal with patients and oversee treatment results, they face many challenges. However, they are better able to handle these challenges when they work in a positive and helpful workplace.

Improve interaction with customers- employee development programs , including sales, marketing , customer service , in this patient care, directly affect team performance  and interaction with patients, because each employee in these training programs acquires more knowledge of products and services and can identify patients’ needs and provide them with the required  service or care plan. This helps with Health board’s image.

Attracting and retaining talented employees- Due to nurse shortage , health boards are competing with each other  to attract and retain talented and experienced staff, therefore , organisations that provide training and development opportunities for their employees have a competitive advantage and attract talented and experienced nurses. 

Increasing safety and flexibility in the workplace- Teaching health and safety regulations to each employee how to use equipment and system ,etc. can lead to reducing safety in the workplace .employees who learning new knowledge and skills can easily solve challenges and problems on their own , without referring to someone else. (Safari, 2023) 10
According to Hosmer (2015)  11 there are three main things to think about when developing your employees: 
1. abilities and skills—the employee’s current speciﬁc skills, knowledge, and competencies that are necessary for the ongoing success of the business 
2. organizational needs—the needs and expectations of each role in the organizational structure 
3.employee interests—career aspirations, the ability to fulﬁll current and future roles, identiﬁed gaps, personality type, and a plan for development.

It is Organisation /Manager’s responsibility to initiate and support of employee’s development , using company’s resources .Through Ensure teams are up to date on statuary and mandatory training , carry out annual career conversation , and support them with continued professional development and career plans. Identify and implement a range of options to support employee development and career plans. Coaching and mentoring individuals and teams to develop their skills. Respects diversity , different cultures and perspective.





(AC 2.3 )An organisation is planning a change relating to hybrid working. Many employees moved to home working during Covid-19 pandemic. Whilst this approach worked well at 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.

One of the important factors in any organisation growth and development is the “change” factor. Change means changing from one form to another form one form to another . Without changes in the  process of activities , organisation goals will not be achieved.12
[bookmark: _GoBack]change management is an approach that leads to the transformation of an individual, team and organisation to achieve the desired situation. In the discussion of change management theories and steps, there are different models of change and organisational transformation for changes , one of these models is Kotter change model, which has 8 steps
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