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Organisational performance and culture in practice 
This unit assignment explores the connections between organisational structure and the wider world of work in a commercial context. It highlights the factors and trends, including the digital environment, that impact on business strategy and workforce planning, recognising the influence of culture, employee wellbeing and behaviour in delivering change and organisational performance. 

CIPD’s insight
Organisational climate and culture (October 2022)
Organisational culture is an important aspect of organisational life and a term that has become a mainstay among business leaders. The work of HR, L&D and OD influences and is influenced by organisational culture because every organisation is made up of human relationships and human interactions. Despite its dominance, the language of culture is often unclear and difficult to define, meaning it is also hard to measure. Consequently, real culture change is near-impossible if we can’t actually pin down what we’re looking to change. Rather than culture, focusing on organisational climate – the meaning and behaviour attached to policies, practices and procedures employees experience – is a much more specific, tangible way to positively influence the workplace. This factsheet explores why organisational culture is a popular but limited construct, and why shifting to changing organisational is much more effective for employers.
https://www.cipd.co.uk/knowledge/culture/working-environment/organisation-culture-change-factsheet

Organisation development (April 2022)
In an ever evolving world of work, it’s important that organisations adapt to ensure businesses performance. This factsheet explains what organisation development (ODV) is, what areas of focus and expertise it involves, and explores what ODV looks like in practice. There are many ways to describe organisation development (ODV), all of which share common features despite their varied meanings. In this factsheet we will use the abbreviation ODV rather than OD to distinguish organisation development from organisation design.
https://www.cipd.co.uk/knowledge/strategy/organisational-development/factsheet
Please note that the purpose of this insight is to link you to CIPD’s research and evidence within the subject area, so that you can engage with the latest thinking.  It is not provided to replace the study required as part of the learning or as formative assessment material






Preparation for the Tasks:
· At the start of your assignment, you are encouraged to plan your assessment work with your Assessor and where appropriate agree milestones so that they can help you monitor your progress.
· Refer to the indicative content in the unit to guide and support your evidence.
· Pay attention to how your evidence is presented, remember you are working in the People Practice Team.
· Ensure that the evidence generated for this assessment remains your own work.

You will also benefit from:
· Completing and acting on formative feedback from your Assessor.
· Reflecting on your own experiences of learning opportunities and continuous professional development.
· Reading the CIPD Insight, Fact Sheets and related online material on these topics as well as key research authors on the subject.
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Task - Questions
Knowledge and understanding for this core unit will be assessed by written answers to the questions below. 

[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)
The structure of each organisation is unique to their business type and size of operation, what may work for one, may not work for another; however, they all naturally filter into and operate through an overriding structure type. They can be susceptible to change and are not always stagnant in how they are faceted. 
A traditional structure would be that of a hierarchical organisation, this is usually top-down led and has various layers and control measures throughout. An example of this could be a public sector organisation, such as a council or a third sector one such as a Housing Association. These types of organisations usually have an established layer of management at higher levels, hereby following a centralised management structure model and the managers usually heading these positions possess a remit within their roles to drive their strategic goals, such as a head of marketing – who could be a key driver in raising the profile and gaining business form elsewhere, but they will ultimately be answerable to a Director or Chief Executive Officer. This can offer a simple guide to follow, so that everyone operating in the organisation is clear where the party line is where there is a clear chain of command. It can also ensure that levels of each operation is well-controlled by the different managers contained within the pyramid.
However, it can also lead to stagnation of evolving with the times and can be timely to enact effective change. This type of structure can also lead to a breakdown in communication between departments that feeds in to the slow-decision making process, as some departments may get competitive and work in silos to the detriment of the overall operation.
An alternative structure type by comparison is that of an organisation that is set up in a matrix structure. Kew and Stredwick (2016) define the matrix form to be something of a hybrid, where X would have a direct department report but would also support various projects led by a project manager who (X) would in turn be answerable to both managers. This is advantageous to an organisation wishing to work collaboratively, but the lines may be blurred when it comes to clarity on priorities and could lead to managerial conflict. Another plus of this type of structure is it is an efficient use of resources already contained within the business type and can enhance the employee’s morale by giving them the opportunity to project lead, showing a great deal of trust in them as they become more autonomous. Although, the downside to this could be that they suffer burnout as they have more responsibilities to comprehend. 

1. 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)
Often, organisations start out with close relations to their products and services they offer and their customer base. However, sometimes, the strategy of how they go about achieving their objectives changes over time and influenced, usually by cost value or adapting with industry forces. This can lead to a disconnect between the results of the organisation and conflict with their intended mission statements. 
A positive example of a business strategy being aligned is that of Timpson’s. Their modus operandi is upside-down management: Timpson’s (2024) seek to be relationship centric, valuing trust highly and personality at the forefront. This is evidenced as are one of the most prominent names who openly claim to employ ex-offenders, giving them an opportunity at rehabilitation. Timpson’s have in turn received a great deal of loyalty in return. Around 10% of the 5000 strong workforce are ex-offenders and they claim a retention rate of 76% in accordance with a case study by Shift design, 2019.
This in contrast with the NHS England strategy, 2019, that has patient safety at its forefront. One only has to watch the evening news on a daily basis to follow the continuing NHS crisis. In page 46 of it’s strategy document from 2019, you will see that it is committed to preventing and lessening the mortality rate for sepsis in particular. However, in a report published by The UK Sepsis Trust (2022), it appears to have continued at a rate of 200,00 episodes between 2015-2020, supported by publication by the Academy of Royal Colleges (2022). It even worsened to 244,158 in 2020, albeit this could be attributed to a rise in admissions due to COVID-19. Nevertheless, the promises contained within its strategy statement do no not align with the results of the service. This can also be evidenced further, as their workforce strategy also aims to retain staff in primary care roles NHS England – People Plan (2020/21). However, the data that follows does not support this, as The Health Foundation (2023) highlighted shortages of nurses in particular, increasing from 9.0 % in 2020 to 11.5% in 2022. 

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)
In an everchanging world, all organisations are susceptible to change. These changes can be voluntary, and are defined by internal factors that influence change, or driven by external pressures, that are usually implemented to combat and adapt with the external forces at play. To effectively measure an organisation against the external factors, it would be prudent to conduct a PESTLE analysis, which was originally devised by Aguilar, (1967). 
A prominent factor that is unavoidably affecting every organisation in the current climate is the Political element, which in the UK could be attributed to Brexit that has led to a negative impact on markets and escalating freight tariff costs. Logistics UK (2022) reported that 71% of hauliers claimed an increase in costs to their supply chains. This directly impacts businesses who need to distribute their product around the EU when it comes to exporting goods. 
This in turn has an Economic impact on organisations, with the rising fuel costs that has followed the war in Ukraine. In a report published by the UK House of Commons, (2023) it found that “oil prices jumped on 24th February 2022” after the Russian invasion on Ukraine. For reference, the average price of diesel culminated to be 199.2p per litre in July 2022 and then at the time of publication, it decreased to an average of 156.1p in September 2023. This has a direct effect on all business operations as there has been a significant rise in costs being passed on to the customers, that is steering inflation, in particular wages. This was around 6.2% in February 2022, but then 10.1% in July 2022, the cost of fuel was almost certainly a driver on the UK inflation rate during this period of time as per the House of Commons report: Rising cost of living in the UK (2024).
A third external factor that has impacted an organisation in recent times is the Environmental challenges that is facing organisations across all industries, in particular the automotive industry. With an impending ban on new diesel and petrol cars in the UK set to be enforced in 2035, although this was revised from 2030, it is forcing automotive manufacturers to prepare and adapt to support in the reduction of carbon emissions. RAC (2023) reported that this delay by 5 years was not well received by Ford UK as they had “already invested $50 billion globally to launch a new range of electric cars and vans.” To help support the industry with the imminent change on the horizon, the government had a subsidy in place to incentivise the sale of EV’s, but this was criticised by the Society of Motor Manufacturers and Traders (SMMT) in The Guardian, (2022) as it was in direct conflict with the aims to promote the sale of EV’s and help achieve its net zero aims. 

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)
Technology is all around us; it is there to support us, provide comfort, enhance our lives. However, there seems to be a concern amongst many that it will eventually, replace us. In the workplace, there is growing angst that organisations are utilising enhanced technologies to promote efficiency and subsequently requiring less manpower. This can be seen with the implementation of driverless cars, that may lead to driverless public transport, leaving taxi drivers and/or train drivers effectively redundant. The impact has already taken place at the supermarket, with self-service checkouts. Yet, there are certain activities that will still require people to carry out the required functions. The Work Economic Forum (2023) predicts that AI won’t be able to replicate/replace humans in jobs that require “human judgement and decision-making” or “jobs that require complex and nuanced communication.” It also added that AI would not be able to replace humans in roles that require “social and emotional intelligence, creativity and innovation and physical dexterity and mobility.” 
However, there are impacts of AI and automation being felt in industries already, with the launch of ChatGPT in 2022, whereby it is reported that it is being used by “almost half of US companies” as of 2023 – Tech.co (2023). The app is used for a variety of purposes such as responding to customer queries, coding even writing emails! Well-known US investment bank, Morgan Stanley is reported to be using the tool to organise wealth management Time (2023). This could lead to AI replacing humans to carry out the role, completely. AI is being used and developed widely in medicine, which is leading to more accurate diagnosis and fewer errors according to IBM (2024). This places huge confidence in the innovations of AI which will only accelerate it becoming further commonplace in our daily lives. 
Whilst the concerns are evident, that some organisations will look to adopt AI openly to reduce costs and increase profit, with likely job losses in certain industries, there are up-sides that could potentially enhance the employment experience for some. The Office for National Statistics (2019) predicts a productivity uptick for “7% of UK jobs to face a high of over 70% over the next 5 years.” 

2. Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)
Edgar Schein (1985) defined the levels of organisational culture in three forms: Artefacts, espoused values, and underlying assumptions. This model has been adopted and valued prominently by HR professionals, as it seeks to drive forward promoting culture changes, striving to improve, CIPD (2024).
Breaking these levels down, in simple terms would be to think of the Artefacts as being things to identify and associate with an organisation, they could be logo’s, emblems or branding or it could be terminology. It is more of what can be seen above the surface.
Espoused values can be interpreted as core values portrayed throughout an organisation, with the sentiments at the heart of each statement. They evoke a feeling of ‘this is what they stand for’ and it is expected that their culture reflects this.
Underlying assumptions underpin the other two levels, as it is the basis of the culture within an organisation. They can usually be attributed to be the source of what binds the people together and can explain shared behaviours amongst group within a set organisation, once they are identified. 
Looking deeper into what culture means and in particular, what drives culture amongst people, would be to take on board Maslow’s theory on a hierarchy of needs, Maslow (1954). This is laid out in pyramid form and in an order of hierarchy, they are comprised of: Physiological needs at the base of the pyramid. This was said to mean basic human survival requirements, such as food/shelter/sleep, they must be satisfied before humans can begin progressing up the scale. The next one up the scale is Safety and security, this is more health and financial in form, with a sense of order. The human needs to feel safe in an environment with good support systems in place such as family and societal securities such as medical care available to enable them to feel safe. Next, it is Love and belonging, this one seeks to have close connections with others to feel a sense of closeness. This can be in friendships, love or affiliation of groups. The penultimate need on this scale is Self-esteem, this particular need is one that strives to be respected and/or recognised by peers. At the top of the pyramid is Self-actualisation this is said to be total fulfilment and a person’s full potential being realised. This can be in any setting within life and not limited to academia or sports. 
Ultimately, for a human to progress their needs will all need to be satisfied, but some will feel all elements at differing points throughout their lifetime. Applying this theory in culture sense, an organisation has a major role to fulfil a human’s needs in their employment life cycle.

3. 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)
The CIPD profession map, CIPD (2024) lays out the significance that people professionals play in the culture and behaviour of each organisation they are present within. It is the role of the people professionals to advise on all manner of activities within an organisation that directly affects the culture. For example, when people professionals sets out recruitment and selection processes, it naturally looks to recruit someone with a particular skillset to fit the mould and become one of the team. This by default shapes the wider organisation as it seeks to gain another to align with their beliefs. It is prominently evident within the Police, where they are openly seeking to recruit more people from different backgrounds as the forces will appear more diverse for the communities in which they serve, Joining the Police, (2024). 
This could be in direct response to political and societal pressures as the latest statistics do not paint a positive picture of the current forces as published by gov.uk, (2023). It highlighted that “91.9% of the officers were white” and only “8.1% were from BAME or other groups.” This does not reflect society as it tells us that the latest census of 2021, “81.7% of people in England and Wales were white, and 18.3% were from ethnic minority backgrounds.” It is plausible that the current recruitment strategy shaped by the people professionals is intended to improve the diversity to be more aligned with the population, proportionally and in turn promote a positive open culture. 

4. 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)
The fallout of implementing a change that could have significant impact on people within an organisation cannot be understated. In change management, to predict the effect change has on performance, appliers will look toward the Change curve model, that followed ‘the five stages of grief’ by Dr Kubler-Ross, (1969). The change curve’s first stage for the recipient of the change news to be one of shock and denial. They will likely feel fear, and naturally become unproductive. Although this is only momentary on the scale, but respondents will get over the news at differing speeds. The second stage is that of anger and depression, where they seek someone to blame and essentially bury their heads in the sand that can prolong the feeling of denial. This has a detrimental impact on their anxieties, meaning the person affected by the change will have a negative output in the workplace as they tend to delay tasks, feel isolated and communication with others becomes poor. The third and final stage is that of acceptance and integration, a willingness to embrace the positive aspects of the impending change that they will be affected by. As the mood settles, the output improves and can even be an energiser to enhance their performance to a level beyond what they were at before the change came about. 
Another model of managing change is that of Kotter’s ‘eight stages of change’, (2012). In order to effectively bring about change, Kotter’s first step outlines the ‘need to create a sense of urgency.’ This is the key driver to convince others by motivating them that change would be good for the organisation. The second step is to ‘form a guiding coalition’ to guide the change, this will naturally formulate into a group pushing for the change to come and headed by people in key positions to gain credibility. The third step is to detail a clear strategy of the ‘change vision’ that lays out the proposal in a timeframe for all to follow the differing stages of the change and marking out how they will achieve it. The fourth stage is defined as ‘communicating the vision’ this is simply updating others on a persistent basis to keep it in people’s minds. The fifth stage is ‘empower others to take action.’ By removing roadblocks within an organisation and to pressure the executive management into accepting the incoming change with strength in numbers. The sixth step is to ‘generate short term wins.’ Provided it is perceived as achievable, it will be well received and gain buy-in from employees. The penultimate stage is to ‘consolidate gains and producing more change.’ This can be achieved by openly speaking about the positive impact of the change being effective. Finally, the last step is to ‘institutionalise the new approaches.’ This is done through embedding the change in the fabric of the culture of the organisation. This is to ensure that the new way is the current way.

5. 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 genesis of change management theorem is that of the change model devised by Lewin, (1947) his view on how change can be accepted widely and implemented successfully, Taylor & Woodhams (2022). It was Lewin’s belief that to properly bring about successful change, you had to introduce your idea, once it becomes palatable, implement, then it will become rooted, naturally. Resulting in a successful change management process. This 3-stage process was metaphorically a freezing process; to “unfreeze”, seeks to view where you are placed currently and looking at alternative avenues to improve, then the positive action of “moving” whereby you apply the changes. Finally, the “refreeze” stage, is when the changes have been applied and the new order of doing things is the new norm.  
Lewin’s ideas developed further by devising the forcefield analysis. To put it simply, Lewin acknowledged that when changes are incoming, there will naturally be resistance and people feeling aggrieved on one side. To circumvent this, Lewin advises that leaders have an obligation to influence the change is applied, regardless. This will then shift the balance in favour of the instigators of the change. To find out who/what would be the resistance, it would be prudent to conduct a SWOT analysis (CIPD, 2023) to see what the potential outcomes would be if the changes are applied.

6. 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)
The people profession continually places great emphasis to wellbeing at work. Positive wellbeing for employees directly corresponds with performance and general wellness. “A happy worker is a productive worker” as the adage goes. Bevan, (2018) reported that work has a significant impact on workers health, but that the focus needed to be revised to ensure employees felt valued and fulfilled in their roles rather than following fads around nutrition and exercise alone. Afterall, employers have a duty of care to support the welfare of its employees (ACAS, 2023). 
The CIPD expands on this topic with 7 areas attributed to wellbeing, and how workplaces should be shaping their wellbeing policies. There are clear definitions to ‘Health, good work, values/principles, collective/social, personal growth, good lifestyle choices and financial wellbeing.’ It suggests several initiatives that could lead to an improvement in the wellbeing of those under its employ. 
According to research published by the Financial Services Culture Board, (2019), there are 8 factors that have causal affect to the wellbeing of employees in the workplace. Firstly, the physical work settings themselves, it highlights that the exterior of the workspaces can lead to a change of mood and recommends open office spaces that help to promote interaction. If the person feels isolated, they are likely to replicate the behaviour of their environment. The second attributing factor is the workload. Being overworked is severely detrimental and can lead to an employee suffering with burnout if their demands are adversely high. The employee is less inclined to take breaks and utilise their holidays that helps promote a healthy work-life balance, of which they are legally entitled to take. The third looks at control and autonomy within the workplace, its said that employees who felt a higher degree of control over their positions would perform better and less likely to disengage or become absent. It recommends that people with influence in organisations could be encouraged to delegate more to empower their staff. The fourth point looks at security as being a factor that negatively impacts wellbeing. It goes without saying, that people in precarious job situations such as fixed-term contracts coming to an end, or at risk of job losses are going to feel a sense of angst. The next points out that effective management and good relations between managers and colleagues can have a bearing on how the employee feels. For example, a sense of openness between two people is likely to correspond with their level of communication being good and in turn their performance. The sixth point sees organisational justice being a factor, this is broken down into three lenses: distributive justice/procedural justice/interactional justice. Essentially, if the employee feels a sense of, or perceived injustice when it comes to fairness, they are more at risk to be under emotional distress. The penultimate factor is that of work-life balance, greater flexibility that support the wellness of the employee they enjoy, leads to higher levels of morale. Hybrid working or working from home enables employees to gain by being present in their household and save on commuter time that they could better spend with their friends/family is an example of this. Finally, the meaning at work. Leaning on the CIPD’s recommendation of ‘good work’ if people felt a sense of purpose or fulfilment in their roles, they were likely to have increased engagement than those who did not feel this way.    

7. 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 lifecycle or journey they go on, is close in proximity with the people professional function in an organisation. Using the model displayed by Taylor & Woodhams (2022), we see the first stage as being attraction. The recruitment teams have an important role to play in attracting new talent through the door, this can be through advertising, promoting positivity about the organisation to someone on the outside. This can be communicated by employee experience specialists through social media output, where messages of positivity can grab someone’s attention, giving the perception that the organisation is somewhere good to be at.  The second stage is recruitment, this occurs when the HR personnel look at filling the gaps within the budget by recruiting more heads to fill the spaces. Once the role is identified and job description is clarified, they will then proceed to seek the best candidate for the post. Again, this plays off attracting as the net needs to be cast wide to ensure the offering gains the most attention, this can be done through a variety of social media platforms as well as just the website to post the jobs as the right person may not know who you are yet. When the hiring manager is ready to shortlist the candidates, it is important that they are judged fairly. The function of the people professionals play here is vital as there is a legal requirement not to discriminate against candidates with protected characteristics (Equality Act, 2010). To comply with this legislation, good organisations will have clear Equality, Diversity & Inclusion policies, these are usually shaped by EDI specialists. Once the best candidate is identified they will then be expected to join the organisation, this stage is known as onboarding. The HR professional will then formally offer the candidate the position and be the welcoming face of the organisation. This part cannot be understated, as good practice shows a welcome induction for the new starters will help them settle in a new environment quickly. The next stage is the employee development, which can be undertaken by the Learning & Development arm, where they look at further development opportunities to progress. By investing in this way, is likely to lead a greater sense of loyalty being felt by the employee. The penultimate stage within the cycle is retention. Turnover of staff should be monitored very closely by the HR Business partners as they analyse trends in why they are losing people, CIPD (2023). This can lead to positive actions being adopted by the employee experience specialists for the ones who remain, it can help to ensure they feel valued ensuring they won’t leave. The final stage is separation. This is ultimately when an employee leaves and the HR professionals play a major part in guiding the person through this juncture. If the employee leaves on a voluntary basis, it is good practice that an exit survey and acknowledgment is given to the proposed leaver. This will help identify any underlying issues for their exit if there are any. When it comes to retirees, it can be predicted using workforce planning to see what the current age of the workforce is and anticipate them leaving. For this to be a positive experience, it could be meeting with them before they reach their decision to help prepare both parties. It could be an ill health retirement that is determined by an Occupational Health provider and helping them prepare for their next stage of their life. If an employee leaves on an involuntary basis and is dismissed, it is essential that the manager dismissing follows the organisations process to avoid an employment action being brought against them by way of tribunal, if found to have acted improperly (ACAS, 2022). Involuntary turnover also occurs when an employee is made redundant. There are strict rules that must be followed by an employer/people professional to ensure this is handled appropriately and avoid any actions being brought by the employee being made redundant (ACAS, 2023).

8. Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)
The people practice arm of an organisation is usually the one that aims to collaborate and support in carrying out the intended overarching strategy. This is usually done by shaping policies and procedures and developing a people strategy (CIPD, 2023). It creates guidelines for employees and managers to follow and can be evidenced by way of a code of conduct – this will lay out what is accepted company values and behaviours. If this code is not followed, it could lead to dismissal and helps breed conformity amongst the employees of an organisation. Another way the people practice influence other areas within an organisation, could be through a reward and recognition incentives or reviewing benefits. This role is usually performed by the reward specialist, who seeks to keep pace with competitors in their market area to ensure retention is maintained and morale is high to avoid apathy setting in that can have a detrimental impact on productivity. To achieve this, they will need to work closely with payroll or the Finance department to ensure the enhancement of any benefits can be afforded or budgeted to be implemented. If these initiatives are adopted, it could lead to a significant boost to the employees.
As previously mentioned, the people practice plays a significant role in the talent management process to ensure the right people join the organisation to shape the current workforce. The HR professionals will use data analysis on turnover to discover what the shortages are. Since COVID-19, many employers saw higher than usual turnover rates for a variety of reasons, as employees have sought career changes and reflected on their existing careers, deemed the ‘great resignation’, Klotz (2021). The onus is on the HR professionals to ensure a calm approach is taken to avoid organisations throwing money at the issue in the hope this will fix it. This phenomenon appears to have ended as of 2023 (BBC, 2023). 

9. 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)
The role of HR is to consult internal stakeholders within an organisation. They are there to guide and ensuring business plans are followed and strategy guides are implemented. This role is usually done by the HR business partner, they need to display influence skills amongst others and try to drive effective strategy through means of communication to everyone within an organisation.
HR Business partners are key to maintaining trade union relations (CIPD, 2023) in industries where unions are recognised. This is a vital role to maintain relations with the ‘collective voice’ of the employees who are represented by union membership. This can help gauge the sentiments of how change may be perceived, and negotiating strategies are key to resolving disputes. 


Your evidence must consist of: 

Written answers to the assessment questions (approx. 4550 words, refer to CIPD word count policy).
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Assessment Criteria Evidence Checklist 
You may find the following checklist helpful to make sure that you have included the required evidence to meet the task. This is not a mandatory requirement as long as it is clear in your submission where the assessment criteria have been met.
	Assessment criteria
	Evidenced
Y/N
	Evidence reference

	1.1
	Evaluate the advantages and disadvantages of different types of organisation structures, including the reasons underpinning them.
	
	

	1.2
	Analyse connections between organisational strategy, products, services and customers.
	
	

	1.3
	Analyse external factors and trends impacting organisations to identify current organisational priorities.
	
	

	1.4
	Assess the scale of technology within organisations and how it impacts work.
	
	

	2.1
	Explain theories and models which examine organisational culture and human behaviour.
	
	

	2.2
	Assess how people practices impact on organisational culture and behaviour.
	
	

	2.3
	Explain different approaches to managing change.
	
	

	2.4
	Discuss models to show how change is experienced.
	
	

	2.5
	Assess the importance of wellbeing at work and the different factors which impact wellbeing.
	
	

	3.1
	Discuss the links between the employee lifecycle and different people practice roles.
	
	

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

	3.3
	Discuss processes for consulting and engaging with internal customers to understand their needs.
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Assessment Criteria marking descriptors.
Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate where the learner sits within the marking band range for each AC. 
Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so assessors must use their discretion in making grading decisions.
The grid below shows the range for each unit assessment result based on total number of marks awarded across all assessment criteria.  
To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment criteria.
The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the assessment criteria have been failed or referred. 
Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be used internally by the centre.

	Overall mark
	Unit result

	0 to 23
	Fail

	24 to 30 
	Low Pass

	31 to 39
	Pass

	40 to 48
	High Pass




Marking Descriptors
	Mark
	Range
	Descriptor

	1
	 Fail 
	Insufficient demonstration of knowledge, understanding or skills (as appropriate) required to meet the AC.
Insufficient examples included, where required, to support answers.
Presentation and structure of assignment is not appropriate and does not meet the assessment brief.
Insufficient or no evidence of the use of references to wider reading to help inform answer.

	2
	Low Pass
	Demonstrates an acceptable level of knowledge, understanding or skills (as appropriate) required to meet the AC.  
Sufficient and acceptable examples included, where required, to support answers.
Required format adopted but some improvement required to the structure and presentation of the assignment.
Answers are acceptable but could be clearer in responding to the task and presented in a more coherent way.
Sufficient evidence of the use of references to wider reading to help inform answer.

	3
	Pass

	Demonstrates good knowledge, understanding or skills (as appropriate) required to meet the AC.
Includes confident use of examples, where required, to support each answer.
Presentation and structure of assignment is appropriate for the assessment brief.
Answers are clear and well expressed.
Good evidence of the use of references to wider reading to help inform answer.

	4
	High Pass
	Demonstrates a wide range and confident level of knowledge, understanding or skill (as appropriate).
Includes strong examples that illustrate the point being made, that link and support the answer well.
Answers are applied to the case organisation or an alternative organisation.
Answers are clear, concise and well argued, directly respond to what has been asked.
The presentation of the assignment is well structured, coherent and focusses on the need of the questions.
Considerable evidence of the use of references to wider reading to inform answer. 



Marking grid and feedback for learner
	Unit 5CO01: Assessor Feedback to Learner


	Centre number
	Please enter your centre number here

	Centre name
	Please enter your centre name here

	Learner number (1st 7 digits of CIPD Membership number)
	Please enter the learner number here. Must be 1st 7 digits of CIPD membership number

	Learner surname
	Please enter learner surname here

	Learner other names
	Please enter learner other names here e.g., first name and middle name(s)




	TASK


	AC Number
	Assessment Criteria
	Mark 
1-4

	1.1
	Evaluate the advantages and disadvantages of different types of organisation structures, including the reasons underpinning them.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.2
	Analyse connections between organisational strategy, products, services and customers.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.3
	Analyse external factors and trends impacting organisations to identify current organisational priorities.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	1.4
	Assess the scale of technology within organisations and how it impacts work.
	

	
	Please enter your Assessor feedback here


	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.1
	Explain theories and models which examine organisational culture and human behaviour.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.2
	Assess how people practices impact on organisational culture and behaviour.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.3
	Explain different approaches to managing change.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.4
	Discuss models to show how change is experienced.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	2.5
	Assess the importance of wellbeing at work and the different factors which impact wellbeing.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.1
	Discuss the links between the employee lifecycle and different people practice roles.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

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

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here

	3.3
	Discuss processes for consulting and engaging with internal customers to understand their needs.
	

	
	Please enter your Assessor feedback here

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 1 (if applicable)

	Enter mark here

	
	Please enter your Assessor feedback here for resubmission 2 (if applicable)

	Enter mark here
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	Assessor Feedback Summary

Please enter your summary and developmental points for the learner here. Please use a different font colour for any resubmission comments. 
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	Assessor signature
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