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1.	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)
Organisational structures define the way in which an organisation activities are organised and coordinated. Several types of organizational structures exist, each with its own advantages and disadvantages. Within Pobl Group (2023) the organisation is managed through divisions each with a managing director. This is known as divisional structure, the organisation is organised based on products, services, or geographical regions. Each division operates as a self-contained unit with its own functional departments, enhancing flexibility. Pobl Group (2023) is divided into distinct functional areas,  finance, marketing, operations, care 7 Support and development. Each division is responsible for specific tasks related to its function, creating a clear hierarchy. For example in the development division they are responsible for designing and building new homes and services, within care & Support they are responsible for delivering services to customers but each division is part of the wider Pobl group.  
Advantages: Improved focus on specific products or markets, allowing for quicker adaptation to changes. Decentralised decision-making enhances responsiveness (Robbins et al., 2017). This structure promotes specialisation, as employees focus on their expertise. Decision-making is centralised, leading to clear accountability (Robbins et al., 2017). And ensures that any profit / loss go to the group so no one division is ever at risk. By being art of a wider group each division is supported centrally so there is never one single point of failure.   
Disadvantages: Duplication of functions across divisions can lead to inefficiencies. Coordination and communication between divisions may pose challenges (Daft & Marcic, 2015).
Another organisational structure that could be used is Matrix Organisational Structure. The matrix structure combines elements of both functional and divisional structures. Employees have dual reporting relationships – functional and divisional – allowing for cross-functional collaboration.
Advantages: Enhanced communication and flexibility, as employees collaborate across functions. Efficient use of resources, with employees contributing their expertise to multiple projects (Schermerhorn et al., 2014).
Disadvantages: Role ambiguity and potential conflicts arise due to dual reporting relationships. Decision-making may be slower due to the need for coordination between functions (Daft & Marcic, 2015).
The choice of organisational structure depends on factors such as the organisation's size, industry, and strategic goals. While functional structures offer clarity and specialisation, divisional and matrix structures provide flexibility and responsiveness to diverse demands. Organisations often adapt their structures over time to align with evolving needs (Robbins et al., 2017; Daft & Marcic, 2015; Schermerhorn et al., 2014).

2.	Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. (AC 1.2) 
An organisation's strategy, products or services, and its relationship with customers are intricately linked, forming the foundation for sustainable success. A well-defined strategy serves as a roadmap, guiding the development and delivery of products or services to meet customer needs and expectations. The alignment between an organisation's strategy and its offerings is crucial. For example, a differentiation strategy, as proposed by Porter (1985), may lead the organisation to develop unique and innovative products or services to stand out in the market. On the other hand, a cost leadership strategy may prioritise efficiency and economies of scale in delivering standardised products at lower prices.
Understanding customer preferences is pivotal in shaping an effective strategy. Market research, customer feedback mechanisms, and continuous monitoring of industry trends aid organizations in tailoring their strategies to address evolving customer demands Kotler et al., (2017).
The connection between Pobl Group’s (2023) strategy and its products or services, as well as its customers, is fundamental for effective governance and community well-being. Pobl Group provides a range of services that directly impact the lives of their customers and wider communities. Aligning these services with a well-defined strategy enhances public satisfaction, community development, customer engagement, funding sources for providers and overall efficiency.
Pobl’s strategy outlines its goals, priorities, and approaches to addressing community and customer needs. The services offered by Pobl such as housing,  healthcare, infrastructure development, and public safety, align with these strategic objectives. As an example Pobl’s focus (2023) on sustainable development in its new home building strategy leads to services that promote environmental conservation and green initiatives within the community.
Understanding the needs and preferences of the local population is crucial for tailoring services effectively. This requires ongoing engagement and communication with stakeholders and customers to ensure that the services Pobl provide are responsive to changing community dynamics Bovaird, (2007). This customer centric approach enhances customer satisfaction, as services are more likely to meet the actual needs of the community. Open channels of communication, such as, surveys, and digital platforms, facilitate engagement with current and possible future customers allowing Pobl to tailor its services to meet the demands of customers whilst also ensuring value for money as a not for profit organisation. 
A strategic tool that Pobl implements to enhance connections is the adoption of technology-driven customer engagement platforms. Digital tools, including mobile apps and online portals, can serve as effective mechanisms for soliciting feedback, disseminating information, and involving customers in decision-making processes Nam & Pardo, (2011). These platforms enable real-time communication, allowing Pobl to gather insights into community needs and preferences swiftly.
Simply put Pobl’s strategy has been designed based on stakeholder and customer feedback over a number of years to ensure that the eservices Pobl offer are wanted, needed and will be utilised making the relationship between Pobl and is stakeholders very dependent on each other. 
3.	Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. (AC 1.3)
PESTLE analysis is a valuable tool for assessing external factors affecting organizations Kotler et al, (2017). It considers Political, Economic, Social, Technological, Legal, and Environmental influences. 
For Pobl group using the PESTLE Analysis economic support is key. The reduction of government funding in Wales has and could have substantial economic implications for not-for-profit organisations such as Pobl Group. As Pobl is heavily reliant on public funding, cuts can hinder their ability to deliver essential services and fulfil their social missions. The economic impact encompasses reduced employment opportunities within the sector, potentially leading to job losses and increased unemployment rates. Additionally, diminished financial support may limit Pobl’s capacity to address societal needs, exacerbating social issues and placing additional strain on public services Young and Salamon (2002).
Pobl as a not-for-profit organisation in Wales can have a positive social impact by addressing community needs, promoting social welfare, and fostering inclusivity. Positive effects include improved healthcare, poverty alleviation, and enhanced community well-being. However, negative social impacts can arise from unintended consequences or organisational challenges, such as the lack of economic support mentioned above. Ebrahim (2003), emphasise that an organisation such as Pobl has the potential to enhance social capital and community development, but is limited in doing so by other factors that all reside within PESTLE.  Pobl as an organisation  that offers services to communities in Wales must ensure that it is fully aware of social needs in Wales and fully engage with it otherwise it risk loosing customers that could ultimately lead to the organisation failing. 
Pobl can have positive legal impacts by adhering to regulatory frameworks, ensuring transparency, and promoting accountability. This enhances trust and legitimacy within the community. Conversely, legal challenges may arise for Pobl, such as compliance issues or disputes. Studies by Ott and Dicke (2011) highlight the legal complexities faced by organisations such as Pobl. Positive legal impacts contribute to Pobl’s credibility, enabling it to fulfil its mission effectively. However, navigating legal challenges requires robust governance structures and legal awareness to maintain Pobl’s integrity and adherence to legal standards, a good example is the recent changes to fire regulations following the Grenfell disaster. Pobl as a housing provider has needed to implement new procedures to comply with the new fore Act 2021. 
4.	When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)
The scale of technology within organisations has reached unprecedented levels Kane et al., (2014), profoundly impacting the nature of work across various sectors. The adoption of advanced technologies, such as artificial intelligence (AI), automation, and digital platforms, has reshaped organisational structures, processes, and workforce dynamics. One significant impact is the increased efficiency and productivity brought about by technology. Automation of routine tasks allows employees to focus on more strategic and creative aspects of their jobs Brynjolfsson & McAfee, (2014). This has the potential to enhance overall organisational performance. Additionally, the integration of collaborative tools and communication platforms facilitates remote work and global collaborations, breaking down geographical barriers Kane et al., (2014).
However, the pervasive use of technology also brings challenges. The fear of job displacement due to automation is a notable concern Frey & Osborne, (2017). While technology creates new job opportunities, it simultaneously renders certain skills obsolete, necessitating continuous workforce upskilling. This dynamic demands organisational adaptability and a commitment to fostering a culture of learning and development Bessen, (2019).
The impact of technology on work extends beyond individual tasks. Organisational structures are evolving with the adoption of technology, promoting flatter hierarchies and more agile frameworks Bughin et al., (2018). Virtual teams and remote work arrangements, facilitated by digital tools, challenge traditional notions of workplace structures, demanding a shift in leadership and management styles Brynjolfsson et al., (2019).The widespread use of technology introduces cybersecurity concerns and the need for robust data protection measures Duhigg, (2018). Organisations must invest in cybersecurity infrastructure to safeguard sensitive information and maintain stakeholder trust.
What can be seen is the scale of technology within organisations is transformative, impacting work in multifaceted ways. While it enhances efficiency, collaboration, and flexibility, it also poses challenges related to job displacement, skill gaps, and cybersecurity. Organisations that successfully navigate this technological landscape are those that foster a culture of continuous learning, adaptability, and strategic integration of technology into their operations, Bessen, (2019).
5.	Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)
Edgar Schein's model of organisational culture is widely recognised Armstrong, & Taylor, S. (2020) and consists of three levels: artifacts and behaviours, espoused values, and underlying assumptions.
Artifacts and Behaviours: This is the most visible level and includes tangible aspects such as dress code, office layout, and observable behaviours. These aspects provide outsiders and newcomers with a surface-level understanding of the organisational culture.
Espoused Values: This level delves deeper into the organization's values, beliefs, and goals. Espoused values are the officially stated principles that organizations claim to follow, often outlined in mission statements or corporate documents. These values guide decision-making and behaviour within the organisation.
Underlying Assumptions: The deepest and most implicit level, underlying assumptions, comprises the core beliefs and values that individuals in the organisation take for granted. These assumptions are often unconscious and shape how members perceive and interact with the world. They are the fundamental truths that govern organisational behaviour.
Schein suggests that in order to truly understand an organisation's culture, it is necessary to explore all three levels, recognizing that the underlying assumptions have the most profound impact.
As for a theory or model that examines human behaviour, let's consider Albert Bandura's Social Cognitive Theory (1968). Bandura's theory emphasises the importance of observational learning, imitation, and modelling in understanding human behaviour. It proposes that individuals learn by observing others and the consequences of their actions, and they incorporate these observations into their own behaviour.
Bandura introduced the concept of reciprocal determinism, suggesting that behaviour, personal factors, and the environment all interact and influence each other. For instance, an individual's behaviour can be shaped by observing the behaviour of others, the consequences of that behaviour, and the social context in which it occurs.
6.	Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2)
People practices have a profound impact on both organisational culture and behaviour, shaping the way individuals within an organisation interact, collaborate, and contribute to its overall success.
People practices influence organisational culture by shaping shared values, beliefs, and norms. For instance, organisations that prioritise open communication, collaboration, and employee development foster a culture of innovation and continuous improvement. Google (2023), known for its innovative culture, encourages employees to spend 20% of their time on personal projects, demonstrating a people practice that nurtures creativity and contributes to a culture of experimentation (Amabile, 1998).
People practices directly impact individual and collective behaviours within an organisation. Goggle (2023) known for its customer-centric approach, has a people practice called "Holacracy" that empowers employees to self-organise and make decisions collaboratively. This unique structure influences behaviour by fostering autonomy, initiative, and a sense of ownership among employees, contributing to a customer-focused organizational behaviour (Hsieh, 2010).
Effective people practices ensure alignment between organisational culture and employee behaviour. Google again, renowned for its fun and customer-centric culture, implements people practices that prioritise employee engagement, such as hiring for attitude and providing extensive training. This alignment fosters positive behaviours, including a commitment to customer service and a sense of camaraderie among employees (Gittell, 2003).
People practices are instrumental in shaping organisational culture and behaviour. By aligning HR strategies with desired cultural attributes and implementing practices that reinforce positive behaviours, organisations can create environments where employees thrive, contribute meaningfully, and collectively contribute to the achievement of organizational goals. 
7.	Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances’. Explain two different models or theories to managing change. (AC 2.3)
Lewin's (1947) Change Management Model is a foundational theory that comprises three key stages: unfreezing, changing, and refreezing. In the unfreezing stage, existing behaviours and attitudes are disrupted to create a readiness for change. This is followed by the change stage, during which new processes, behaviours, or structures are implemented. The final stage, refreezing, involves stabilizing the changes by reinforcing new behaviours and integrating them into the organizational culture. Lewin's model emphasizes the importance of managing the psychological aspects of change and ensuring that individuals are prepared for and committed to the new state.
Kotter's (1996) 8-Step Change Model provides a comprehensive approach to managing organisational change. The model consists of eight sequential steps, including creating a sense of urgency, forming a powerful coalition, developing a vision and strategy, communicating the vision, empowering employees for broad-based action, generating short-term wins, consolidating gains and producing more change, and anchoring new approaches in the culture. Kotter's model emphasizes the need for strong leadership, effective communication, and continuous reinforcement to ensure successful and sustainable change.
Both Lewin's and Kotter's models highlight the importance of addressing the human side of change, acknowledging that individuals play a crucial role in the success or failure of organisational change initiatives. Lewin's model focuses on the psychological aspects of change, while Kotter's model provides a structured and sequential approach to navigating the complexities of organisational transformation.
8.	A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)
The ADKAR Model, developed by Jeff Hiatt and Prosci,(2006) is a business-focused change management model that outlines the individual experience of change within an organisational context. ADKAR represents five key stages that individuals typically go through during a change initiative: Awareness, Desire, Knowledge, Ability, and Reinforcement.
Awareness: The first stage involves creating an understanding among individuals about the need for change. It is crucial for people to be aware of why the change is happening, what it means for them, and what the implications are for the organisation.
Desire: In this stage, individuals develop a personal motivation or desire to participate in and support the change. This involves addressing any concerns or resistance and fostering a positive attitude toward the change.
Knowledge: Once there is a desire for change, individuals need the knowledge and understanding of how to change. This includes providing the necessary information, training, and resources to equip individuals with the skills required for the new ways of working.
Ability: The ability stage focuses on the application of knowledge. Individuals must be able to implement the change successfully in their day-to-day activities. This may involve overcoming obstacles, adapting to new processes, and demonstrating the skills acquired during the knowledge stage.
Reinforcement: The final stage emphasises the importance of reinforcing the change to ensure its sustainability. This involves acknowledging and celebrating successes, reinforcing the benefits of the change, and embedding the new behaviours into the organisational culture.
The ADKAR Model provides a structured framework for understanding and managing the human side of change in a business context. By addressing the individual experience of change at these specific stages, organisations can increase the likelihood of successful change implementation and reduce resistance. The ADKAR model ensures all ae aware of the need for change and the benefits of it, this removes ambiguity and fear due to the proposed change. 
9.	The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing. (AC 2.5)
Workplace wellbeing is crucial for both employees and organizations, contributing to employee satisfaction, engagement, and overall performance WHO,(1958). Numerous factors influence wellbeing at work, and understanding and addressing these factors are essential for creating a healthy and productive work environment such as:
Employee Engagement and Productivity: Wellbeing is closely tied to employee engagement, which is a key driver of productivity WHO, (1958). Employees who feel supported and valued are more likely to be engaged in their work, leading to increased efficiency and better outcomes.
Retention and Recruitment: Organisations that prioritise employee wellbeing are more likely to attract and retain top talent CIPD (2023). A positive workplace culture that prioritises wellbeing becomes a competitive advantage, as employees seek environments where they feel their physical and mental health are valued.
Health and Safety: Wellbeing encompasses both physical and mental health. A focus on wellbeing can reduce workplace stress, prevent burnout, and contribute to a safer work environment. This is not only beneficial for employees' overall health but also for the organisation's risk management.
Creativity and Innovation: Wellbeing fosters a positive and inclusive environment that encourages creativity and innovation. Employees who feel psychologically safe are more likely to share ideas, collaborate, and contribute to the organisation's growth.
Organisational Reputation: A commitment to employee wellbeing enhances an organisation's reputation. Companies known for prioritising their employees' wellbeing are more attractive to customers, investors, and partners, contributing to long-term success.
Work-Life Balance: Excessive workload and long working hours can lead to burnout. Organisations should promote a healthy work-life balance, encouraging reasonable working hours and offering flexibility when possible.
Supportive Leadership: Leadership plays a crucial role in creating a positive work environment. Supportive leaders who communicate effectively, provide recognition, and foster a sense of belonging contribute to employee wellbeing.
Job Security and Fair Compensation: Economic factors such as job security and fair compensation impact wellbeing. Employees who feel financially secure are likely to experience lower stress levels and higher overall satisfaction.
The importance of wellbeing at work is substantiated by a wealth of research and reports CIPD (2023). Organisations that prioritise employee wellbeing not only contribute to individual health and satisfaction but also foster a positive and productive work environment, ultimately leading to organizational success and sustainability Dolittle, (2023).
10.	The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)
The CIPD Profession Map outlines the essential knowledge, behaviours, and skills required for human resource (HR) professionals at different career stages. It emphasises the importance of people practices, which are the processes and approaches used across the employee lifecycle. There are direct links between the employee lifecycle and various people practice roles CIPD (2023):
Employee Attraction (Recruitment): At the beginning of the employee lifecycle, resourcing and talent planning professionals are involved in attracting and recruiting individuals who align with the organization's values and needs.
Onboarding and Induction: Learning and development specialists play a critical role in the onboarding and induction phase. They ensure that new employees receive the necessary training and support to integrate into the organisation smoothly.
Performance Management: Throughout the employee lifecycle, performance management is a continuous process. HR professionals in performance and reward roles are involved in setting expectations, conducting performance appraisals, and managing rewards and recognition.
Employee Wellbeing and Support: Employee relations specialists play a role in managing workplace relationships. They are involved in addressing any conflicts, providing support during challenging times, and promoting overall employee wellbeing.
Employee Experience and Engagement: Employee engagement specialists contribute to creating a positive work environment. They focus on enhancing the overall employee experience by understanding and responding to employees' needs and concerns.
Change Management: Organisational development professionals play a crucial role during times of change. They are involved in managing change initiatives, ensuring a smooth transition for employees, and fostering a culture of continuous improvement.
HR Data and Analytics: Throughout the employee lifecycle, HR analytics specialists utilise data to inform decision-making. They analyse trends, identify areas for improvement, and contribute to the formulation of HR strategies aligned with organisational goals.
HR Operations: Core HR professionals ensure the smooth functioning of HR processes throughout the employee lifecycle. They manage data, administer HR systems, and handle day-to-day HR operations.
By aligning people practice roles with the employee lifecycle, organisations can create a holistic and integrated approach to human resource management CIPS (2023), ensuring that HR functions effectively at each stage of an employee's journey within the organisation.
11.	Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)
People practice, encompassing various HR functions, is integral to the success of an organisation Farnham (2015) as it connects with other areas and supports wider people and organisational strategies. This integration is essential for achieving overall business objectives. Several key aspects highlight the interconnectedness of people practice with other organizational areas:
Strategic Alignment:
People practice aligns HR strategies with broader organizational goals Ulrich, D., & Brockbank, W. (2005). This alignment ensures that HR initiatives support the overarching business strategy, contributing to the achievement of organisational objectives. Strategic alignment facilitates a unified approach, maximizing the impact of HR efforts on the organisation's success.
Talent Management and Organizational Performance:
Effective talent management, a key component of people practice, directly impacts organizational performance Fitz-enz, (2000). By attracting, developing, and retaining top talent, HR contributes to increased productivity, innovation, and overall business success. The strategic management of human capital enhances the organisation's competitive advantage.
Employee Engagement and Productivity:
People practices, particularly those related to employee engagement, positively influence workforce productivity Harter et al, (2002). Engaged employees are more likely to be committed, motivated, and productive, directly impacting the achievement of organisational objectives. HR plays a crucial role in fostering a positive work environment that enhances employee engagement.
Organizational Culture and Performance:
People practice contributes to shaping and maintaining organizational culture, Mishra (1995). A positive and aligned culture supports organisational strategies by influencing how employees approach their work and interact with each other. HR initiatives that reinforce desired cultural attributes are vital for organizational success.
Change Management and Adaptability:
In times of change, effective change management is critical, Kotter (1995). People practice roles, such as organisational development and employee relations, support wider organisational strategies by facilitating smooth transitions, minimizing resistance, and fostering adaptability to change.
What can be seen is people practice is not an isolated function but an integral part of the organisational ecosystem CIPD (2023). Its strategic alignment, talent management, focus on employee engagement, influence on culture, and role in change management all contribute to supporting wider people and organisational strategies, ensuring sustained success and competitiveness.
12.	Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)
Effectively consulting and engaging with internal customers within the people function is crucial for understanding their needs and tailoring HR initiatives to meet organisational goals. Here are some  key processes that can be employed:
Stakeholder Surveys and Feedback Mechanisms:
Conducting regular surveys and feedback sessions with internal customers helps gather valuable insights into their experiences and expectations, Cummings (2014). Use well-designed questionnaires to assess satisfaction levels, identify pain points, and collect suggestions for improvement. This process ensures that HR initiatives are aligned with the needs and preferences of the workforce.
Focus Groups and Workshops:
Hosting focus groups and workshops provides a platform for in-depth discussions. Engaging internal customers in these sessions fosters open dialogue, allowing HR professionals to gain qualitative insights into specific challenges, concerns, and aspirations, Krueger (2009). It also builds a collaborative environment where employees feel their input is valued.
One-on-One Interviews:
Conducting one-on-one interviews with key stakeholders offers a personalized approach to understanding individual perspectives. These interviews can unveil nuanced insights that might not surface in group settings, Rubin, (2011). It allows HR professionals to tailor solutions to the unique needs of different departments or roles.
Cross-Functional Task Forces:
Forming cross-functional task forces involving representatives from different departments encourages collaboration and diversity of thought, Wellins (2019). These teams can work together on specific projects, providing direct input into HR initiatives and ensuring that solutions are comprehensive and well-received across the organisation.
Regular Check-Ins and Relationship Building:
Establishing regular check-ins with department heads and key personnel builds ongoing relationships, Goffee (2006). By maintaining open lines of communication, HR professionals can stay informed about evolving needs, address concerns proactively, and foster a culture of trust and partnership.
These processes should be viewed as continuous and adaptive, reflecting the dynamic nature of organisational needs. By employing a combination of quantitative and qualitative methods, HR professionals can gain a comprehensive understanding of internal customer needs and develop strategies that contribute to overall organisational success.
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