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Task - Questions 

Knowledge and understanding for this core unit will be assessed by written answers to the questions below.  
 

●​ 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) 
 

●​ 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) 
 

●​ 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) 
 

●​ 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) 
 

●​ Explain Edgar Schein’s model of organisational culture and explain one theory or model which 

examines human behaviour. (AC 2.1) 
 

●​ 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) 
 

●​ 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) 
 

●​ 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 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 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) 
 

●​ Analyse how people practice connects with other areas of an organisation and supports wider 

people and organisational strategies. (AC 3.2) 
 

●​ 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) 
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Your evidence must consist of: 

▪​ Written responses to each of the 12 instructions above. 

▪​ Approximately 4550 words in total, refer to CIPD word count policy. 

▪​ IMPORTANT NOTE: At Associate Level Referencing is mandatory – you must provide a reference 

where you have drawn from a secondary source; Harvard referencing is preferable. Please use 

the Reference box provided to record all your long references. Short references should be 

included within the narrative. We advise you read the guidance on how to set out your 

references on the Learner Hub. 

▪​ Upload the completed Learner Assessment brief, with both tasks completed, through the 

Assignments option in the Oakwood Learner Hub. 
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Task - Questions 
 

Evaluate the advantages and disadvantages of different types of organisation structures, including the 

reasons underpinning them. (AC 1.1) Short references should be added into your narrative below. Please 

remember to only list your long references in the reference box provided at the end of this section. Word 

count: Approximately 500 words  

Flat structure- The flat organizational structure is known as a management style with few 
hierarchical levels between management and employees. Another name for this type of 
structure is horizontal organizational structure. This is a type of organizational structure where 
most of the middle management levels are done away with so that there is a little separating the 
upper management from the staff-level employees. Here the employees are given more 
decision-making power and responsibilities without the usual supervision, and therefore they 
can be more productive. In this type of companies, there are few or no hierarchical levels, 
which means that the employees are essentially given the same authority and power as their 
peers and the higher management staff (Harsch and Festing, 2020). This lack of hierarchy can 
also be seen as a positive attribute since it can foster better communication and collaboration 
among the workforce. A notable example of an organization with a flat structure is Netflix. 

●​ Advantages: The benefits of this type of structure includes reducing the budget costs of 
the company because of a lack of middle management staff members and processes, the 
facilitation of a quicker decision-making process that is more straightforward because of 
a lack of an evident hierarchy, and fostering the building of relationships among staff 
members and their superiors because direct communication among them is established. 

●​ Disadvantages: The potential disadvantages of having this type of organization structure 
includes requiring contingency planning to resolve organizational conflicts, causing 
confusion in the workplace regarding who makes decisions, and requiring extensive 
planning in order to be effective (Sandhu and Kulik, 2019). 

Line structure- The line organizational structure is known to be the simplest framework for 
administrative organizations and it approaches the vertical flow of the employment relationship. 
This is a type of organizational structure where authority flows from top to bottom and no 
specialised or supportive services are present but the organization is typically divided into a 
number of departments that are controlled and overseen by a general manager. The top to 
bottom flow of power is also known as the scalar principle or chain of command. Here each of 
the departments have their own managers who supervise distinct employee groups and each 
department works independently in support of the primary goal of the organization (Antunes 
and Pinheiro, 2020). In such organizations, supervisors exercise direct supervision over 
subordinates and since authority flows from the top-most individual. Vodafone is an example of 
a company that has a line organizational structure.  

●​ Advantages: This type of organizational structure has the benefits of providing clearly 
defined roles and responsibilities for the staff members as well as establishing clear lines 
of authority, adapting quickly to the changing market conditions or business situations, 
and fostering effective communication among staff members, thereby establishing a 
stable work environment (Alemu and Huang, 2020). 

●​ Disadvantages: Adapting this type of organization structure may have the potential 
disadvantages of giving too much power to managers and leaders, lacking expert advice, 
limiting staff specialisation, and making such organizations rigid and inflexible. 
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Analyse connections between organisational strategy, products, services and customers. (AC 1.2) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 400 words  

The strategies created by an organization serve as operation engines of the enterprise That 
direct the actions to be taken by the company to create products and services and attract, retain 
and satisfy customers. An organization that wants to have a sustainable business and earn 
profits from its business activities would invest in a strong design framework for its products 
and services that would be of a standard that would satisfy its targeted customer segments and 
cater to their needs. The product and service strategies should be created by following the 
algorithms and patterns of customer behaviour and staying within the range that they are willing 
to spend on the goods and services offered by the company. The organizational strategies 
should be created by testing and evaluating the markets to gain insight on customer needs and 
preferences, income brackets, market competition and substitutes prior to the release of new 
items. Various operating components may guide an organization on how it can align its overall 
organizational strategy to meet the needs of its consumers (Hillmann and Guenther, 2021). A 
company that understands how its products and services serve the customers and cater to the 
market dynamics behind the release of goods and services stand a chance to gain sustainable 
success in business. 
At the apex of the framework created by an organization should be the need to deliver quality 
products and services with which its customers can be kept happy. An organization might also 
have the preference of creating a favourable pricing model that can capture various customer 
demographics so that not only the higher-income consumers but also consumers with limited 
means would be able to afford quality goods and services and the company would be able to 
serve larger customer segments. The overall strategy of an organization should remain in 
consideration of the internal as well as external factors in which the company operates and it 
should not create disconnection but eliminate confusion. Creating organizational strategies that 
would deliver excellent customer experiences can raise the performance portfolio and 
reputation of organizations and with a high standard of customer service being offered by a 
company through strategic organizational plans more and more customers can be attracted to 
the firm, increasing its business earnings (Antunes and Pinheiro, 2020). The operating model of 
every organization should be structured in such a manner that it is allowed to keep up with its 
evolving strategies, customer demographics, and market dynamics.  

 
Analyse (three) external factors and trends impacting organisations to identify current organisational 
priorities. (AC 1.3) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 400 words  

A PESTLE analysis has been undertaken of the company of Saudi Aramco Oil Co. to identify 
three trends and developments that are affecting the company and the organizational priorities 
that arise out of them: 

●​ Economic factors- The country of Saudi Arabia has a stable and growing economy with 
the country maintaining its economic growth throughout the years. The economic 
development of the nation has been dependent for many years on oil-based revenues but 
the changing trends in the global front encouraged the nation to adopt an economic 
vision that is much wider. The pandemic has affected Saudi Arabia similar to how it has 
affected other economies around the world, slowing down the economic activities of the 
country, resulting in a reduction of staff and budget cuts. Therefore, the organizational 
priority that arises for Saudi Aramco Oil Co. is increasing oil production combined with 
setting higher oil prices in order to counterbalance the impact of COVID-19 and the 
related impacts it has left on the country and industries (aramco.com, 2023). 
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●​ Social trend- The COVID-19 pandemic has resulted in financial issues, low spending 
power and higher unemployment in Saudi Arabia with the rise in the ratio of poverty 
being a concern for businesses that are being affected by how much the consumers are 
willing to spend and on what. The organizational priority that arises for Saudi Aramco 
Oil Co. is utilising the rising urban population to take advantage of business growth 
opportunities and using the local labour force to drive its business activities. 

●​ Environmental factors- The Saudi Arabian government has recognised the significance 
of taking necessary precautionary steps for protecting the environment of the earth since 
climate change and industrial pollution carry serious implications. The Saudi Green 
Initiative is a reflection of the emphasis of the nation on becoming eco-friendly and the 
Vision 2030 formulated by the country has also incorporated themes of environmental 
protection and preservation of natural resources into the plans made for infrastructural 
development and conduction of business activities. A number of renewable energy 
projects and initiation of green Riyadh have been undertaken by the country, with the 
Saudi Arabian government sharing its aim of achieving net zero emissions by the year 
2060, as part of the Vision program of the nation. Therefore, the organizational priority 
that arises out of this for Saudi Aramco Oil Co. is adhering to the environmental 
legislation, policies and regulations that have been put in place by the government of 
Saudi Arabia so that it can continue its business operations in the region (aramco.com, 
2023). 

 
Assess the scale of technology within organisations and how it impacts work. (AC 1.4) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

The scale of technology implemented in workplaces is currently on an exponential curve and is 
changing everything that one knows about work and work practices, from how human beings 
work to what tools they can use to do their jobs. The breadth of technologies available for 
organisations today has taken two forms- workplace-supporting and workplace-facing. 
Technologies like integrated workplace management systems (IWMS) and occupancy sensors 
are workplace-supporting technology because they can govern the workplace construct, both 
digital and physical, while room-booking software and messaging apps represent 
workplace-facing tech because they are the tools that employees use to carry out their work. 
Together they represent the currently technologically-powered work environment that is the 
modern work structure. Improved interpersonal communication, speedier workflows, broad 
asset accessibility, and more productive work environments are all possible with the help of 
technology. The evolution of technology has its positives and negatives (Moll and 
Yigitbasioglu, 2019). Although electronic monitoring can harm both the workers and employers 
by increasing their stress levels from being under constant surveillance, it can also boost 
engagement because digital tools can often be perceived as fairer and more accurate than 
traditional performance monitoring systems.  
In the following discussion two of the latest technologies impacting work has been assessed: 

●​ Robotic automation- This is a software technology which makes it easier for building, 
deploying and managing software robots that can emulate human actions interacting 
with digital software and systems. The advantages of using this type of technology 
include tackling repetitive tasks in a cost-effective way and fostering improved quality 
assurance by avoiding human error, however the disadvantages are potential job losses 
and bearing high initial investment costs for implementing these devices. 

●​ AI recruitment software- This is an advanced form of technology that uses automation 
and artificial intelligence for simplifying and enhancing different recruitment functions 
in companies (Van der Lippe and Lippényi, 2020). The advantages of using this type of 
technology are easily recruiting more quality candidates based on algorithm selection 
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and speeding up the recruitment process by cutting down on time wasted while looking 
through resumes of unsuitable candidates, while the disadvantages are lack of human 
judgment and suffering from data security threats. 

 
Explain theories and models which examine organisational culture and human behaviour. (AC 2.1) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 400 words  

●​ Edgar Schein model of organizational culture- This organizational culture model 
developed by Edgar Schein was aimed at making company culture more visible and 
understandable so that steps could be taken to bring about cultural change. Schein 
divided organizational culture into three different levels, artefacts and symbols,  
espoused values, and basic underlying assumptions. Artefacts and symbols mark the 
first level of the company culture, characterised by the visible elements in an 
organization such as its architecture, processes, structure, dress code and logos which 
are visible and recognizable to external parties. Espoused values are the principles, 
values, standards, beliefs, rules and codes of conduct that are abided by in a company 
which might not be visible to external parties but are apparent in the ways in which the 
company conducts business and how it wants to establish and maintain business 
relationships (Firestone and Firestone, 2020). Basic underlying assumptions mark the 
deepest level of an organization’s culture characterised by deeply ingrained values, 
beliefs, behaviours, policies and principles which are embedded deep in the culture of a 
company and are materialised through unconscious behaviour.  

●​ Scientific management theory- The scientific management theory created by Frederick 
Taylor has been formed on four principles. Principle one is developing a science for 
each element of work, where long-term productivity and behavioural modifications have 
been focused upon and taking into consideration both the worker’s and the 
organization’s perspectives, Taylor suggested that a management should gather 
objective data on work, perform experiments and standardise policies and procedures 
according to the results of these experiments so that optimal productivity and behaviour 
can be accurately determined. Principle two is all about scientifically selecting, training, 
teaching and developing workers where Taylor has suggested management select the 
most suitable candidates, train and develop the workers by guiding, helping and 
encouraging them so that they do not perform below standard, and teach them the new 
policies and practices. Principle three involves cooperating with the worker where 
Taylor suggested management should distribute work in a fashion that each worker is 
able to perform functions that are best suited to them, and do not feel controlled but 
work harmoniously with others (Parker and Jeacle, 2019). Principle four is all about 
dividing the work and responsibilities where Taylor suggested management undertake 
an almost equal division of work and responsibilities at the workplace between the 
workers and management to ensure co-operation between the parties and the 
demonstration of good behaviour.  

 
Assess how people practices impact on organisational culture and behaviour. (AC 2.2) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

The company culture of an organization and the way in which people working within it behave 
are a testament of the success of its people practices. The people who are incharge of recruiting, 
hiring, training, retaining, developing and firing company staff, that is the HR professionals, 
can play a very important role in shaping, changing and reinforcing company culture and 
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behaviour. The actions taken by the people professionals can have either positive or negative 
impacts on the organization culture. For instance, the pay structure of a company is determined 
by the people practitioners, which is one of the key drivers of company culture. A poorly 
designed compensation structure might be dissatisfactory to the workers because it does not 
take into account the merits and skills of the employees, and this would have a negative impact 
on workplace culture as well as the performance of individual workers (Boxall and Purcell, 
2022). The training and development programmes initiated by a company are planned by the 
HR department after taking into consideration employee needs and requirements and learning 
gaps. Therefore, when the organization members are able to acquire new skills and knowledge 
and are enabled to develop themselves and progress in their careers, they would find a way to 
show their gratitude reflected in a positive way in their behaviour and performance and 
enhancement of the whole company culture in a positive manner. Employer-employee 
relationships can also be improved by HR managers as they act like a bridge between executive 
level management and the workers while designing job advertisements, carrying out interviews, 
hiring people, and determining job descriptions and remuneration for the workers. These have a 
very big impact on the overall company culture and the desired behavioural standards and 
Expectations that are set for them from the very beginning of their employment tenure. The HR 
department puts effective conflict resolution processes in place, establishes clear chains of 
command and open distinct lines of communication for improving the employer-employee 
relationship and consequently, the company culture (Mousa and Othman, 2020). In this context, 
the example of Google can be given which has established a great company culture with its HR 
department providing benefits like gym memberships and dental insurance to the workers to 
boost employee retention, satisfaction and productivity.  

 
Explain (two) different approaches to managing change. (AC 2.3) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

●​ ADKAR change model- The ADKAR model, created by Jeff Hiatt, founder of Prosci, is 
based on an analysis of hundreds of organization changes over the course of several 
years, among which some have been successful and some unsuccessful. The building 
blocks that are included in this model are awareness, desire, knowledge, ability and 
reinforcement. Awareness refers to making people aware of an upcoming change so that 
they would be less resistant to it. Desire refers to making people want to make the 
change by making them understand the need for the change and the benefits of it. 
Knowledge refers to supplying the people with information and training so that they 
know what to do during the transition and identify the skills they need to acquire to 
support the change (Tang and Tang, 2019). Ability refers to taking measures to make the 
people able at performing their roles post change. And reinforcement refers to helping 
the people completely adopt a change and not revert to their old methods by providing 
positive encouragement and constructive feedback. 

●​ Lewin's change management model- In order to substantiate his Force Field Theory, 
Kurt Lewin suggested a three-step change management model that can aid the ability of 
organizational members to adapt to any kind of change. Stage one of this model is called 
Unfreeze, which aims at preparing affected organization members for upcoming 
organizational changes. During this stage, effective communication has to be facilitated 
to acquire the desired support from the people. Stage two of this model is called 
Change, where once the status quo has been disrupted, the change is now implemented 
and the organization members should be empowered to deal with it proactively. Taking 
an agile and interactive approach which incorporates employee feedback for smoothing 
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the transition is advisable at this stage (Cone and Unni, 2020). Stage three of this model 
is known as Refreeze, where the organization members move away from transition 
towards acceptance or stabilization and the implemented change is reinforced into the 
organization culture. Here change champions and adopters should be identified and 
rewarded and employee training and support should be provided to ensure maximum 
compliance.  

 
Discuss models to show how change is experienced. (AC 2.4) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

●​ Tannenbaum and Hanna’s change model- This is a three-stage psychological model 
which describes the change process as a series of stages consisting of homeostasis and 
holding on, dying and letting go, and rebirth and moving on. Homeostasis and holding 
on is stage one which is characterized by individuals experiencing a sense of comfort 
and stability in their current state of affairs, making them reluctant to embrace change 
because of a fear of the unknown. At this stage people feel fearful, hesitant, reluctant 
and underconfident. Dying and letting go is the second stage which is characterized by 
individuals beginning to accept the inevitability of a change yet still struggling to 
release their attachment with the old ways and practices (Bennett and Berthoud, 2020). 
At this stage people feel sadness, fear, anger and they mourn the loss of routine and 
familiarity. Rebirth and moving on is the third stage which is characterized by 
individuals embracing a change and focusing on moving forward with a renewed sense 
of hope, and having energy and excitement to explore new possibilities. At this stage 
people feel confident and motivated to foster new relationships and develop personally. 

●​ Kubler-Ross’s Model- Elizabeth Kubler Ross has tried to explain how change is 
experienced by people, by drawing illusions to the five common stages of grief. Denial 
is the stage where people deny the existence of a certain object, incident or news and 
choose to not live in actual reality but in their preferable reality, which is much more 
comfortable. Anger is the stage where people cannot deny that an incident is occurring 
or has occurred and anger begins to set in as they find it incomprehensible that 
something like that could happen to them. Bargaining is the stage where people believe 
that they can avoid grief by some form of negotiation out of a sense of false hope (Corr 
and Corr, 2020). Depression is the stage where people feel numb and empty and realize 
they cannot do anything to change something that has already happened and they might 
become completely hopeless. Acceptance is the stage where people’s emotions begin to 
stabilize as they accept the new reality and make their peace with the adjustments they 
had to make in order to settle into it.  

 
Assess the importance of wellbeing at work and the different factors which impact wellbeing. (AC 2.5) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

Protecting and maintaining worker well-being can have serious implications on a firm and its 
business outcomes because when an organization takes care of employee well-being, the 
workforce performs better on a number of metrics, including productivity, profitability, 
turnover, occupational safety incidents and customer engagement. Employee well-being and 
engagement measures can create a high-performance work environment that can ensure that the 
workers are kept in optimal mental and physical health conditions so that they are capable of 
doing their jobs properly and well, so that the performance of the whole organization is brought 
to an optimal standard and there are less accidents or mishaps due to carelessness (Tuzovic and 
Kabadayi, 2021). It has been proved by research that the well-being initiatives that are 
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undertaken by organizations can provide them with resilience and remove risks of legal affairs 
from their path. 
Some of the factors that impact employee well-being have been discussed below: 

●​ Workload imbalance- When there is an imbalance in the amount of workload that 
employees in an organization have, that is, certain individuals are constantly forced to 
work overtime and work under tremendous pressure, while others are contributing 
limitedly, it would have a negative effect on worker well-being. 

●​ Leadership and management practices- The practices that the leaders and managers in 
a company undertake can have a major effect on employees’ well-being since when the 
leaders and managers treat the employees right, they would be better satisfied, which 
would reflect positively in their performance (Pradhan and Hati, 2022). However, when 
the leaders and managers do not treat the workers properly, it could have a 
psychologically damaging effect on them, leading to poor performance and productivity. 

●​ Pay and rewards- How the workers are paid and rewarded for their efforts and 
contributions in a company can determine to a large extent their state of being, 
financially and psychologically. If they are paid adequately for the work they do and are 
recognised for their hard work, they would be satisfied and engaged, however when 
they are not compensated well or acknowledged for their efforts, they would be 
frustrated and even choose to quit the organization (Juchnowicz and Kinowska, 2021). 

 
Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 400 words  

The entire relationship that an employee has with their place of employment is covered in the 
employee life cycle. In order to make an impact on the employee life cycle, the HR 
professionals need to engage with the people in each stage of the cycle so that their experiences 
can be optimised and the performance and productivity of the organization can be improved. 
The links between the employee life cycle and different people practice roles can be discussed 
as follows: 

●​ Attraction/ recruitment- At the attraction stage, the people professionals focus on 
making the business firm and its activities attractive to the potential candidates. They 
focus on creating a corporate image, offering attractive benefits packages, and 
increasing brand awareness. At the recruitment stage, the people practitioners are 
responsible for hiring potential candidates by holding interviews, organizing job fairs, 
screening applications, conducting tests and applying many other ways to fill the 
company’s vacancies and employing the right people to do the right jobs (Moussa and 
El Arbi, 2020). 

●​ Induction/ onboarding- During the induction phase, the role of the people professionals 
is to welcome the new employees and help them adapt to their new role and 
responsibilities. The induction phase is also the time when the HR professionals teach 
the new recruits how to learn and adjust to the organization’s standards and 
expectations. During the onboarding phase, people practitioners talk to the new recruits 
about the company’s rules, policies, and procedures, as well as their mission, vision and 
purpose. The new employees also share their concerns with the employer, forming 
strong employment relationships and bonds among them. 

●​ Development/ retention- During the development stage, the HR professionals set up 
various training sessions for their employees and conduct various needs analyses by 
which they can identify their performance gaps and provide training. During the 
retention stage, they aim to motivate the employees by rewarding and empowering 
them. They also offer effective growth opportunities and carry out well-being programs 
and employee recognition programs, among others, where employees want to remain in 
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the workplace. They also show appreciation to their employees and provide competitive 
benefits as well as work-life balance, which improves the employees’ loyalty and 
satisfaction. This helps in reducing turnover and increasing the retention rate 
(Hamadamin and Atan, 2019). 

●​ Exit/ separation- The last stage in the employee life cycle is exit or separation. The 
primary function of the people professionals in this stage is to carry out exit interviews 
with employees who are leaving to understand their perspectives and experiences and to 
implement organizational changes accordingly. In addition, they arrange pension 
schemes, separation letters and other matters when employees leave the company.  

 
Analyse how people practice connects with other areas of an organisation and supports wider people 
and organisational strategies. (AC 3.2) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

The people professionals can play a critical role in various aspects of the organization, and they 
aim to improve those aspects. For example, they focus on employee management, which is 
directly related to various organizational processes and functionalities. People professionals 
create attractive job postings and brand awareness to attract candidates to the company. They 
conduct interviews to assess the employee’s capabilities and select them for the company. They 
also look at various areas such as recruitment, selection, and training of new employees and 
make them competent and able to meet the organizational objective and increase the company 
productivity. In addition to this, they also focus on retaining employees while motivating them 
and implementing various well-being initiatives to enhance their physical and psychological 
health (Anwar and Abdullah, 2021). The sales and marketing teams also play important roles in 
people practice, as they are the ones who provide cross-cultural training and provide customer 
service strategies to improve performance and functioning. Moreover, the people professionals 
also analyze organizational processes where they offer non-technological and technical training 
to enhance the employees’ productivity and capacity to perform their duties effectively. The 
people professionals sometimes create various strategic plans to meet the organizational goals 
and gain a competitive edge for the company in the market. In this context, the HR 
professionals focus on SWOT & PESTLE analysis to understand the risks & opportunities of 
their organization in the market they are operating in. These types of analyses help the people 
practitioners to generate ideas regarding the emergence of risks and opportunities in the current 
market and to focus on achieving the competitive advantages (Paais and Pattiruhu, 2020). 
Besides this, the people practitioners also analyze the current status of the company and set 
various objectives which are aimed at making the company more productive. Here, people 
professionals provide advanced training to employees in order to improve their skills and 
knowledge and make them more effective in achieving the company's competitive advantages. 
The people professionals also analyze the customer insights and needs and, on the basis of the 
feedback they receive, make a strategic decision which leads to better organizational 
productivity.  

 
Discuss processes for consulting and engaging with internal customers to understand their needs. (AC 
3.3) 
Short references should be added into your narrative below. Please remember to only list your long references 

in the reference box provided at the end of this section. Word count: Approximately 350 words  

Individuals within an organization who received a certain specific type of service from the staff 
members within the same company are known as internal customers. 
Some of the ways of consulting and engaging with internal stakeholders are: 
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●​ Stakeholder analysis- Stakeholder analysis plays a vital role in understanding the 
requirements of internal stakeholders so that the company can take strategic decisions 
based on their needs. Stakeholder analysis helps in understanding the expectations, 
views, and other perspectives of the stakeholders. This helps in understanding the 
training requirements and other requirements of the stakeholders (Van Ginkel et al. 
2020). With the help of stakeholder analysis, the requirements of the internal 
stakeholders can be known. Based on this, a company can decide to take strategic 
planning based on the demands of the internal stakeholders to improve their 
performance and achieve the target. 

●​ Consultation and communication process- The people professionals consult and 
communicate with the internal customers to connect with them. Through 
communication, the people professionals understand the views, opinions, and concerns 
of the internal customers. This helps make organizational changes that can meet the 
organizational target. In consultation, the people professionals ask the internal 
customers different types of questions to understand their point of view (Beyers and 
Arras, 2020). Based on this, they make various decisions to meet the needs and demands 
of the internal customers. Thereby, it has a significant impact on the management as it 
makes crucial decisions to meet the target. 

●​ Needs analysis- The needs analysis plays an important role in identifying the internal 
customer’s weaknesses and their performance gaps. In addition to this, the needs 
analysis provides insights into the problems and problems and challenges faced by the 
internal customers. On the basis of the needs analysis, the people professionals organize 
various training sessions, such as quality training, advanced training, and image training 
sessions, to improve the knowledge and skills of the employees as well as enhance their 
efficiency in achieving the organizational targets (Secco et al. 2019). In addition, it 
helps in understanding the additional needs of the employees and providing them with 
support so that they can understand the training as well.  
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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. 

Y Page 8  

1

.

2 

Analyse connections between 

organisational strategy, products, services 

and customers. 

Y Page 9 

1

.

3 

Analyse external factors and trends 

impacting organisations to identify current 

organisational priorities. 

Y Page 9-10 

1

.

4 

Assess the scale of technology within 

organisations and how it impacts work. 

Y Page 10 

2

.

1 

Explain theories and models which examine 

organisational culture and human 

behaviour. 

Y Page 11 

2

.

2 

Assess how people practices impact on 

organisational culture and behaviour. 

Y Page 11-12 

2

.

3 

Explain different approaches to managing 

change. 

Y Page 12-13 

2

.

4 

Discuss models to show how change is 

experienced. 

Y Page 13 

2

.

5 

Assess the importance of wellbeing at work 

and the different factors which impact 

wellbeing. 

Y Page 13-14 

3

.

1 

Discuss the links between the employee 

lifecycle and different people practice roles. 

Y Page 14-15 
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Assessment criteria 
Evidenced​

Y/N 
Evidence reference 

3

.

2 

Analyse how people practice connects with 

other areas of an organisation and supports 

wider people and organisational strategies. 

Y Page 15 

3

.

3 

Discuss processes for consulting and 

engaging with internal customers to 

understand their needs. 

Y Page 15-16 
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Declaration of Authentication 

Declaration by learner  

I can confirm that this assessment is all my own work and where I have used materials from 
other sources, they have been properly acknowledged.    

Learner name:  

Learner signature:  

We cannot accept a typed or e-signature. You need to scan or photograph your handwritten 

signature and inset the image here. You MUST add a new date for each submission. *This 

should be the date on which you submit your assessment.   

 

Submission Date 1:   

   

Submission Date 2:   

   

Submission Date 3:   

 

 

Declaration by Assessor  

I confirm that: 

▪​ I am satisfied that to the best of my knowledge, the work produced is solely that of the learner. 

▪​ The learner’s work was conducted under the conditions laid out by the assessment brief. 

 

1st submission Assessor 
name:   

   

Assessor signature:      
   

Date:      

2nd submission Assessor 
name:   

   

Assessor signature:      
   

Date:      

3rd submission Assessor 
name:   
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Assessor signature:   
   

   

Date:   
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5CO01 

Organisational performance and 

culture in practice 
 

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. 
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0 to 23 Fail 

24 to 30  Low Pass 

31 to 39 Pass 

40 to 48 High Pass 
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Marking Descriptors 
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Mar

k 

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.  
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