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Question 1 (AC 1.1)
Introduction
These days, the function of people management is quite different from what it was just two decades ago, as people management has moved from a purely administrative function to one that is more strategic in orienting the people management function toward organizational goals (Damsten, 2023). This move is a way to enhance the value of the workforce through higher productivity, engagement and relation to business success. Nevertheless, people management can argue that distancing people management from administrative duties is a mistake because people management remains a vital part of the organizational economy. Using an analysis of the main objectives of people management in modern organizations, this essay explores whether this strategy shift is a mistake and justifies it.
The Shift from Administration to Strategic People Management
Traditionally, managers of people, sometimes referred to by Human Resource Management folks (HRM), were primarily occupied with more traditional tasks such as payroll work, benefits management, and ensuring that labour laws are obeyed and data are maintained (Lab, 2020). Over time, however, organizations have realized that the strategic aspect of HR has been to play a role in workforce planning, feeling strongly and building culture. This resonates with a broader business imperative that looks to HR to contribute to organizational performance as opposed to being simply a business operational support function.
The motivation behind the company's transformation is based on the notion that people are a company's most critical asset. Effective people management practices that support competitive advantage put the right talent in the right place, engage them, and align them with their business (Holbeche, 2022). As a result, HR has become a strategic player or partner focused on talent acquisition, leadership development, performance management, and organizational change.
The Risks of Abandoning Administrative Functions
The merits of a strategic focus do not preclude problems with closeness to people management and its distance from administrative activities. To be able to work for a company, administrative HR functions like compliance, payroll processing, and employee record keeping are necessary for the organization to be stable. If these responsibilities are not taken care of, efficiency dies, legal risks increase, and the employees are unhappy. For example, suppose you have failed to comply with employment laws and are now in a dispute with your employer over legal issues ‌‌(Friedman and Ladinsky, 2021). In that case, you will incur costly legal disputes and jeopardize your continued employment, and other errors in the payroll can make the case go silent.
Likewise, administrative functions form the basis on which strategic initiatives are undertaken. Strategic decisions are based on data from HR records like turnover rates, employee surveys, performance metrics and others. If HR people do not handle these responsibilities, they can be deprived of important insights for workforce planning and control (Ochieng, 2023). In this case, therefore, there is an optimal balance between its administrative efficiency and strategic impact.
The Strategic Value of People Management
People management makes critical strategic contributions, but administrative tasks remain very important. Modern organizations perform in dynamic environments that need to be agile, innovative, and have a strong corporate culture (Kolasani, 2023). The role of HR in a strategic way includes various functions that are important to the success of the organization.
1. Talent Acquisition and Retention
Alongside this, top talent retention and attraction are among the primary goals of people management. Organizations strive to attract the best candidates, and an effective HR strategy helps attract the best employees (Joyce et al., 2024). It includes employer branding, competitive compensation structure and career development. Under a strategic HR approach, HR practices are aligned with how the business should function and ensure that the men and women who work for the firm can help the company grow.
2. Performance Management and Employee Development
The role of a strategic HR function relates to the implementation of performance management systems that are in sync with organizational objectives and individual goals. Such programs as continuous feedback, training programs, etc, help the employees to improve their skills and fully participate in the company (Jones and Smith, 2022). The wise betting is on investing in employee development: gainer productivity, creativity, and job satisfaction also benefit the organization's bottom line.
3. Organisational Culture and Employee Engagement
Employee attitude, motivation and job satisfaction are very dependent on culture. A people management strategy is a strategic approach that enables an organization to have a good culture that creates collaborative, inclusive, and ethical behaviour (Agustian et al., 2023). A company with engaged employees is more productive and committed and less likely to lose the best they have. HR initiatives like diversity and inclusion programs, employee wellness, and recognition schemes create a good workplace culture.
4. Change Management and Organisational Agility
With the pace of technological advancement and changes in the market, organizations need to be agile. We know that HR professionals are responsible for projects that will account for installing new productivity systems and managing change. A people management approach based on strategy helps companies manage transitions such as mergers, digital transformation, or restructuring to disrupt as little as possible and buy in as much as possible (Nadkarni and Prügl, 2021).
5. Compliance and Risk Management
Generally, compliance is viewed as an administrative exercise, but it carries strategic importance. To keep the company's reputation and avoid legal penalties, it is essential to follow labour laws, health and safety regulations and ethical labour practices (Torres et al., 2023). HR's responsibility is to fully integrate compliance in their process, ensuring that the procedures set up in place fit the needs of the business and are by legal requirements as well as corporate values.
Striking the Right Balance
The strategic consequences of operational activities require not forsaking such functions but, in fact, effectively integrating them into the design of strategic endeavours (Ogborigbo et al., 2024). This balance will soon be achieved by many organizations playing around with technology and outsourcing routine HR activities so that HR professionals are freed to do higher-value work. An example is a cloud-based HR management system, which simplifies administrative processes and provides data analytics for strategic decision-making.
In addition, other business functions, like HR departments, can work together with other business functions such that administrative activities are directed towards the organization's goals. An HR strategy well integrated with the business will improve operational efficiency and, over the long run, business success, depicting that there is no mutual exclusivity regarding the administrative and strategic functions.

Question 8 (AC 2.4)
Evaluating the Critics’ View on Employee Engagement: A Practice of Intensifying Work?
Introduction 
Employee engagement as a concept has already become a part of contemporary people management practices (Byrne, 2022). It is being promoted widely to promote a productive, committed, and motivated workforce, which will ultimately be in the best interests of both employees and employers. However, opponents of employee engagement say that the effort it takes to engage employees is just part of a long series of management fads by which people are forced to work as hard as possible for as little pay as possible. From this perspective, engagement strategies work harder by increasing workloads, are primarily for employers' benefit, and have the effect of being stressful and draining over time. This essay critically evaluates these concerns as opposed to the solidity of these criticisms compared to the potential benefits of employee engagement.
The Promise of Employee Engagement 
A thesis about employee engagement denotes that it augments job satisfaction, boosts productivity, and contributes to a positive work environment. Employees engaged are usually more enthusiastic, take ownership of the tasks, and act in line with organizational goals. Businesses that successfully implement engagement strategies tend to have low turnover rates, higher innovation, and higher financial performance (Kassa and Tsigu, 2022). However, implementing a plan to boost employee engagement ethically contributes to a feeling of membership, a tendency to work and develop professionally, and the well-being of both employees and organizations.
A number of psychological theories, such as Maslow's hierarchy of needs and Herzberg's two-factor theory, add that employees want to be fulfilled, feel recognized, and be given a sense of purpose in what they do. Leadership involvement, career development opportunities, and open communication are effective engagement practices that produce an environment where employees feel properly valued and engaged rather than exploited (Godbless, 2021).
Critics’ Perspective: Intensification of Work and Employer-Centric Benefits 
Even though there is optimistic rhetoric about employee engagement, critics argue that engagement mostly comes to pass by intensifying work and its use for the benefit of employers and the end employees. Based on several key concerns, this argument is
1. Central Criticism: Many of the central criticisms point to the fact that engagement initiatives often end up being cases of employees working harder with less increase in compensation. Working above and beyond is an expectation that organizations promote, which results in employees working too much and too hard without boundaries (Adisa et al., 2022). Continuous expectations to be engaged can blur personal and professional life, leading to work-life imbalance.
2. Emotional Labors and Psychological Pressure: Engagement strategies often involve cementing an emotional bond with the organization, where employees will have a strong personal investment in their work (Ahuchogu et al., 2024). This can raise motivation but also cause emotional exhaustion. In such cases, employees feel compelled to stay enthusiastic and dedicated to the job even when drained due to stress, dissatisfaction, or burnout.
3. Increased Surveillance and Control: Another critique of this is that engagement initiatives are subtle forms of control (De Vaujany et al., 2021). Organizations utilize engagement surveys, performance monitoring, and feedback to track employee commitment and enthusiasm. Employees not meeting engagement expectations are unmotivated, affecting their career growth opportunities and job security.
4. Employee engagement programs lead to Workplace Stress and Burnout: When workplace stress and burnout result from improperly deployed employee engagement programs, the company and the employees lose. Pressure develops to stay engaged and productive, and as a result, one remains chronically fatigued, is less satisfied on the job, faces terrible mental health, etc. (Kumar et al., 2024). Engagement is associated with long hours and unreasonable performance objectives in highly demanding industries.
Balancing Engagement and Employee Well-Being 
Critics raise legitimate questions, but that does not mean that the adverse outcomes of implementing employee engagement are a natural result of employee engagement. An ethical and sustainable engagement practice should prioritize the employee's well-being instead of just the organization's goal (Rajashekar and Jain, 2024). Organizations can use several strategies to help balance engagement and well-being.
1. Terminating Engagement is No Longer Working Harder: Employers must realize that working hard does not equal the word engagement. Job satisfaction, career development and a healthy work environment should be as authentic engagement (Susanto, 2022). Extracting more effort from their staff is not the prominent focus organizations need to focus on.
2. Having a clear separation between work and life: Organizations encourage engagement without overworking the employees. Burnout can be avoided at the same time as motivation and commitment maintained by having flexible work arrangements, reasonable workload expectations, and respect for personal time (Maslach and Leiter, 2022).
3. Authentic Leadership and Open Communication: A leader with a transparent, empathetic approach to leadership and focuses on employee feedback creates engagement initiatives congruent with workers' needs (Obuba, 2023). Worker shouldn't be afraid to express their concerns related to workload and stress, but they should also not have anything to fear.
4. Engagement Initiatives: Engagement initiatives should benefit employers and employees (Saini et al., 2021). Real engagement does not involve coerced effort but rather the genuine engagement of offering career development opportunities, recognizing achievements, and allowing employees to feel autonomy.
Requiring people, especially those of us who have less social status and power, to engage more effectively at work when faced with a corporate tool that is exploitative, stressful, and damaging to our health is a legitimate worry. Nevertheless, engagement is not inherently harmful, but how an organization enters into engagement strategies affects the consequences. When approached ethically and focused on employee well-being, engagement can be a powerful tool in increasing job satisfaction, productivity, and organizational success (Sypniewska et al., 2023). However, it must be done so that engagement initiatives are not merely increasing workloads and stress levels but increase in a way in which employees feel valued, supported and motivated sustainably. Employee engagement becomes another source of labour intensification and a beneficial practice through such a balance.


Question 11 (AC 3.3)
Introduction 
Technology has changed how organizations recruit, hire, train, upskill, manage, and engage people. With the increasing speed of digital advancement, artificial intelligence (AI), automation, and data analytics are increasingly harnessed by people management functions to achieve efficiency, decision making and employee experience (Okpala et al., 2023). One of these advancements is generative AI, becoming one of the most transformational forces to transform human resource management further. This essay examines the most significant ways technology is altering the people management part of a business. Additionally, it assesses technology to what extent generative AI will impact things in the future.
Major Ways Technology is Transforming People Management
Recruitment and Talent Acquisition 
The area of recruitment is, without a doubt, one of the most significant impacts of technology on people management. Standard recruiting takes a lot of time, utilizes a lot of manual screening, and requires subjective decision-making. Applicant tracking systems (ATS) have recently emerged and are powered by AI algorithms, and companies can now spit out tens of thousands of applications in seconds (Cappelli, 2023). AI chatbots also develop first contact points with candidates, answer questions, schedule interviews, and make hiring easier. Additionally, video interviewing tools with AI-driven analytics are used to evaluate how people speak, behave, and facial expressions and to judge how a candidate differs from what is disclosed by a resume.
Employee Training and Development 
The digital stage has considerably revolutionized employee training and development. More and more organizations are finding, developing, and using e-learning platforms, virtual reality (VR), and augmented reality (AR) to produce stimulating and dynamic learning environments (Baabdullah et al., 2022). Learning management systems (LMS) are learning tools that help you track your employees' progress, personalize, module, and suggest courses depending on an individual's career path and skill gaps. In addition, AI-driveAI-driving tools provide real-time learning support for employees to upskill at their own pace. In a world where remote and hybrid work models are increasingly common, digital training solutions help maintain high competence levels and continuous learning of the teams distributed globally (Suravi, 2024).
Performance Management and Employee Engagement 
Technology has also impacted performance management and made more data derived and objective. In the current era, annual performance reviews are replaced by more continuous AI-powered feedback–real-time analytics are used in these systems to track employee performance metrics, collate peer reviews, and provide actionable insights for managers and employees (Rastogi et al., 2025). Predictive analytics also helps businesses identify which employees are at risk of disengagement and/or turnover and engage with such employees before a problem,' gives rise to HR teams. Employee engagement platforms also use AI to scan sentiment from internal communication channels to gather helpful information for understanding the morale in the workplace and want areas to improve (Preet and Chahal, 2025).
The Transformative Potential of Generative AI in People Management
People management is experiencing an increasing revolution through Generative AI because this technology enhances automation efficiency and optimizes decision-making processes (Corvello, 2025). The system produces important content while analyzing vast data and provides personalized solutions to transform traditional HR duties as it creates a forward-looking human resources framework. Generative AI brings forth vital obstacles and advancements since it faces moral dilemmas while producing biased results and promotes an unhealthy dependency on computational systems.
Opportunities Offered by Generative AI
Generative AI provides the most significant benefit through its automated functions, which produce policies and job descriptions. Analyzing current policies and roles becomes simpler for generative AI because it produces custom-designed drafts in short order with accuracy to enable HR professionals to handle strategic work (Pavlik, 2023). The AI system ChatGPT produces extensive job descriptions based on organizational directions to guarantee consistency and goal alignment.
Generating AI technology creates individualized career planning schemes through skill assessment, career trajectory checkpoints, and professional objectives of workers (El-Ghoul et al., 2024). AI insights help HR teams match employee growth plans with targeted training career path recommendations and opportunity design for employee aspirations and organizational business needs.
The application of AI produces substantial improvements in employee commitment levels in organizational systems. Workers can now express concerns to professionals through automated systems that offer instant access to human resources information (Paudel, 2024). This system makes strengthening employee communication, shorter response cycles, and improved staff happiness possible. AI systems using sentiment analysis technology detect organizational dissatisfaction early by identifying workplace trends, thus enabling organizations to address problems promptly.
Challenges and Risks
Despite its potential, generative AI poses significant risks. A major problem exists when AI algorithms display biased behaviour. Data used for AI system training from biased environments will amplify existing biases through the systems' output. AI job descriptions might inadvertently favour specific demographic groups when generating the content, which leads organizations to adopt discriminatory hiring procedures (Chen, 2023).
Technical dependence constitutes a major worry in these systems. Generative AI technology benefits from human supervision because human reviewers ensure performance quality, maintain appropriate standards, and represent genuine meaning and equitable outcomes (Dwivedi et al., 2023). Companies should avoid making critical decisions through AI alone because this practice fails to consider important human elements, resulting in workforce doubt and a lack of employee engagement.
Using generative AI brings forth data protection issues and privacy violations for staff members. Generative AI systems require access to substantial volumes of personal information because they depend on it to deliver bespoke solutions (Haleem et al., 2022). When data protection measures remain, weak organizations face the possibility of dangerous unauthorized access to private information.
Balancing Opportunities and Risks
Organizations need to build ethical and strategic safeguards to achieve full benefits from generative AI applications in their people management activities. Organizations need clear guidelines about AI deployment combined with systematic audits to find biases and strong standards to reveal AI-based choices to customers. HR experts need proper Education about implementing AI systems with human personnel at the forefront of practice.
Generative AI enhances human judgment instead of serving as an alternative for making human decisions. Organizations achieve optimal AI benefits through the right combination of automated systems and human monitoring to build streamlined operations and foster innovative development along with workplace inclusion (Khan, Parahyanti and Hussain, 2024). Implementing this transition requires careful consideration to guarantee that technological developments uphold ethical guidelines that value employee health.


Question 14 (AC 4.2)
Training Session for a Private Sector Manager: Key Differences in Public and Private Sector People Management
Stepping into public-sector employment demands knowledge of core differences between private-sector people management systems and public-sector objectives and workplace values. Most skills originating from private sector work transfer successfully, yet adopting public sector governance and priorities requires flexibility (Jurisch et al., 2013). This section details important distinctions between private sector entities and public sector organizations regarding their organizational goals, recruitment practices, performance management systems, and cultural approaches towards staff relations. The presentation includes necessary recommendations to adapt successfully.
Key Differences Between Public and Private Sector People Management
1. Organizational Objectives
The basic organizational goals represent the prime distinction between the public and private sectors.
Public Sector:
As a primary responsibility, the public sector delivers services that fulfil social needs while advancing public welfare. Public sector success relies primarily on delivering positive outcomes for the community using an equitable and transparent system that answers to citizen stakeholders beyond commercial goals (Volden and Welde, 2022). Resources available to public sector entities force organizations to select their priorities and seek approval from taxpayers and government agencies.
Private Sector:
The private sector bases its operations on profitability goals alongside market competition and pursuing shareholder value (Callender, 2001). Organizations base their decisions on three key metrics: revenue expansion, ROI, and customer contentment levels. Profit orientation in private sector companies allows them to make flexible decisions about resource management.
2. Recruitment Practices
Public sector recruitment methods differ from private sector recruitment because of governmental framework requirements and organizational targets.
Public Sector Recruitment:
Public sector organizations follow strict rules and established recruitment procedures to maintain transparent, diverse, and unbiased employment practices. The application process, along with standardized testing and equal opportunity policy compliance, usually takes a lengthy period during this stage (Ogbe, 2022). The process prioritizes both stakeholder accountability and the accomplishment of representation quotas.
Private Sector Recruitment:
Recruitment in the private sector functions with greater flexibility by focusing on performance-based evaluation and employing personnel centres around their relevant competencies, cultural alignment, and capability to achieve organizational aims (Ali et al., 2023). The streamlined processes help organizations complete their role-filling operations rapidly while maintaining their competitive advantage.
3. Performance Management
The approaches to implementing performance management systems exist in completely different ways between these two sectors.
Public Sector:
The public sector organizes its performance evaluation system by prioritizing fair treatment and transparent assessment with full accountability throughout (Mackay, 1998). Organizations implement standardized appraisal processes through standard criteria to guarantee fair treatment of their employees. Guaranteed promotions and rewards in public agencies are more likely determined by meeting service requirements and regulatory standards instead of consistent performance excellence.
Private Sector:
Organizations in the private sector base performance management solely on results that measure individual staff and team achievements for overall organizational success (Samwel, 2018). Worker performance improves through performance-based incentive programs which link advancement opportunities to measurable goals that boost employee efforts towards innovation.
Cultural Differences
1. Hierarchy and Innovation
The two sectors possess contrasting cultural norms because they handle hierarchy differently and show varying levels of innovation.
Public Sector:
The public sector adopts a hierarchical organizational system that establishes precise job functions together with defined work duties. Policies and regulations take central positions during decision-making processes where avoidance of potential risks emerges due to public scrutiny protocols (Monteiro and Adler, 2021). Organizational stability remains a positive outcome of this environment, yet it disturbs innovation and agility.
Private Sector:
The private sector displays higher dynamic behaviours and an elevated drive toward innovation. Organizations support risk-taking, initiative, and collaborative aborative work to maintain industry competitiveness (Rajapathirana and Hui, 2017). Staff members benefit from independent workplace control as well as chances to switch between different departments.
2. Employee Relations
Each employee relations system handles collective bargaining arrangements differently than it approaches personal employee interaction.
Public Sector:
Union representation in public organizations influences all aspects of work, including standardized agreements for employment benefits and workplace rules (Hagedorn et al., 2016). Through their advocacy, employee unions help companies set up formal ways to solve workplace conflicts.
Private Sector:
Private sector organizations use employee interaction systems more often since they do not have a strong union presence (Gautam and Gautam, 2023). Organizations use open-door policy feedback meetings and employee surveys to build better relationships with their staff members.
Training Recommendations for Adaptation
1. Emphasizing Public Sector Governance and Regulations 
To achieve public sector work, you must first comprehend its management framework. Managers should study the official rules that apply to their work, plus rules on government compliance and accountability. Leadership training should teach staff members how to interpret official regulations and adjust their decision-making methods to meet the standards.
2. Highlighting Public Service Values
Public service organizations focus on delivering firm services to all citizens equally. Managers need to adopt public sector values and show their teams how to serve their customers effectively. Managers should work to create linked teams using equal employee standards and build an environment that includes many different people.
3. Encouraging Adaptability
The ability to adjust to new requirements defines success during the public sector career move. Managers should learn to navigate specific procedures at work while dealing with many stakeholders and solve problems within their existing constraints.
4. Bridging Cultural Differences
Training needs to teach managers how to work effectively with various organizational structures and get people from different areas to work together when there is a strong focus on avoiding risk. Managers need to test how private business rewards systems work alongside public sector standards of operation.
Justification and Conclusion
Private workers who join public service deliver better performance through their knowledge of managing outcomes and motivating parties involved. These capabilities assist in making operations better while achieving performance targets and creating a new way of working. Public sector success demands public servants to integrate their strengths with the special values and operating methods of government services.
Public sector newcomers must respect fair dealings and learn to work with unions. At the same time, they need to handle legal public service standards. Public sector organizations benefit from the expertise of private sector managers when these managers develop public service skills and retain their focus on public sector values.
The public sector performs better when private sector managers bring innovative ways to deliver results, but they should adhere to government work's formal rules and standards. New managers stock to public service values and standards when they develop better ways to run the organization.
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