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AC1.1 
An organisational structure (OS) lays out the framework for how individuals and teams are organised, interconnected, and empowered to achieve its key objectives.  

[bookmark: _Hlk156860319]Aldi (Süd), has become a global success story through its unique OS. Operating under a single management board, its flat hierarchy (Waite et al, 2021) prioritises balancing efficiency, cost-effectiveness, adaptability, empowerment and accountability. 
As key reasons, Aldi has few management layers that encourages increased responsibility and autonomy (Malik, 2023). This motivates employees and fosters a sense of ownership leading to higher employee engagement. Nevertheless, multitasking and increased workload can be demanding, potentially leading to employee burnout. Moreover, the OS limits career paths due to its flat structure.
Aldi’s decentralised regional companies, translates to lower operating costs due to minimal bureaucracy, enabling them to be fast at decision-making and adaptability to offer competitive prices. Whilst efficient, this structure can sometimes lack specialised expertise, yet having a functional structure at national level would account for efficiency and local market adaptability. This allows Aldi to focus on core competencies and budget-conscious customers. When narrowing the product range, this simplifies operations allowing for bulk buying and better deals with suppliers. However, certain customer segments seeking variety, might find Aldi's selection limiting. Expanding product lines in the future could require restructuring their supplier relationships and inventory management.
 
Johnson & Johnson utilises a divisional OS with some hierarchical elements within each of the three divisions serving diverse customer segments: Consumer Health, Pharmaceuticals, and Medical Devices. Each division has its own president, management team and resources, with hierarchical structure for clarity and control. The independence granted to subdivisions in a divisional structure does contribute to several advantages including increased accountability, fostering a sense of ownership, driving better performance and creating a healthy competitive environment where divisions strive to outperform each other (Armstrong and Taylor, 2020). Managing this can be complex, requiring strong coordination and communication from the headquarters. It can also create competition for resources or market share between divisions impacting on overall performance.
Furthermore, each division has the ability to adapt quickly to specific market needs and customer demands due to their autonomy, focus and expertise (Vaara, et al., 2021). Thus, decentralisation can make it harder to maintain control over strategic direction and brand consistency especially when trying to avoid silos and duplication. The effectiveness of this structure depends on careful implementation and ongoing management. Striking the right balance between division autonomy and central control is crucial for maximising its benefits while mitigating its drawbacks.
By understanding the unique dynamics of each entity, we can appreciate the reasons behind their meteoric rise and the challenges they face in a constantly evolving business landscape.


AC1.2 
In the ever-evolving landscape of modern business, few companies have achieved the spectacular growth and sustained success of Amazon. At the heart of this phenomenon lies a powerful synergy between organisational strategy, product offerings, and unwavering customer focus. 
Amazon's strategic philosophy revolves around a simple yet profound principle: customer obsession. It manifests in its four guiding pillars: passion for invention, operational excellence, long-term thinking, and, most importantly, customer obsession itself. By prioritising customer needs above all else, Amazon has fostered a culture of continuous innovation, constantly expanding its offerings to meet evolving demands. This innovation is fuelled by data-driven and technology that leverages analytics to understand customer behaviour and preferences, informing strategic decisions and product development (Arena, 2018).
This customer-centric strategy translates into a unique organisational structure characterised by decentralisation and agility. Empowering teams closest to the customer with decision-making authority enables faster and more responsive action, ensuring alignment with evolving customer needs (Rigby, Sutherland and Noble, 2018). Additionally, Amazon's flat hierarchy minimises bureaucratic hurdles, creating a nimble and adaptable organisation capable of swiftly responding to market shifts and customer feedback.
However, strategy alone cannot guarantee success. It requires tangible manifestations in the form of products and services that resonate with customers. Amazon's diverse product portfolio, ranging from physical goods to digital services, is united by a common thread: providing exceptional value and convenience. Personalisation algorithms curate individual shopping experiences, while Prime membership incentivises loyalty through free shipping, exclusive deals, and streaming benefits (Davenport, 2018). The marketplace platform expands selection and fosters competition, benefiting both customers and Amazon itself. Finally, customer reviews build trust and transparency, empowering informed decision-making.
The customer-centric approach acts as the conductor, harmonising product innovation, operational efficiency, and organisational agility into a seamless experience that anticipates and fulfils customer needs. This focus on exceeding customer expectations has fostered a loyal following, driving growth and solidifying Amazon's position as a leader in the digital age (Honorato, 2023).
By studying the intricate story of Amazon's success, businesses of all sizes can glean valuable insights for their own customer-centric journeys. Understanding the power of prioritising customer needs, fostering innovation, and building an agile and responsive organisation paves the way for creating lasting value and achieving sustainable success in the ever-changing market landscape.


AC1.3 
In the UK, social health care settings play a vital role, providing crucial support to disadvantaged communities. However, their operations are influenced by a complex interplay of PEST factors and trends, shaping their current priorities and requiring strategic adaptation (Taylor and Woodhams, 2022), and at M&D Care is no different. Examining these factors within the UK context offers valuable insights into the challenges and opportunities shaping the future of any organisation (Battista, 2023).
Political Factors 
The UK government plays a significant role in funding social health care through initiatives like the Levelling Up agenda (Gov.UK, 2023) and the NHS Long Term Plan (NHS England, 2023). However, ongoing budgetary pressures and potential policy shifts create funding uncertainties. Advocating for sustained and equitable funding remains a top priority for these organisations like M&D Care, requiring active engagement with policymakers and securing alternative funding streams (Boccarini et al., 2023). Explore innovative approaches like social impact bonds and philanthropy to build resilience against budgetary fluctuations.

Economic Factors
The UK's cost-of-living crisis directly impacts the wellbeing of underserved communities, potentially increasing demand for social health care services (NHS Providers, 2022). Adapting services to address issues like food insecurity and energy poverty becomes crucial. Simultaneously, an aging population requires adjustments to cater to specific needs, necessitating investment in services like geriatric care and dementia support. Respond to emerging needs by embracing data-driven insights to ensure services remain relevant and impactful (Sörensen et al., 2021).

Social Factors
Mental health concerns, particularly among young people, are a growing public health issue. M&D Care and other social health care providers need to prioritise mental health services and collaborate with other organisations to address systemic challenges (CIPD, 2022). Additionally, diversity and inclusion become increasingly important as the UK population becomes more multicultural. Ensuring culturally competent services and addressing language barriers are critical priorities.
Address societal issues like rising poverty, mental health concerns, and an aging population through targeted interventions and service adjustments (WHO, 2023). Remove barriers to service access by encouraging cultural understanding, digital divides, and transportation challenges.

Additional priorities would be to forge strong networks with local authorities, charities, and other organisations to share resources, expertise, and best practice. Furthermore, complex issues to be tackled collectively with other stakeholders to address systemic challenges such as social determinants of health and poverty.
By actively pursuing these priorities, social health care organisations in the UK can navigate the complex landscape, ensure their long-term sustainability, and continue to be indispensable pillars of support for those needing them. 


AC1.4.
The digital revolution has swept across the globe, transforming every facet of human life, including the world of work. One of the most evident benefits of technology is its ability to boost productivity and efficiency. Automation has taken over repetitive tasks, freeing up human time for more strategic activities. This translates to significant cost savings and increased output, enabling organisations to remain competitive.

Part of the gig economy, Uber app, with technology at its core, has undeniably revolutionised transportation, shaping every aspect of the platform's operations and impacting work for drivers, customers, and the broader workforce. The algorithm matches riders with drivers, dynamically adjusts fares, and guides routes in real-time using smartphone as the primary interface. Driver assistance systems and navigation tools further guide drivers efficiently with full reliance on its algorithms for income potential (Montgomery and Baglioni, 2021). Thus, this dependency creates concerns about predictability and control over their work. 

Customer experience, too, revolves heavily around technology, from booking rides to tracking progress and making payments as well as influencing how drivers are rated and rewarded. Whilst, seamlessness and convenience are prioritised, platform management relies heavily on data-driven insights, influencing decisions about pricing, resource allocation, and driver policies (Knight, 2016; Smoliar, 2023). Uber's meteoric rise is a testament to innovation, a disruption to the taxi industry. However, legal battles over driver classification and safety concerns highlighted the need for regulatory adaptation. Today, Uber navigates these challenges while evolving its offerings, reflecting its constant innovation and adaptation.

Other more general challenges come from the potential of job displacement. Automation, while efficient, can replace entire positions, particularly those involving routine tasks. Reskilling and upskilling initiatives are crucial for current and future workforces to thrive in a technology-driven environment. Furthermore, another challenge is the creation of digital divides due to unequal access to technology and digital literacy skills, hence promoting digital literacy education is crucial to bridging this gap and ensuring inclusivity in the digital economy (Leonard-Cross, 2021). 

Finally, the ever-present connectivity facilitated by technology can blur the lines between work and personal life, leading to work-life imbalance, leading to stress, burnout, and negative impacts on overall well-being. Organisations need to establish clear boundaries, promote healthy work habits, and encourage employees to disconnect when necessary to preserve their mental and physical health (Green, 2021).
By embracing technology as a partner and proactively addressing the challenges it presents, organisations can unlock its immense potential to empower employees, enhance work experiences, and drive lasting success.




AC2.1
 
Organisational culture, often described as an invisible force shaping behaviour and performance, can be difficult to grasp. Edgar Schein's model offers a valuable lens for understanding this complex phenomenon. Adapted from Schein (2010) like an iceberg, his model proposes that organisational culture exists on three levels: 
Artifacts: The visible symbols and practices of an organisation, including its architecture, technology, office layout, dress code, communication patterns, and even documents like employee handbooks. These can be further categorised as formal (explicitly designed) or informal (evolving within the culture).
Values: The desired or preferred behaviours and beliefs within the organisation. Schein distinguishes between espoused values (officially stated) and values in use (those actually guiding behaviour).
Assumptions: The deepest level of culture, comprising unconscious beliefs, values, and perceptions that shape how members think, feel, and behave. These fundamental assumptions influence both artifacts and espoused values and are crucial to understanding the true essence of an organisation's culture. 
In conclusion, Edgar Schein's model provides a valuable framework for understanding the invisible power of organisational culture. By delving beyond the surface and uncovering the underlying assumptions, professionals can gain crucial insights for navigating workplace dynamics, facilitate change, attract and retain talent, drive performance, and creating a thriving organisational environment.
Understanding human behaviour is crucial for shaping and understanding organisational culture. The Expectancy Theory, developed by Victor Vroom (1994), sheds valuable light on this connection by linking effort, performance, and motivation.
1. Effort - Performance: This relationship refers to the individual's belief that their effort will translate into achieving desired performance levels. 
2. Performance - Reward: This relationship focuses on the individual's belief that achieving the desired performance will actually lead to the expected rewards. 
3. Reward - Personal: This relationship considers the value or attractiveness of the expected outcomes to the individual. 
In essence, employees perform better when they believe effort leads to success (instrumentality), that success brings desired rewards (outcome expectancy), and that those rewards matter to them (valence). Organisations can leverage this by clarifying expectations and rewards, investing in employee development, tailoring rewards to individual values, recognising effort and achievement (Channell, 2021).

To conclude, this theory focuses on understanding what motivates employees by acknowledging their inherent desire for satisfaction and fulfilment. It suggests that employees are more likely to perform well when they believe their efforts will lead to desired outcomes that they value.



AC2.2 

[bookmark: _Hlk159144670]Organisations with cultures that encourage collaboration, risk-taking, and open communication are better prepared to face rapid technological change and competitive aggressiveness whereby, adaptability and innovation are paramount (Houghton, 2016). A positive workplace culture is characterised by trust, transparency, and employee well-being; it attracts and retains top talent, and it is a crucial factor in driving value creation (Ahuja, 2022). 
People practices (PP) have a profound impact on an organisation's culture and how people behave, influencing everything from employee attitudes and motivation to overall performance and success. Whilst recruitment and dismissals are often in the limelight, their impact on organisational culture and behaviour may be less significant than practices such as equal pay, well-being, job design, and performance management. 
Equal pay
Principles like fair pay and transparency have moved from desirable PP to essential building blocks for thriving workplaces as they create a culture of fairness that requires action (ACAS, 2024). It demands comprehensive evaluation of pay structures, audits to reveal inequalities, and the need to address disparities (McGrath, 2024). Whilst in the UK the concept of equal pay has been established in law for decades, the lack of mandatory pay transparency creates challenges in enforcing it (Aldridge, 2023; KPMG, 2024). Examples of two contrasting organisations could include Google with pay discrimination cases (Nieva, 2023) and Salesforce's success with pay transparency (Hyder, 2022). 
At its core, equal pay should be a trust builder that improves motivation and commitment. Conversely, unfair pay practices create deep resentment and demotivate employees, leading them to find better opportunities elsewhere. 

Job design
Traditionally, this is often resulting in monotonous routines that could drain employee energy and suppress motivation. In such environments, disengagement increases, leading to high turnover and decreased productivity. 
In contrast to this, there are companies like John Lewis Partnership. Known for its unique employee ownership structure, John Lewis empowers its partners (employees) to make decisions about their work and customer experience. The variety and autonomy inherent in their job roles, sparks engagement, drives motivation, innovation, and a commitment to exceed customer expectations (Bosley, 2023).

By nurturing a culture where PP include the above in everyday operations, organisations would benefit immensely. A strong PP reputation, attracts and retains top talent, fosters employee engagement and productivity, and builds trust with customers and stakeholders (CIPD, 2024).



AC2.3 

Change is the only constant that is impacting organisations of all sizes and industries, hence the ability to adapt, becomes a critical differentiator. One crucial factor in managing this complexity, requires a deep understanding of the change process within the organisation itself. Effective change management models, provide frameworks and tools to ensure a smooth and successful transition to organisational change.
Lewin's Change Model: This classic framework, developed by Kurt Lewin, views change as a three-stage process: unfreezing, changing, and refreezing. During the unfreezing stage, practitioners play a crucial role in preparing the organisation for disruption. They must communicate the need for change clearly, address anxieties, and cultivate a sense of urgency. The changing stage involves implementing the new practices or technologies, requiring practitioners to provide adequate training, resources and support. Finally, the refreezing stage focuses on embedding the change into the new normal. This is where reinforcement, feedback, and recognition become crucial in sustaining the desired behaviours. 
Lewin's model offers a clear, sequential approach particularly helpful for smaller, well-defined changes. However, for complex, long-term transformations, a more nuanced approach is needed (Kinicki and Fugate, 2020; Roberts and Tracey, 2023).

Kotter's 8-Step Model takes a broader perspective, outlining eight key steps that address organisational culture, leadership, and communication and it is designed to guide organisations through change initiatives with better clarity and purpose.
Steps 1 to 3, similar to Lewin’s Unfreezing stage, requires to create a sense of urgency, build a guiding coalition and develop a strategic vision and initiatives; these highlighting the importance of establishing a strong foundation for successful transformation.
Steps 4 to 6 combine communicating the vision, empowering broad-based action, and generating short-term wins for successful engagement and enablement.  
Steps 7 and 8 involve consolidating gains, producing more change, and anchoring new approaches in the culture to ensure long-term sustainability by the means of ‘don’t let up’ and ‘make it stick’ 
 Although Kotter's model offers a comprehensive framework for leading change, it is important to remember that this is not a one-size-fits-all solution (Kotter, 2018; Roberts and Tracey, 2023). 
[bookmark: _Hlk157993553]
Both models are valuable, however practitioners must consider their limitations and adapt them to a given context. 




AC2.4 
When it comes to managing change, individuals get onboard of a unique emotional journey filled with highs and lows. Whilst Kübler-Ross developed her stages of grief model to explain the grieving process (Rothweiler and Ross, 2019), the Change Curve model has been adapted and applied to other areas, including change management. This model recognises that experiencing change, can trigger similar emotional responses to loss, even though the context is different and it offers insights into the psychological changes that individuals feel during periods of transition (Armstrong, 2020).

Stages of the Change Curve (adapted from Kübler-Ross Change Curve, 2024):
Shock: the initial awareness, taken by surprise and would bring confusion and uncertainty.
Denial: employees may refuse to accept this reality believing it is temporary or untrue.
Frustration: as denial fades, resistance and anger set in when employees may think of potential difficulties the change will bring.  
Depression: employees may feel overwhelmed, powerless, and unsure of the future. A time of low morale and discouragement.
Experiment: as the new situation begins, employees test the waters and assess their options.
Decision: time for acceptance, commitment and engagement to learn how to deal with the new change.
Integration: Successful adaptation to the new reality, employees embrace the change and experience its potential benefits.
It is implied that this model as an intuitive framework, comprehends employees’ reaction to change; it has individual variations that acknowledge that people experience change differently based on one’s own personality, the given context and their past experiences. Lastly, it focuses heavily on emotions by accentuating the toll that change can have and how imperative it is to address emotional responses in a timely manner (Rafferty and Minbashian, 2019).
In terms of limitations, the model suggests that there is a clear progression through stages, thus change is experienced differently and not necessarily in the same sequences. It also tends to simply the process of change as potentially, is overlooking individual variations that may take place (Aktas, 2024)
As an example of this model in action, would be the reactions to change for a retail staff facing new self-checkout systems. They might start surprised, resist believing it is real, feel frustrated about learning new technology, and even demoralised. But with training and support, they experiment, embrace the system, and eventually adjust effortlessly. 



AC2.5 

The CIPD's 2022 report highlighting a decline in management focus on employee wellbeing compared to the initial stages of the pandemic raises crucial concerns. It also emphasises the need to reassess the importance of promoting a healthy and supportive work environment.
Building a workplace where employees feel valued, supported and fulfilled, is key to their wellbeing. Recognising this important connection, Suff (2023) presents a comprehensive framework encompassing seven key areas: health, good work practices, values alignment, social connection, personal growth, lifestyle choices, and financial wellbeing. 
Addressing a broad spectrum of needs, Suff's policies tackle physical, mental, emotional, financial, and social aspects of wellbeing. Proactive measures like health promotion, rehabilitation support, and line manager training demonstrate their commitment to preventing and addressing challenges before they arise.
Inclusion is a core value, reflected through diversity, cultural engagement, and openness. This fosters a work environment where everyone feels valued and respected, further encouraging wellbeing and positive interactions.
Empowering and engaging employees is evident through opportunities for communication, involvement, and decision-making. Initiatives like career development plans, financial support, and healthy lifestyle choices, further demonstrate their focus on individual needs and aspirations (Adapted from Suff, 2023).
Shifting the lens to individual development, Stephen Covey's 7 Habits (1989) framework offers powerful principles and practices. Habit 1: Be Proactive encourages taking responsibility and focusing on controllable elements, aligning with Suff's emphasis on individual intervention. Habit 2: Begin with the End in Mind promotes foreseeing ideal futures, resonates with Suff's support for personal growth and goal setting.
Habit 3: Put First Things First advocates for prioritising based on values and long-term goals, mirroring Suff's focus on aligning daily actions with core principles. Habit 4: Think Win-Win encourages collaborative solutions, echoing Suff's emphasis on open communication and seeking mutually beneficial outcomes.
Habit 5: Seek First to Understand, Then to Be Understood promotes empathy and active listening, fostering deeper connections and positive relationships, which directly aligns with Suff's commitment to an inclusive and supportive work environment. Habit 6: Synergise highlights leveraging diverse strengths, aligning with Suff's focus on valuing individual differences and developing collaboration.
Finally, Habit 7: Sharpen the Saw emphasises self-renewal across physical, mental, social, and spiritual dimensions, mirroring Suff's holistic approach to wellbeing.
By connecting the gap between these two perspectives, employers can generate a powerful interaction between wellbeing initiatives and individual efforts.


AC3.1 
The CIPD Profession Map (2023) showcases the strong interconnection between PP and key stages of employee lifecycle journey with an organisation: attraction, recruitment, onboarding, development, retention and exit. 
Attracting new employees starts with effective employer branding and clear projection of organisational values and culture. To aid these, employers should have in place strategic talent acquisition strategies such as the agility to streamline recruitment process and implement efficient interview procedures. Also, agility in its offerings to include flexible work arrangements, wellbeing programs and a positive work culture (Zheltoukhova, 2014; Northreach, 2023). 
Upon successful identification of the ideal candidates, detailed recruitment practices are essential to identify skill sets and establish best candidate for the job (Taylor and Woodhams, 2022). In social healthcare organisations, Care Standards regulations require thorough background checks including an enhanced DBS check. These requirements need to be adhered to in full to ensure that individuals using the service are kept safe at all time (CQC, 2024).
A smooth onboarding process becomes vital, as the new employee is welcomed and integrated into the organisation, introduced to the company culture, values, team dynamics and expectations set as per job description and contract of employment. Necessary initial training and resources are also provided at this stage (SHRM, 2024).
The development of every employee is an ongoing process as empowers them to grow professionally and contribute in a meaningful way to the overall organisational goals whilst learning and development opportunities equip employees with the skills and knowledge needed to excel (Armstrong, 2020). 
Through combinations of competitive compensation, benefits packages, work-life initiatives, recognition programs, leadership and organisational culture, PP retention strategies play crucial role in keeping valuable employees engaged and motivated (Rogers, 2020). As Armstrong (2020) suggests, a holistic approach that addresses these various aspects is crucial for achieving a sustainable retention.
When an employee decides to leave the organisation, PP need to use effective exit practices to ensure a smooth transition. Exit interviews provide valuable insights into employee experiences and areas for improvement. By analysing the data, organisations can identify trends and patterns related to the reasons for employee departures and use this to inform and refine PP (Crowell, 2017).
Fully invested PP will ensure that each stage of the employee lifecycle generates positive experiences for both the employee and the organisation.




AC3.2 

Acting as the essential component that connect and support various functions of an organisation, effective PP contribute to broader organisational and workforce strategies through the enabling practice of cross-departmental collaboration (Norris-Green and Maxwell, 2022). 
From an organisational strategy point of view, PP contributes to improved performance, reduced costs and a competitive advantage due to a strong employer brand and its ability to attract and retain top talent. Whilst organisational strategies often guide people management approaches, the capabilities and limitation of the workforce could influence and shape significantly the overall strategy of an organisation (Albrecht, et al., 2015). 
As per AC3.1 and related to workforce strategies, PP align their efforts to the above by equipping employees with the necessary skills and knowledge to understand and support the goals of other departments. For example, PP work with Finance department to ensure that employees are paid fairly, collaborate with Marketing department and Sales to attract the right talent. PP will also team up with Operations department to create smooth onboarding processes, relevant training and development opportunities to help employees grow and learn, ensuring their skills remain relevant. Additionally, PP will work closely with leadership team to develop effective practices for talent management, culture & engagement and diversity & inclusion (Avery and Bergsteiner, 2020).
As an example, PP use data and feedback to measure the effectiveness of their initiatives and continuously improve their approach and by working closely in collaboration with other departments, would ensure that everyone is working towards the same objectives.
If the objective is expanding in a new market, one way through which PP will ensure alignment would be via workforce planning, more specifically, focusing in attracting and recruiting individuals with the necessary language skill and cultural awareness. PP would be also promoting ethical practices, social responsibility, a positive - value working environment, a culture of innovation and risk - taking, driving growth in line with the aforementioned objective (Peters, 2023). 

To conclude, successful PP provides a framework for recruiting, developing and managing employees to achieve short and long-term objectives. They do this by understanding individual organisational contexts, cultures and goals; therefore, this knowledge allows them to tailor strategies and workforce panning that aligns effectively with stakeholder demands, and ultimately drive success (George, 2023). 






AC3.3 

From the information enclosed in AC3.1 and AC3.2, it can be summarised that PP play a vital role in employees lifecycles and how this success of this reflects in how well cross-collaboration with other departments works towards achieving organisational goals and objectives. In addition to these, PP has another important role in the consulting and engaging processes with internal customers to understand their needs, namely their employees (Armstrong, 2020).
Acting as trusted advisors to internal customers, PP actively listen to identify their needs, challenges and aspirations. They may gather feedback through various methods, such as surveys, focus groups and one-to one consultations.
At Amazon, PP utilise a combination of methods to gather feedback and understand employee needs. They use formal processes such as surveys and performance reviews. Amazon conducts periodic surveys to measure employee opinions on various aspects including work-life balance, career development and overall satisfaction. Whilst Amazon’s performance review system is focused on objectives and leadership ratings and has received criticism for its competitive nature (Maier, 2015), it can also serve as platform for manager to gather feedback and discuss employee concerns. Known for its data-driven approach, Amazon focuses on data from employee feedback, analysing survey and reviews results to identify trends and inform decision-making. 
Amazon also uses informal channels like Voice of the Associate (VOA), Ask Me Anything sessions (AMA) and Affinity Groups. VOA allows employees to submit anonymous feedback electronically on various topics, offering an outlet for raising concerns without fear of repercussions. Through AMA, employees get the opportunity to interact with senior leaders and ask questions directly, a genuine way of creating a sense of accessibility and open communication. Affinity groups offer a platform for employees from diverse backgrounds and locations to connect, share experiences and raise issues relevant to their communities withing the company.
Furthermore, Amazon’s Leadership Principles contains a set of 16 guiding principles for employees and leaders, ownership and a bias for action (Amazon, 2023). These principles can shape how employee feedback is interpreted and acted upon 
Although Amazon’s company culture is often described as demanding and fast-paced, can influence how freely employees can express themselves. Whilst the company implement various methods for gathering feedback to identify employee needs, the effectiveness of these methods and the true extent to which employee voices are heard, is debatable. 
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