Component 2– Introduction to Moder Workplace
Student Name: Tanya Georgieva
Student Number:2028228
Student Name: Jaskaran
	Student Number: 2230229
Student Name: Iuliana Luminita Nica
Student Number:2244846
Lecturer Name: David Jenkins 
















Table of contents

Introduction	4
Outline of the report	4
Background of the chosen company: M&S	4
Main Body	6
Conclusion	6
References	7



[bookmark: _Toc151464275]
Task1.1
Introduction
[bookmark: _Toc151464276]Outline of the report
As per the view of Hammedi et al. (2021), it is understood that implementing several strategies in order to improve employee well-being is highly required which has helped to improve their performance efficiency and make potential outcomes. On the other hand, based on the findings of Sarwar et al. (2020), it is also observed that MNCs to SMEs must be concerned about enhancing employees' mental health and well-being which helps them to stay active and engaged in the workplace which is required for deriving high profitability. Therefore, this current report aims to critically evaluate how any business organisation must have strategies for ensuring high group effectiveness and employee well-being and in this regard, the chosen organisation is Marks & Spencer (M&S). This report includes a detailed description of the concept of group effectiveness by critically evaluating different theoretical underpinnings. Along with that, how the chosen organisation has managed the group and ensured employee well-being will be demonstrated by justifying underlying facts with the support of empirical evidence. Based on this discussion, several strategies will be also recommended for further improvement in group effectiveness and employee well-being by M&S in upcoming fiscal years in an efficient manner. 
[bookmark: _Toc151464277]Background of the chosen company: M&S
Marks & Spencer (M&S) is the most leading retailer in the UK which is focused on valuing food, homeware and clothes by bringing high-quality standards attracting millions of customers internationally (M&S, 2023). The company is well-recognised for its innovation, freshness and quality credentials and this retailer has accelerated over 405 stores globally (M&S, 2023). Along with that, the company also provided exclusive financial services including insurance, savings, credit cards and more. As per the report of M&S (2022a), it is seen that the company is concerned about deriving a sustainable future which has made them socially and environmentally responsible. That is the reason the company is concerned about providing a safe and healthy workplace environment where the retailer has promoted respect, personal development, diversity and inclusivity to ensure further employee well-being in an efficient manner. 
[image: A graph of a number of blue and white bars

Description automatically generated with medium confidence]
Figure 1: Revenue growth of M&S globally
(Source: Smith, 2023)
Based on the above-mentioned figure, it is seen that the outbreak of the COVID-19 virus has adversely impacted the sales and revenue generation of M&S in comparison with the previous financial years. However, as per the finding of Smith (2023), it is found that the chosen retailer has been able to increase its sales which is about 1 billion Pounds by comparing with the previous year. 
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Figure 2: Total number of employees at M&S
(Source: Smith, 2023a)
The above-mentioned figure demonstrates that M&S has faced issues in increasing employee engagement at the workplace which has reflected a lack of an organisational leader or the authority to manage employees’ well-being. As per the finding of Smith (2023a), it is found that currently, the company has 64,000 employees which has highly decreased in comparison with the previous financial years. 
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Report:1.1
The purpose of this introductory section is to provide an overview of the topic at hand and set.
Numerous entities have come to recognise that the implementation of an organisational structure is a highly effective approach for attaining their objectives. The concept of organisational structure refers to a systematic approach employed to establish a hierarchical framework within an organisation (Hwang & Norton, 2014).  The primary objective of this study is to establish clear definitions and criteria for job classification and identification. The significance of organisational structure lies in its function as a framework for designing and facilitating the operational processes of an organisation, so enabling the fulfilment of its specific organisational requirements. The objective of this paper is to analyse the organisational structures of Whole Foods and Marks and Spencer, with a particular focus on their environmental contributions inside the United Kingdom. However, to accomplish this objective, the study will provide information, analyse, and justify the organisational structures of Whole Foods and Marks & Spencer. Additionally, it will compare the organisational structures of these two companies. The proposed structure will additionally provide a rationale for employing a suitable business structure, which will be further elaborated upon in the report. 


















Task:2
Main Body.
Definition of Groups Forsyth, (2018) defines groups as collections of individuals who interact and interrelate with one another towards the achievement of common objectives. In the context of an M&S organisation, groups are defined as collections of individuals. Therefore, to having a common sense of identity, they are characterised by having organised relationships and being dependent on one another. Formal project teams, informal groups, and task forces are all examples of the several types of groups that might exist inside a working environment, such as the technological corporation that we have selected. Strategies for the Management of Groups the Tuckman Model of Group Development: Tuckman's model describes the progression of a group via four phases: forming, storming, norming, and performing (Tuckman, 1965). These stages are often involved in the evolution of a group. a sequential progression of development in small groups). This model is quite helpful in gaining an idea of how the groups that make up our technological firm could shift over the course of time. The Implementer, the Coordinator, and the Plant are some of the nine functions that Belbin recognises within a team (Belbin, 1993). This theory is helpful for the organisation in achieving a balance in the compositions of the teams and optimising the dynamics of the groups. The Socio-Technical Systems Theory is an approach that was established by Trist and Bamforth (1951). Also, this theory lays an emphasis on the interaction that occurs between people (social systems) and technology in the workplace. Since the M&S organisation operates in a technologically driven world, this hypothesis is quite pertinent. Group Management and Employee Wellbeing in M&S Collaboration Across Functional Areas of the Team Existing Methods of Use: Additionally, M&S encourages cross-functional team cooperation, particularly in its World Food line, which brings together a wide variety of expertise from a few different divisions. The socio-technical systems theory, which emphasises the necessity of integrating social and technical components in the workplace (Trist and Bamforth, 1951) is associated with this practise, which is aligned with the concepts of the theory. Empirical Evidence: A research that was published in the Harvard Business Review in 2018 by Edmondson, A. C., and Harvey, J.-F. demonstrates the usefulness of cross-functional teams in improving creativity and problem-solving in complex retail contexts. The Development of Leadership and Teamwork According to the current practise, M&S regularly implements leadership and team development programmes that are in line with Tuckman's phases of group growth (Tuckman, 1965). Communication, leadership, and the dynamics of teams are all areas that will be improved via these programmes. Using empirical evidence, Zenger, and Folkman (2014) conducted research that was published in Harvard Business Review. Their findings imply that leadership development has a major influence on the performance of teams and the success of organisations. Including and embracing diversity Regarding the current practise, the organisation has rigorous diversity and inclusion policies, which are essential in its World Food sector due to the wide variety of goods and cultures that it represents. This approach is consistent with the findings of Cox, (1993) which emphasise the significance of having a workforce that is full of people from different backgrounds. Empirical Evidence: A research that was published in the Academy of Management Journal in the year 2000 by Richard, O. C. claimed that varied work environments have the potential to improve both creativity and performance, especially in the context of international retail settings. Employee Health and Wellness Programmes The current practise at M&S is to provide complete staff wellness programmes, which include assistance for mental health, ergonomic workplaces, and rewards relating to health. These programmes agree with the results of Montgomery, et. Al., (2007), which emphasise the significance of helping for the mental health of employees.
 The empirical evidence suggests that wellbeing programmes have a beneficial influence on employee happiness and productivity. This was shown in research that was published in the Journal of Occupational and Organisational Psychology in 2007 by Grawitch, M. J., and colleagues. Assessment of Current Practices A strategy that is laudable and corresponds well with current best practises in boosting group performance in complicated retail situations is the one that M&S takes to cross-functional team cooperation. The integration of technology to help these teams, especially in the areas of data analysis and consumer insights, has the potential to be further expanded. However, ongoing evaluation and adaptation based on the specific requirements of each team might make the leadership and team development programmes more successful (Johnson and Thompson, 2019). These programmes are already rather solid. Therefore, the diversity and inclusion policies of M&S are already rather robust; nevertheless, they might be further strengthened by incorporating workers in the process of policy creation and implementation. This would ensure that the rules are based on experiences that are relevant to the real world. It is possible to further increase employee support by implementing more proactive mental health tactics, such as frequent wellbeing check-ins, via the employee wellness programmes, which are comprehensive (Patel and Jackson, 2018). Recommendations for Improvement ✓ Enhanced Technology Integration: Incorporate sophisticated analytics tools to help cross-functional teams working in the World Food division. This will allow for improved decision-making and analysis of consumer insights (Andrews and Peters, 2020). ✓ Customised Team Development Programmes: Tailor leadership and team development programmes to suit unique team dynamics and difficulties, hence increasing the relevance and effectiveness of these programmes. ✓ Employee-Driven Diversity Initiatives: To ensure that diversity and inclusion policies accurately represent the varied perspectives and requirements of the workforce, it is important to include workers in the process of formulating these policies (Bennett and Green, 2017). ✓ Providing Proactive Support for Mental Health: It is important to implement frequent mental health evaluations and resilience training programmes to provide proactive support for the mental health and wellbeing of employees. 
















Report: 1.2
The main body of the text is the central part that contains the main arguments, evidence, and analysis. It serves as the core.
The concept of organisational structure pertains to the underlying framework by which a collective of individuals is arranged (Lin, 2014). It encompasses the way individuals are admitted into the organisation, as well as the processes by which leadership is established and decisions are reached. The organisational structure of a firm reflects its corporate culture and the principles it upholds.  Nevertheless, some organisations have recognised the significance of establishing a robust and efficient organisational structure to enhance operational effectiveness. The facilitation of task achievement and the mediation between organisational goals and accomplishments are factors that impact the success of an organisation. Furthermore, the establishment of an organisational structure plays a crucial role in facilitating the effectiveness of organisational culture, primarily by determining its configuration.  Nevertheless, the presence of structural flaws inside an organisation can result in a decline in employee motivation and confidence. Additionally, such shortcomings can give rise to conflicts, wastage of resources, and hinder the organization's ability to effectively adapt to environmental changes. According to the study conducted by French et al. in 2006, Organisations can exist within either the public or private sectors. The selection of choice structures is contingent upon the goals of the organisation.  There exist various forms of organisational structure, namely Bureaucratic Frameworks, Functional Structure, Divisional Structure, and Matrix Structure, as identified by Lee et al. (2015). The classification of these structures is contingent upon the company's magnitude and its alignment with the organisational culture. Furthermore, the organisational structure is contingent upon its hierarchical level, which might manifest as either a tall or low hierarchy. with the context of tall structures, it is observed that organisations typically incorporate multiple levels of control between staff members and the highest-ranking managers. Conversely, with flat structures, a single manager oversees a larger number of people, resulting in a reduced number of hierarchical layers. According to Carpenter et al. (2015), According to Carpenter et al. (2015), empirical investigations have revealed that flat organisational structures are associated with higher levels of employee satisfaction and self-actualization. Conversely, tall organisational structures are reported to be more effective in fulfilling individuals' security requirements. 
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Concept:1.3
The concept of organisational structure pertains to the underlying framework by which a collective of individuals is arranged (Lin, 2014). It encompasses the way individuals are admitted into the organisation, as well as the processes by which leadership is established and decisions are reached. The organisational structure of a firm reflects its corporate culture and the principles it upholds.  Nevertheless, some organisations have recognised the significance of establishing a robust and efficient organisational structure to enhance operational effectiveness. The facilitation of task achievement and the mediation between organisational goals and accomplishments are factors that impact the success of an organisation. Furthermore, the establishment of an organisational structure plays a crucial role in facilitating the effectiveness of organisational culture, primarily by determining its configuration.  Nevertheless, the presence of structural flaws inside an organisation can result in a decline in employee motivation and confidence. Additionally, such shortcomings can give rise to conflicts, wastage of resources, and hinder the organization's ability to effectively adapt to environmental changes. According to the study conducted by French et al. in 2006, Organisations can exist within either the public or private sectors. The selection of choice structures is contingent upon the goals of the organisation.  There exist various forms of organisational structure, namely Bureaucratic Frameworks, Functional Structure, Divisional Structure, and Matrix Structure, as identified by Lee et al. (2015). The classification of these structures is contingent upon the company's magnitude and its alignment with the organisational culture. Furthermore, the organisational structure is contingent upon its hierarchical level, which might manifest as either a tall or low hierarchy. with the context of tall structures, it is observed that organisations typically incorporate multiple levels of control between staff members and the highest-ranking managers. Conversely, with flat structures, a single manager oversees a larger number of people, resulting in a reduced number of hierarchical layers. According to Carpenter et al. (2015), According to Carpenter et al. (2015), empirical investigations have revealed that flat organisational structures are associated with higher levels of employee satisfaction and self-actualization. Conversely, tall organisational structures are reported to be more effective in fulfilling individuals' security requirements. 












Background:1.4
In contrast, Mark, and Spencer(M&S), presently a public limited company (PLC), is a well-established retail organisation in the United Kingdom’s specialises in the sale of apparel, food, and household items, utilising a combination of owned shops and franchise outlets for its operations. The organisation in question operates as a privately held limited liability business, with a stated aim of providing widespread accessibility to high-quality products and services. This mission is articulated on the official website of the organisation, located at www.M&S.com. The organisational structure of Mark &Spencer is determined based on its considerable size, and it significantly influences the way the company conducts its operations. The company's organisational structure is characterised by a flat hierarchy, wherein employees have a limited number of managers to whom they report. This structure facilitates streamlined decision-making processes. The organisational structure facilitates the reduction of bureaucratic processes, promoting effective communication between management and staff. This open line of communication enables the implementation of necessary changes and the resolution of problems within the organisation (Strinfellow, 2010).  With relation to the concept of span of control, decision-making authority is typically concentrated at the top level of the organisational hierarchy. However, because of the adoption of flatter hierarchies, employees now report to a smaller number of managers. This organisational structure exhibits a reduced number of hierarchical levels, resulting in a shorter chain of command and a wider span of control. By limiting the number of individuals to whom reports are submitted, communication can be enhanced in terms of clarity and effectiveness.  Furthermore, the culture of Mark Spencer is aligned with its organisational structure. This organisational framework and cultural environment foster and cultivates innovation and creativity. Employees demonstrate adaptability and resilience in response to the dynamic and evolving nature of the business, aligning their actions with the organization's long-term strategic objectives. As an integral component of the organization's overarching objectivism has implemented an environmentally advantageous initiative known as Plan A. The company collaborates with Oxfam, a charitable organisation based in the United Kingdom, within its activities to engage in the reselling, reusing, or recycling of unwanted clothing items (www.marksandspencer.com). 

















Appendix.1. Functional Organization Structure.


















Conclusion:1.5
In conclusion, it can be an inferred that the points collectively support the notion that... 
The adaptation of an effective organisational structure should be contingent upon the strategic goals of the company. It is necessary for all levels of the organisational structure to possess knowledge and understanding of the organisational environmental plans and projects. It is imperative for the different departments and teams within the organisation to help managers who are responsible for overseeing environmental projects. The monitoring and supervision of employees' work is crucial in ensuring the effective implementation of the division of labour.
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