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Information sheet
This information sheet has been written for the new member of the People Team in order to give them a better understanding of the organisation’s activities, goals and how the external environment impacts these.
Three external influences impacting or likely to impact the organisation’s activities. (AC 1.1)
Using the PESTLE analysis tool to help the organisation identify three influences that could, or do, affect the company’s activities, I have found the following. If we first look at Political, the war between Russia and Ukraine has had a huge impact on the company because of Ukraine being unable to export grain (BBC, 2022). This saw a huge impact on the organisation being unable to purchase grain to produce animal feeds which then saw a huge increase in cost to our customers. This added stress and pressure to the procurement department and as part of the People Team, it’s our responsibility to support staff with stress management. Looking at the legal aspect, new laws regarding the management of agricultural pollution were introduced in April 2021 (GOV, 2023), this gave the organisation an opportunity to provide a new service to support farmers implement what was required of them. This People Team had to look for new staff with expertise knowledge on the subject and organise training for existing staff. If we look at Environmental, new laws are being introduced in April 2024 where all businesses will need to separate waste (GOV, no date). It will be the responsibility of everybody in the organisation to recycle correctly but it will be the People Team’s responsibility to support the Compliance Manager in producing new policies and guidelines and ensuring all staff are adhering to these, we will also be providing Line Managers with additional training so that they too, can support their staff and understand the importance of these new regulations. 

Two of the businesses’ goals and why it is important for organisations to plan for how they will achieve these. (AC 1.2)
The company is a co-operative which means that the company is owned by its members, the members have some control over how the company is run (C-Op, no date) and therefore two of the businesses’ goals that we are going to look at have been determined by them. The company has a board who acts as a voice for its members, and they have set the goal of developing new products, services, and viable employment. This goal is to ensure our customers and members always have the best products and services available to them and with agriculture forever changing its important we stay ahead of the times. The board also asks all employees to operate at a quality level consistent with the organisation’s standards. The company has been going since 1904 and is well-respected, and therefore the board wants to ensure we uphold years of this positive image. Getting these goals communicated to the whole company is pretty simple as we operate with a flat structure under the board, this means that there aren’t many layers and levels within the organisation. Some positives of this are that it can be faster to communicate organisational goals to subordinates and can increase employee engagement. However, it does also come with its pitfalls, the main one in our organisation is that there can sometimes be a power struggle with those managers sat between the subordinates and the CEO. (Two Teachers, 2020). One thing we must remain clear on and that is why we plan goals, let’s take a look at four key reasons. Planning is similar to routing a car journey, you need a clear path on where you are going, without this, the business could go down lots of different avenues, which may not be the right one. If we have a clear route, then we have a clear focus. The business will understand what it is their aiming for. Planning also helps the business understand itself better and where it sits within its market, it gives us the opportunity to look at our strengths and weaknesses. And finally, our employees will understand what it is the business is working toward and how their role helps the business reach their goals (Catley, 2014). 

A discussion of the organisation’s products and/or services and main customers. (AC 1.3)
The organisation provides many different products and services to our customers. The organisation’s main customers are those who own it, the farmers. As mentioned previously, we are a co-operative. We provide a vast range of products from animal feed to animal medicines, wellies and feeding equipment to name a few. Our main product is animal feed however as mentioned, we have everything a farmer would need. Not only do we sell products, but we also provide our customers with a consultancy service. We have company representatives with a customer base who will support our customers in determining the most suitable products for their business needs. Understanding customer needs is vital in ensuring we offer the best products. There are four key elements customers consider when deciding what to purchase: price, quality, choice, and convenience. Have we priced the product correctly within the market? Does the quality coincide with the price? Are there similar choices within the market? Is the product easily accessible? Our main customers would be farmers running a business however we do also have many customers who are country dwellers, those who have small holdings as a hobby. Farmers are extremely busy people and having products that make their life easier is key! Therefore, it’s important to understand the features and benefits of a product. Features refer to a products characteristic, what it does. Whereas benefits refer to how the customer uses the product and how it will positively impact them (Indeed, 2022). Training employees is key as we are always seeing new products come to the market and as part of the People Team it’s our responsibility to support line managers in ensuring the correct training is given. 

Information and communication technologies available to people professionals and how these can improve working practices and collaboration.  (AC 1.4)
There is a huge array of information and communications technologies available to people professionals these days and choosing the right one can be tricky, getting it wrong can be a costly mistake! One type of system that we use at our organisation, and which has been introduced to several organisations in recent years is Microsoft Teams. This was implemented to improve employee productivity and increase collaboration. Microsoft Teams is used across our business for a few reasons, from a people professional point of view, one of the biggest improvements for us is that it has provided a central platform for employees to have access to our Handbook and all forms are now on Teams. We have also implemented a time and attendance software whereas before, all information regarding holidays, sick days, rotas, time keeping etc were recorded on paper, this is now all done via a digital platform. There are many positives to digital platforms, one of the huge benefits Microsoft Teams has provided us with is time. A study by Microsoft Teams shows that 18.9% saw a reduction in meetings each week through hosting these online (Wright, 2019). One of the other obvious benefits is accessibility. We have also reduced our paper usage dramatically, with makes us more environmentally friendly. One obvious reaction we have seen to ever-developing information and technology services is that people feel their job could be at risk and they could be replaced by technology. As people professionals, it’s our responsibility to listen to the concerns whilst also bearing in mind the organisations need for advanced information and technology. We must also consider the current technology skill gap in the UK labour market and how we might address this (CIPD, 2021). 

What is organisational culture and why is it important to foster an appropriate and effective workplace culture. (AC 2.1)
If one was to research the meaning of organisational culture, you would find many different definitions, and I believe that organisational culture has a different meaning to different people. Ultimately, that is what brings an organisation together, different people. And we need different types of people to achieve organisational goals as everybody will bring their own thoughts and ideas together. And so, I believe organisational culture can be defined as a collection of individuals coming together and sharing beliefs and values and influencing these on to the whole organisation (CIPD, 2022). Some people also believe that there is a difference between organisational culture and organisational climate. Organisational climate is defined more as a feeling or atmosphere within the workplace (CIPD, 2022) which reflects the way in which people behave. Fostering an appropriate and effective workplace culture is key in ensuring the success of an organisation. Without a positive workplace culture, we will not get the best out of our employees and as people professionals, it’s our role in ensuring a positive workplace culture. But how do we this? It’s important that all employees feel they have a voice, that we create fair policies that reflect ethical values and that we positively influence the company’s organisational goals (Waite et al, 2021). There are many reasons why positive organisational culture is important, for example, it increases employee productivity and employee engagement. When an employee understands the company goals and shares the same values and beliefs, it’s much easier for them to be productive and proactive. A company with a positive organisational culture will also portray a strong brand identity which will have a positive effect on onboarding new employees (Indeed, 2023). 

Organisations as whole systems and how people professionals’ work and actions impact elsewhere in the organisation. (AC 2.2)
For an organisation to be successful, all departments and all employees need to work together. Organisations often have various departments with their own speciality, but their work and decisions can often affect another department therefore its fair to say that all employees and departments and interrelated and interconnected. We are all working towards the same mission statement, we may have different goals on how we’ll get there, but we all hope to achieve the same outcome. There are many structures that explain the key elements of a business. Let’s look at Galbraith’s Star Model as an example, the first element is Strategy, this determines which way the business is going. Then we have structure which explains where people sit within the organisation, who has the power to make decisions. The third element is processes which relates to structure as this is where we receive the flow of information. Next, we have reward which relates to the reward systems and how we motivate our staff in achieving organisation goals. And lastly, we have people, which is related to human resource policies, this defines how employees think and their capabilities (Galbraith, no date). Sometimes, organisations need to look at the whole business and review it. This is called organisational design. Organisational design looks at all aspects of the business and what’s been successful, and what hasn’t been as successful. It will look at structure, systems, people practices, rewards, performance measures, policies, processes, and culture (CIPD, 2023). So, we can see how organisation design links with Galbraith’s Star Model as all aspects of the Star Model is what organisation design focuses on. People professionals have a big impact on all aspects of the organisation. Using the Galbraith’s Star Model if we look at structure for example. If the organisation has a need to re-structure, it’s the people professional’s responsibility to support higher management in implementing this. For example, if somebody was to get a promotion, people professionals are the ones to organise contract changes, change in salary etc. So, this is then also linked to reward. Again, using the example if somebody were to have a promotion, the people professionals would be involved in implementing a reward system and ensuring this is followed through. 

Why is planning organisational change important and managed effectively. (AC 3.1)
There are many reasons why an organisation may need to change, be it internal or external factors. Sometimes, situations are forced upon us, and we have no option but to change. This type of change is sometimes a bit more difficult to plan, let’s take COVID-19 as the example where organisations were forced to change the way they operated. But for the changes we can control, it’s vital that we plan for them. Once the change has been determined, we must then decide how we are going to plan and implement it and whether that change is going to be sustainable. One model that is often used to assess success is the SMART structure which stands for: specific, measurable, achievable, relevant, time bound. Following this structure will set clear goals on how we wish to implement the change. If we don’t plan effectively, this can have a detrimental impact on the success of the change and the organisational culture. By planning change effectively, we are much more likely to get a positive outcome to the change and help achieve a smooth transition (Forsyth, 2012). One thing is for certain, change is inevitable and so are barriers to change. People is the main barrier, because change can often affect the culture of the business, and let’s face it, people don’t like change, they often feel threatened by it. There are lots of different models that can be used to apply change effectively, one model is the Kotter’s 8 step change model that Kotter created after his research on different projects. His aim was to create a model that helped change succeed, and to highlight areas that were often overlooked (Linkedin, 2023). By planning change effectively, this enables us to plan and predict any pitfalls, and helps us predict people’s reactions so that we can support them more quickly and efficiently with their queries. 

The importance and role played by people professionals within change. (AC 3.2)
Now that we have understood what organisational change means, we need to understand the role a people professionals have within that change. People professionals, more than any other role within an organisation, have the closest links with each department and the people who work there. A people professional must be included in all discussions regarding change as they will be able to support management in understanding the impact change can have on employees and the business culture. They will be able to support management in predicting employee and stakeholder issues and foresee any problems. By predicting these concerns, people professionals will be in a better position to negotiate and help employees and stakeholders understand and manage the change. A people professional will have a better understanding of how best to communicate the change to the rest of the organisation. They will also be able to advise management on any skill gaps or any other gaps (CIPD, 2023). Change often affects the company culture and this is again an area where people professionals can help as they are always at the forefront of implementing a strong and positive company culture. Also, people professionals are often seen as keeping other managers and leaders of the organisation on the right track and focus their thoughts (CIPD, 2021). People professionals are often seen as a ‘critical friend’. A critical friend is someone that supports a person or an organisation but can also be truthful with the aim of providing constructive advice or criticism. They can provide advice based on facts, not only emotion, they’re able to be diverse in their thinking (Folkes-Mayers, 2018). People professionals can also be seen as ‘facilitators’, which in short can be defined as a person who is able to bring together a group of people and support them in working together and understand organisational goals and help that group of people implement change (Indeed, 2023). 

A discussion of how organisational change can impact people in different ways, such as changing their role or status or financial situation. (AC 3.3)
Lots of people don’t like change, in particular employees who have worked for an organisation for a long time. But as we have already mentioned, change is inevitable. The effect of change is individual too. For example, if an organisation was to ask employees to start at 8:00am instead of 8:30am, for some people, this change may highly welcomed, whereas for another person if would have a negative impact on their personal life. Different personalities will also respond to change different too and therefore before we implement change, it’s good to understand all the different types of personalities within the organisation. This will enable us to respond to them in the most effective way and help us determine the best way to manage that personality (Insights, no date). Its also beneficial to understand there is a difference between organisational change and individual change impacts. Organisation change impact refers to when a change will affect the whole organisation, for example, if a company decides to implement a new clocking in/ out system. Whereas individual change impact has a more direct impact on an employee at a personal level, for example, if their role was to change. The two can often be linked (Reading, no date). Kubler-Ross’ theory, ‘The Change Curve’, often described as the five stages of grief, is a model that describes the emotions one might feel during a change impact. This is particularly useful for management as this can help prepare and plan on how we respond to these emotions. The Change Curve has 5 different elements: shock, denial, uncertainty, acceptance, and reflection (CIPD, 2023). 
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