
“The past two years have been very challenging for UK businesses. Even as lockdown measures ease and consumer demand recovers, surging inflation, labour shortages and uncertainty about future sales present several obstacles ahead.” MIZEN (2022)
How we can achieve our goals at times of greater or less stability
By Clair George
1.1
 What may impact our organisations activities:
Paul Mizen in 2022 identified that there would be “obstacles ahead” by using the PESTLE model, we should be able to prepare for all economic eventualities:
Political:
When we talk about politics, we often think of domestic issues e.g., elections. We know different parties adhere to their choses policies and when a change in party occurs then we may expect a change in the way we may conduct our business. Brexit comes to mind. We also need to consider foreign politics, any countries who do-not value policies we adhere to, may have an impact on how we trade with them.		
Economic:
Cost of living crisis, every person and every business has been affected by the rise in the cost of energy, prices continue to soar on a commodity we can-not do without, thus affecting everyone’s disposable income which in turn may affect the day-to-day spending habits of the public.
Social:
After the pandemic we have seen how attitudes changed regarding employment, many people opt for the work / life balance. Long working hours and commuting are not considered the norm. We are seeing a very much employee led negotiations regarding employment expectations.
Technological:
A vast majority of employment involves some form of technological development. We can think of AI, programming or simply wages sent through to the bank rather than in an envelope. Being on top of the latest development may improve sales and recognition. Click and collect or shopping apps are proving very popular, with an average of 50 high street shops closing daily throughout the UK (Almost 50 shops a day disappear from High Streets - BBC News  5 September 2021 By Emma Simpson BBC business correspondent) the demand for such services have increased.
Legal:
Complying with all aspects of legal requirements should be at the forefront of every business, people are more aware of the employer’s responsibility to the employee, community and environment. We should also be clear on the interpretation of the law to protect the business from lawsuits.
Environmental:
With the awareness of Global Warming, we can say that we have faced some environmental disasters, from the volcano eruptions in Iceland, tsunami, and flooding. These natural disasters have an impact on day-to-day life as well has businesses, from the goods we may need to purchase to transportation issues or a supple chain interruption.
We use the SWOT (strengths, weaknesses, opportunities, threats) to assess different areas of our business, better for us to identify these then our but does every department have an input?  When doing so we should identify internal and external factors and once identified how can they be addressed.


1.2	
Goals and their importance - how to achieve.
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Above you the company objectives, working to these enable us to remain focused and ensure we are working towards the same goals or vision, values, and beliefs.
1- This enables our staff to see how we priorities the customer and the service we provide from sales to deliveries.
2- Ensuring the location, we trade from is accessible for the community and the community choose to use our services.
3- To ensure our staff feel valued and take pride in their employment.
We need to provide a service, create opportunities, and remove barriers. Revisiting these objectives / goals can provide us with the opportunity to re-evaluate them while working with HR, Policies, and external factors means the two can unite and progress.
Are they still working for us?
Are we still working towards these values?
Can we improve?

By reviewing our goals, the company, staff, and customers should have a successful relationship and be able to overcome any unexpected obstacles that may arise.  We do this by identifying the following.
· What should be done?
· By whom?
· Where?
· When?
· How?


The plan forms various patterns, strategic, tactical, and operational. The original plan should be devised at board level and the responsibility filtered down through to management level, in the words of Benjamin Franklin “those who fail to plan, plan to fail”.
Many may feel this is “above their paygrade” and getting the frontline staff to buy into company goals should be a priority – got to be in it to win it! 


1.3
Products/services and customers
Llandeilo Building Supplies are a leading independent builders' merchants with 50 branches in South Wales, supplying the most comprehensive range of building materials to the DIY, Self-Build, Developers, Building, Roofing and Civil Engineering industries.
(Materials include, slates, timber, bricks, cement, boilers, kitchens, bathrooms, everything needed to build a home/dwelling)
We have several sister groups, Total Plumbing (plumbing needs), Talbot Timber (timber needs) UK Build Supplies (online shopping) Home and Garden Centre (décor goods) Kitchen and Bathroom Department also our latest venture a Renewable Centre.
We have several major contracts, Tai Tari housing, Enzo Builds and Persimmon Homes, these customers have million-pound contracts but the facing customer are usually local builders/ trades person calling for their building materials, while we are open to trade with the local DIY enthusiast. 
We have identified how to attract more drop in customer from the wider community who do-not fall into the above categories, we host sponsored breakfast morning and run social media competitions where the public take photos wearing our logos (marketing goods) in unusual places e.g., climbing Snowdon. 






1.4
How to make the best use of technology
To ensure a smooth running of the HR Department several technological advances are available to us: the below services are transparent, so the individual has access to their staff records. They have programmes in place to safeguard the user and the company. They are GDPR compliant and may require a two-part log in.  
HRIS Human resources information system – assist with staff communication, from onboarding to termination. These are usually 2-way system and can provide staff engagement surveys and streamline communications. Time and attendance system – a cloud-based system that improves accuracy and recording of staff and the upload of their pay. Staff have access to online booking for leave via a self-service app placing them in control. 
HRMS Human resources management system– this system offers most of the above alongside offering learning and development needs they also assist with ATS System (applicant tracking service) – a cloud-based system that assists with the workflow of recruitment and job posting. This makes the HR functions accessible to each member, there for removes the duplication of work and clarifies accountability.
HCS Human capital systems - offers all the above but also focuses on analytics, performance management and employee benefits alongside succession planning. They can offer e-learning again putting the individual in control. This all singing all dancing system come at a cost and we may find that not all aspects are utilised or off sets the cost of materials or time.  
As with all technology this would need the support of the staff and require training and embracing of new ways. 

2.1
Organisational culture and workplace culture
Here we are looking at traditions, habits, organisation, and relationships. The leadership usually sets the tone of the culture of the business. Most companies have a hierarchy structure, it enables us to be accountable and clarity on individual roles. Modern business e.g., Microsoft, are considered to have a valued workforce with trust and flexibility in place while the police have come under scrutiny recently due to the conduct of some serving officers and the culture that allowed their behaviour to go unchallenged (Steve Jones 1993 North Wales, Karl Bluestone 2001 Gravesend, and Wayne Couzens 2021 London) There have been various occasions where these individuals behaviours would have been a cause of concern but the culture they worked foe they believed they were untouchable and  that their victims would not have been believed and the perpetrators protected due to their role.  
To make companies accountable many have a whistle blowing policy for people to air concerns and remain protected within their employment. This should eliminate discriminatory behaviours and with diversity and Inclusion training all should be aware of their rights. Below Charles Hardy highlights the importance of excellence and respect, being ruthless does not necessarily make a successful company. Zeeman (2019) refers to companies needed a soul in order to survive,
“The companies that survive longest are the ones that work out what they uniquely can give to the world not just growth or money but their excellence, their respect for others, or their ability to make people happy. Some call those things a soul.” Zeeman, A. (2019). 

Having a vision and plan should help identify the appropriate leadership style to suit its workforce. A diverse and talented work force should enable a positive working environment which produces a positive work culture and good customer relations. By having an appropriate and effective workplace individuals should feel safe and valued and therefore productive.



2.2
LBS departments and staff cohesion 
If we think of the whole company like scaffolding, we can see how each department relies on each other to complete their task for the whole project to be complete. Within the department there are individuals working to their own goals and the company’s targets, this should ensure good collaboration across the workplace, being an empathetic colleague and respectful of everyone’s uniqueness should ensure an environment where staff are comfortable to request support or assistance. This should foster a positive organisational culture where staff’s voices are heard, good and ethical practices are in place, policies are developed and reviewed regularly, and people are recognised or rewarded for being good ambassadors.  Like in life we see that people are drawn to similarities in each other, working like this sees no room for diversity, and in turn may develop institutionally racism. By ensuring the core is represented by several of the nine protected characteristics (sex and sexual orientation, disability, age, gender reassignment, race, religion / belief, pregnancy/maternity, marriage/civil partnership, and embraces change then this should filter to the outer work force and in return create a positive culture.
The traditional structure of the workforce is ever changing, depending on the demand, size, and budget of the company then this will represent the structure.

3.1
 Planning and managing change.
When any change is introduced, the instinct is to push back. The role in all our structures is to provide for the good of the company and workforce, and not just follow fashions. This may come into conflict when change is introduced. It is said to be a primal instinct to fear change and thus should be nurtured, if presented positively and an explanation provided then this should enable change to be embraced rather than feared. Leading by example and ensuring positive communications, not a one size fit’s all approach or do as your told enforcement, should ensure it is an inclusive environment then no single role can feel victimised. Change becomes everyone responsibility and a working group to identify the changes that need addressing is a place to start. Next will be the departments who need to adopt and promote the initial changes. 
We may be able to assist staff embrace change but changing the mind set of a department will needs addressing tentatively. The new style of leadership needs supporting and may see a push back to the old ways, the new style needs to assert and prove itself. 
Below we can see how the diagram shows how relationships impact change and the perception of change, we have to have the support of the group not just the individual. 
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Above Kubler-Ross depicts a number of responses to change, knowing the responses we may face can better help us prepare for the correct response. There is no exact timeline for the 7 expected responses but evaluating each outcome may help with preparations.

3.2
People professionals
 A contingency plan is essential to a business, Covid pandemic taught us that, many business models had to adapt overnight and unfortunately may did not survive. We /HR professional must consider and plan for external and internal factors, Covid taught us the need to be more flexible and to have staff’s wellbeing at the forefront, we can introduce technology to improve conditions, requesting online or electronic payments, and we found the need to introduce working from home. This allowed for a more diverse work force enabling people to work from longer distances and it empowered people with challenging conditions an opportunity to work from their own environment and overcoming prejudices. 
During our life cycle our professional role adapts to each situation, sometimes we just needed to communicate across the business offering explanations while remember to remain neutral and avoid commenting on the message being delivered. Next, we are faced with someone’s personal crisis and find ourselves being compassionate, empathetic or first responder. We are trusted with the utmost confidence, the keeper of the keys. Breaking such trust is detrimental not only to the individual but the department or business, knowing what circumstance you must share information is essential for everyone’s wellbeing.
My favourite role would be advocate, fighting for the front-line workers or the unhear voice, I feel these are the people who represent our company locally and often publicly, if they and the other staff feel valued by the company then they should represent us positively and making our roles less demanding, less disciplinaries, less remuneration and less resistance. 


3.3
Change and its impact.
Looking at Kurt Lewin’s “Unfreeze-change-refreeze” model for “understanding organisational change”, I feel I could adapt this to more that just our business. This model is quite self-explanatory, here is our business model, it is not functioning to its full potential, lets change it now let’s work to this reshaped method.
While this all seems simple, we must address the impact this may have on our staff. Having consultations with our staff opens the dialog. 
Our choice to relocate could put restrictions on which staff are able to still commit to us, transport, travel time convenience. 
Working from home, staff may not have the facilities to accommodate this or dislike lone working.
While we may see change has positive and present to positively there will always be a negative in the mix. It is how the negative is addressed is how much of an impact it will have.
Providing experiences or testimonials from others may assist with any transitions. 

Below please find McKinsey 7s model [image: Diagram
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Firstly, expanding on McKinsey 7s model find this is more relative to HR’s point of view for an organisation focusing on the human side of the company rather than the structural side the 7 models are to work to achieve the best results. 
Kotter’s model if one of the 7 is weak the other 6 being strong should be able to support if address correctly. Time is given to each step to eliminate failure.
In conclusion, change should be approach by all positively even if our first response is one of fear and with an inclusive approach. We can only prepare for change if we can foresee change, studying historical patterns may help us predict what may come next but not what result may come from our actions.
Having goals in place, knowing our customer and adapting our products to match demand should assist in our succession, while embracing technologies to assist with smoother operations should improve performance.
An inclusive and transparent positive culture should make us an employer of choice, while a supportive infrastructure should retain staff and assist with development and in turn provide them with the skills and support to embrace, support and promote change.
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