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Section A

1.1 

A role of HR is organising and coordinating the workforce to deliver value and success (CIPD, 2019a). An organisation culture is the shared  characteristics among people within the same organisation. It includes: values, behaviour, routines, traditions and perspectives (CIPD, 2019a). 

A business strategy can be defined as the combination of all the decisions taken and actions performed by the business to accomplish business goals and to secure a competitive position in the market (Watkins, 2007).

Any organisation that is disconnecting the two are putting their success at risk, however culture can undermine the most sophisticated of corporate strategies is not a new one (Bock, 2016). Organisation culture is a hard thing to get right, it is a moving target that means something different to everyone (Rick, 2020). Having the culture within organisations correct, is important as it has a direct impact on the ability to attract and retain people. The positive culture will reflect in positive work from the employees. By transforming the culture, the organisation needs to change management attitudes to survive effectiveness ( Cappelli, 2015). Creating and developing a positive culture is important for not only employee engagement, happiness and retention, but also, plotting the blueprints for a thriving business regardless of the economic climate (Down, 2019). 

On the other hand, Young (2019) argues that culture change shouldn’t be seen as separate from how a business operates. A broken culture can be very challenging for organisations. The first sign of a bad culture will be where people do not communicate, smile or don’t notice each other (Ryan, 2016). Having this type of culture would impact on the customers and stakeholders coming into the organisation and feeling that tension as they enter the environment. Another sign would be the split between leadership and employees, that one way communication. This bad culture will effect morale, performance, brand, and retention. 

Maintaining cultural coherence across organisations should be an essential factor when determining a corporate strategy (Rick, 2020). To have an effective strategy is must be understood and shared to the organisation, it acknowledges flexibility so the organisation can adapt to any changing circumstances. It will identify areas of 
competitive advantage within the external environment (Rhodes, 2010). 

A bad strategy ignores the power of choice and focus, trying instead to accommodate a multitude of conflicting demands and interests (Rumelt, 2011). If leaders have got the attitude of ‘pushing until we get there’ then this is going to have an effect on strategy as they have nothing to follow, making it unsuccessful. Another bad strategy is having bad strategic objectives. Having a list of objectives is not how to gain a clear strategy, it needs to focus on accomplishment outcomes. 

Netflix has a clear core philosophy which is ‘people over process’. With this approach, they are more flexible, fun, stimulating, creative and a successful organisation (Mccord, 2018). In line with this Google and B&Q also strive for great culture by becoming one of the world’s most successful enterprises. 

With many organisations championing culture, there is a powerful triumvirate in corporate transformations which is strategy and culture. According to Rick (2020), both strategy and culture need to be designed together, aligned and enabling of each other to create true organisational transformation. Strategy goes nowhere without, culture, and leaders need to realise this. When you align culture with strategy, that situation shifts dramatically.( Forbes, 2018). 

As strategy and culture play a crucial part in shaping the success of any organisation, it will determine what the future holds. Having strategies in place, these are created for long term, linking the values and behaviours of the organisation. To create a positive culture, then by including it in the strategy as a core value, leads to strategy driving culture. By strategy and culture being created alongside each other, businesses will see more success. 


1.2

When looking at different factors that affect shift in organisations, the two categories are push and pull factors. The push factors are very negative which drives people to leave the department or even the organisation. Pull factors are positive aspects which attract employees to the organisation with plenty of opportunities such as development and pay scale. 


Pull factors are always going to exist in an organisation, however as stated by Whitmore (2012) ‘push from the top down is as good as dead and buried in the modern business world’. 

Moving organisations towards pull factors will work now and in the future for organisations by introducing what employees want at work. Throughout the years, employees’ desires and demands have evolved into this direction of what employees really want. The pull factor will work by providing the employees with employee voice, this means in by which people communicate their views to their employer and influence matters that affect them at work (CIPD, 2020). 

MacLoed (2009), has a firm believer that employee engagement is a positive effect on an organisation. Having that employee engagement will provide the workforce with happier and motivated employees which will increase performance. It brings together and repackages older and more established concepts, in particular work motivation and organisational commitment (CIPD, 2019b).

Flexibility is an on-going trend within organisation at the moment, this is the type of working arrangement which gives a degree of flexibility on how long, where, when and at what times employees work (CIPD, 2020a).The 2018 global talent trends study found that 51% of employees wish their company offered more flexible work options (Forbers, 2018b). No matter on what the organisation, flexibility is paramount to employees. This has also reduced workplace stress, boost mental health and encourage productivity. This can link with employee health and wellbeing ensuring the organisation is getting the best out of their employees. Investing in employee well-being can lead to increased resilience, reduced sickness absence and higher performance and productivity (CIPD, 2020b). Creating a culture of wellness in an organisation is a true commitment to health and well-being. 

By putting more emphasis on the pull factor it is also creating organisations to fall under the soft model approach which is certainly more popular in the modern business world. The soft model is an approach that treats employees as an essential resource in the organisation, it focuses on the need of employees including rewards and motivation. Hard Model is a focus to identify workforce needs to recruit and manager as needed (BrightHR, 2020). 
Increasingly, employees want to make a meaningful social impact, and they will do this earlier in their lives instead of waiting for retirement. In 2028, people will actively seek opportunities to tie their impact and value in their work to their mission, purpose and passions (Cheremond, 2019). 




1.3

Human resource management (HRM) can be described as a strategic, integrated, and coherent approach to the employment, development and well-being of the people working in organisations (Armstrong, 2016). The goals of HRM is to support organisations in achieving its objectives by cost effectiveness, legitimacy, flexibility and autonomy. Culture is effectively the implied social order of any business, it is the value and behaviours that make up the unique social and psychological environment in which it is operating in (Jones, 2018). 

The four key areas of HRM that impact substantially on organisation culture are; performance management, learning & development, recruitment & selection and job satisfaction. 

Performance management is a process which contributes to effective management of individuals and teams to achieve high levels of organisational performance (Rees and French, 2013). In the context of high performance work, research indicates that the activities in ACE model represents those demonstrated by top performing business. The ACE model is made up by; 
Able, committed and engaged + opportunity, resource and support = high performance. Control theory underpins performance management by focusing attention on feedback as a means of shaping behaviour. As people receive feedback on their behaviour they appreciate the discrepancy between what they are doing and what they are expected to do (Armstrong, 2016 p.392).
Appraisals are important not only because they track performance over time but they can also identify areas for improvement and opportunities for growth, however they are failing in organisations due to the lack of regularity undertaken. Annual appraisals have been the done thing for decades, but now the view that traditional performance management is broken and need reinventing is gathering pace (Mitchell, 2014). As an organisation example, Coleg Sir Gar undertake appraisals once every two years, this is having an impact on the culture by not keeping up to date with performance and the opportunity for employees to develop their learning or skills. McHenry (2014) HR director of Microsoft explains that the annual appraisals was having a negative impact on organisation, it wasn’t particularly motivating, reward options were too rigid and it didn’t feel great because people heard a rating and were labelled. 


Learning and development is defined as the process of empowering employees with specific skills to drive better business performance (Writer, 2020). Not only is the majority of training in today’s companies ineffective, but the purpose, timing and content of training is flawed (Glaveski, 2019). Learning and development often fail within organisations as there could be a lack of interest due to the context of the training, information overload which means employees are not retaining the relevant information. Without having the practical experience alongside, majority of what the employees would have learned will be lost in days or weeks as they are not being reinforced on the job (Bear, 2018). 

Recruitment is the process of finding and engaging the people the organisation needs and selection is the part of deciding which applicant should be appointed to the jobs (Armstrong, 2016). Having the right person in the right job can create a positive culture by great productivity and engagement, however when recruitment and selection fails organisations loses more than time, money and effort. It will create an impact on culture by increasing unhappy morale by having a bad recruit who is working below capacity due to lack of skills or motivation which can quickly have a knock on effect on the rest of the workforce (Half, 2017), and leading to employees leaving the organisation which is an additional cost to the organisation by finding replacement. 

 A failing employee retention will increase the employee turnover. For an employee in an organisation, having a high turnover can affect the culture by having an effect on the morale, relationships with others and negativity. Millennials are very focused on career path, always wanting a challenge. They want a purpose, for millennials, work must have a meaning. They want to work for organisations with a mission and purpose (Gallup, 2016). They will leave the organisation if they don’t have what they want which leads to individuals coming and going leading it to a negative effect on others and the culture. 
 

1.4

The idea of employee engagement focuses on mutual gains in employment relationships, seeking the good of employees and the good of the organisation they work for (CIPD, 2019c). Research has shown that feeling engaged is evidently good for workers, they are motivated in their role. The CIPD working lives survey report 2018 states that about two-thirds of workers are satisfied with their jobs overall. It is about creating that cultural shift in the way organisations behave (ACAS, 2012). Engagement is also about creating opportunities for employees to connect with their colleagues, managers and wider organisation (Truss, 2009). 

MacLoed put forward four enablers for employee engagement; strategic narrative, engaging managers, employee voice and integrity. 

Leadership provides a strong strategic narrative which has widespread ownership and commitment from managers and employees at all levels (MacLoed and Clarke, 2009). The narrative has a clear story regarding the purpose of an organisation about where the organisation has been, where it is today and where it inspires to be in the future. It has a positive mechanism of common language through the organisation to ensure positive inspiration to employees by proving meaning to the job brining purpose to all activities. The weakness is that not all leaders are the same which can cause job challenge by learning different relationship styles. Network rail started in 2003 and the engagement was very low, they saw that good leadership was the most important elements to increase the engagement at the organisation. 

Engaging managers are the heart of an organisational culture, they facilitate and empower rather than control or restrict their employees; they treat them with appreciation and respect and show commitment to developing, increasing and reward of those they manage (MacLoed and Clarke, 2009). Having a clear scope of their role will bring success by harnessing creativity and energy. Managers will receive more from employees by having a positive relationship which includes applying practical learning as well as learning and development. The report states that successful organisations coach their employees at least once a week to acknowledge good behaviour and dysfunctional behaviour addressed in a positive way but not to be left. The weakness is that if there manages are not engaging employees then they will lose engagement and motivation by following their manager. 

Organisations engage with their employees because they listen. They speak out and challenge with appropriate with real sense of flow of ideas and energy going through the organisation (MacLoed and Clarke, 2009). When there is trust, employees will corporate if something is about to go wrong, this is a better way than having a reputational risk. Ensure the workforce is informed, making employees a part of the solution and not part of the problem, continue to make them a part of the success of the organisation. Effective communication is strong for an organisation. With no employee voice within an organisation will create low staff morale, have an effect on the brand and also have a high turnover as employees will leave as they are unsatisfied. London Ambulance was struggling with staff morale and they decided on a new approach which set out new ways of working based on trust and mutual respect for everyone to enable everyone to learn together. 

Behaviour throughout the organisation is consistent with stated values, leading to trust and a sense of integrity (MacLoed and Clarke, 2009).  For organisations to have a sense of integrity they must keep it real. Their day to day behaviours reflect on the values and behaviours which affects how people act in the culture of the organisation. There is a weakness if there is a gap between how you say you are and how you actually are, this creates huge mistrust and disengagement. 



Section 2

2.1 (a)

HR business partner model describes the relationship between HR managers and line managers with an organisation, with emphasis upon outputs and performance measures and a view to increase effectiveness and efficiency of the organisation as a whole (Rees and French, 2013). According to Ulrich and Brockbank (2008) the aim of the business partner model is to help HR professionals integrate more thoroughly into business process and to align their day today work with business outcomes. 

Organisations adopt the business partner model by following the key drivers which include;

· Cost-efficiency 
· Accelerating competition 
· Rising expectations of HR (CIPD, 2010)

The strengths of the business partner model is that it frees up on administration, it has been tried and tested, experience of 15 years. It is easier to manage in a large organisation and having expert support. The weaknesses of the model is that it is hard to build on important relationships, it can have mixed information which means the same information may not be delivered to everyone. There is a lack of people skills, people choose the preferred area to focus on. 

CIPD research report has found that less then 30% of organisations have introduced the model in full. Perhaps larger organisations are more likely to adopt the other Ulrich model, known as ‘three-legged stool’ where is has 3 functional areas of HR;

· Shared Services – transactional service such as absence monitoring, payroll etc. 
· Centre of excellence – consisting of small teams of HR experts.
· Strategic business partners working with business leaders to influence strategy (Rees and French, 2013). 

Pitcher (2008) argues that the business model has not resulted in strategic thinking, and was primarily only a change in title. Ulrich falls down when it comes to IR and ER, tried putting both important areas into shared services and it doesn’t work. The model destroys the process of gaining rounded HR skills, however it does have its merits, on paper this should have been the passport of HR. (Cook, 2019). In some cases, the lack of clear definition for these roles has stopped the business partner model from being truly effective and meant the HR delivery has not lived up to the expectations of the business (Bentley, 2008). 
Moving forward into the future, based on the research, this model isn’t suitable due to the insufficient skills coming from it. 

Alternative HRM models are the hard and soft models, which is about trust and control of employees. Hard models all about using employees to gain competitive advantage and focus on business and employment strategies by linking HR to business systems. Soft model is the opposite which is all about employee commitment and engagement, and attempt to align the interests of the employee and management (Rees and French, 2013). 


2.2 (a)

Ethical practice is the application of ethical values in organisation behaviour. It applies in all aspects of organisational conduct, including employment practices, relations, and issues in day to day situations (CIPD, 2020d). Organisation should do ‘the right thing’ because it is the right thing to do. Ethics seeks a systematic and defensible understanding of good and bad. This is usually results in three main perspectives;

· Duties – things that should be done or refrained from, because they are good or bad in their own right. 
· Consequences – good acts lead to good results, bad acts lead to bad results. 
· Virtues – desirable quality traits that are possessed by good people (Rees and French, 2013). 

There are numerous ethical pitfalls in current business climate and being able to identify them will help by taking steps to improve. Here are 3 ethical climates; 

Having high employee turnover. Insights in exit interviews flagging coercive management, disputes over pay or other issues are indicates on a egoistic climate (CIPD, 2019). All organisations require employees who are committed to the vision, mission and goals, given the commitment high ethical standards have been held to enhance organisation success. To garner these benefits, organisations need to ensure they tighten their ethics practice and focus on creating an ethical culture (Sapovadia and Patel, 2013).  
Financial transactions can be an indicator of financial stress and egoistic climate (CIPD, 2019). Having these financial stress can come from downside risks as well as from missed opportunities (Greene, 2018).
Having policies and process fit for purpose, sticking to the rules and using checks and approval process would be indicative of a principled climate (CIPD, 2019). 

To ensure improvement of the above ethical pitfalls CIPD ethics at work guide 2019 explains things to do; organisations can begin by exploring and having an agreement on the accepted norms within the organisation and the ethical considerations of their work, including behaviours. Agree how these will be measured and monitored. It is paramount that internal communications are used to encourage high ethical standards to ensure that the values and code of ethics are not in contrast to the climate. Finally, by monitoring behaviour it has been found to reduce unethical behaviour and draws attention to the individual’s morale standards and awareness. Balance this with engendering trust. 

Google are walking the talk. This organisation is the world’s most successful enterprise by winning the best company 5 years in a row. Corporate values are important which explicitly detail they very ethos of what you are about are crucial (Bock, 2016). By working within Google, intrinsic motivation drives not just higher performance, but also personal outcomes in terms of greater vitality, self-esteem, well-being. This type of workplace in turn makes employees feel more autonomous and capable (Bock, 2016).  B&Q is another organisation that is well known for living up to corporate values. 


2.3 (b)

Leadership is a process of social influence, which maximises the efforts of others, towards the achievement of goal (Kruse, 2013). The emerging leadership styles that are trend setting in business culture at this time are; transformational leadership, inspirational leadership and distributed leadership. 

Transformational leadership is a process by which leaders create high level of motivation and commitment by generating and communicating a clear and appealing ideas and values among followers (Rees and French, 2013). Although, they have a limited position of power and authority by creating the motivation and commitment to carry out their role, the follower will want to work to this kind of leader who will continuously motivate and praise the good work of the follower. 

Inspirational leadership is about creating and communicating vision, having a passion and a dynamism that drives the leader and engages the enthusiasm and efforts of the leader. It has the ability to take a long term view, to inspire trust and confidence, which unlocks talent to achieve exceptional performance (Rees & French, 2013). It is all about leading with true self. The follower will want to gain trust and enthusiasm from the leader moving forward to enable open and honest relationship to encourage motivation and engagement. 

Distributed leadership has become a popular representation of leadership which has encouraged a shift in focus from the attributes and behaviours of individual leaders to a more systemic perspective (Bolden, 2011). This style of leadership is not something done by an individual to others, it is a group activity that work through and within relationships. This provides the follower with a holistic view of the leader and understanding the leader as fluid and emergent. Having the leader to demonstrate positive attitude will continue to the employees. 

According to Maquet (2015), leader-follower achieved great things, forming revolutions, but it is outdated. It is based on optimizing physical work, today’s society is based on knowledge. Having proposing the leader-leader process she explains that for that style to work, there needs to be informal communication. To ensure long term success, the short term systems need to be ignored. The leader-leader differs from traditional models of leadership as it treats everyone as a leader. This has proven to have increased morale and productivity within organisations (Kim and Marquet 2012). 

The diversity of challenges for leaders under these leaderships styles are gaining trust which with no trust there can be no intimacy. In organisations it has become difficult for employees to put trust into their leaders, who will earn only if they are authentic and straightforward (Groysberg and Slind, 2012). 
Leaders need to start listening, they need to take organisational conversation seriously and allow the employee to speak and have a voice. Finally providing inclusion to the employees and expanding their role. Inclusion adds a critical dimention to the elements of intimacy and interactivity. It focuses on the role that the employee play in the process (Groysberg and Slind, 2012).  

2.4 (b)

By definition, the term "flexibility" means the ability to bend or adapt to changing forces. Being flexible when it comes to work is worth a lot. Employees who approach their job with a flexible mindset are typically more highly valued by employers (Doyle, 2019). Flexible working as a strategic tool, organisation can use to improve performance and productivity (CIPD, 2020a). 

The current and future drivers that support flexible dynamic workforce are; environmental, changing demographics and social shift. 

[bookmark: _GoBack]This current pandemic of COVID-19 has seen business adopt to flexible practices quickly. It has turned many organisation to work from home and it has certainly proven its worth as Sweney and Makortoff (2020) explain that they are predicting an end to crowded offices and rush hours as flexible working becomes the new normal. This home working can mean people avoid lengthy commutes and have fewer distractions that in an office (CIPD, 2020a). While employees are working from home, during the pandemic, they now have to balance work and life which is allowing employees to enjoy by not reporting at a certain time each day. 

Changing demographics are current and future drivers for flexible working as Forbes (2019) states that 92% of millennials identify flexible working as a priority when looking for a job. The work life balance is very important to millennials coming into organisations, also with generation Y entering the workforce from full time education, they will be encouraged with flexible working. Organisations need to meet these requirements and demands, or they will have a big risk of losing talented young employees coming in. With the millennials and generation Y having different approaches to work, organisations need to be ready for these to approach with engagement and productivity. As stated in a study carried out by PWC in 2017, millennials will make over 75% of the workforce by 2025, bringing a significant change to Labour. 

The social shift in trends will see organisations moving away from the 9am – 5pm normality and replace with much more flexibility in the hours of work. The lines between full time employees and freelancers will be blurred (Marshall, 2018). To ensure organisations have the most out of their employees it is important that they offer learning and development opportunities for now and in the future. 

With organisations morphing into a more flexible and dynamic workforce, demonstrating the above drivers to have the right people in the right role will make it successful. 


