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Section A
1.
Culture is not one dimensional, fixed, or singular in its nature. It is the result of interacting people, processes, procedures, systems and networks. Many decades of behavioural science research have shown that prescriptive rule-bound environments don’t build towards positive cultures and can lead to unintended and unwanted consequences e.g. following rules without any sense of individual accountability or understanding of outcomes, or even ‘gaming’ the system (CIPD, 2018). 
According the CIPD (2020) business strategy defines what the business looks like each organisation has a strategy it will define the organisations behaviours and how it attempts to cope with the environment it is in. 
Organisations will experience positive and negative culture, negative culture can include underperforming teams, high absence levels for employees and negative publicity each organisation strives to work on negative culture to ensure the success of the business. A negative culture can be caused by poor management, lack of empathy, poor communication and if the business is purely focused on the profits instead of its employees. Creating or having a negative culture will lead to employees becoming demotivated and disengaged in their role, CIPD ‘working lives’ (2018) report showed that only two thirds of workers across the UK are satisfied with their jobs if the culture of their business was positive this statistic would be lower.  
Young (2019) states that meaningful culture means little if the organisations have no sense of what they are striving for, he suggests that businesses must understand what positive culture looks like to ensure it is effective. Creating a positive culture will lead to employees feeling happier in their roles with productivity, organisations with positive culture are seen to be the more successful organisations and the ones that attract and retain talent employees. Google is an example of an organisation that prides themselves on a positive culture, Google have created a culture where all employees are seen to be on the same level they want employees to feel like ‘owners’ allowing them to be more confident and creative in their roles. 
Many organisational leaders claim to have a strategy in place but do not use the strategy having a bad strategy ignores the power of choice and focus, trying instead to accommodate a number of conflicting demands and interests (Mckinsey, 2011). Having a bad strategy for any organisations can lead to mistaking goal setting with strategies, lack of ambition not defining the goals and the vision of the company can leave employees in the dark on what the purpose of their roles are. Each organisation needs a strategy to set out their vision setting out their core values and how the organisation should be behaving, David Smith (2014)  has been successful in setting out a strategy to save ASDA from bankruptcy Smith (2014) outlines the importance of sharing the strategy with the people and doing the right thing for his employees Bock (2016) states that underpinning the behaviours that are set out will outline success or failure for an organisation. 
Strategy and culture play a crucial part in shaping the success of a business and will determine what future of any business. Strategies are created to remain in place on a long-term basis creating the corporate values for the organisation. If an organisation is looking for a positive culture, then it should imbed this in their strategy when looking at the businesses core values and therefore it leads to strategy being the driving force of culture. Business who have created cultures outside of their core values have found that the culture has been toxic and if companies set out strategies and do not follow them they will be faced with an unhealthy unhappy workforce. Strategy drives culture and when they are created alongside each other business will see more success this has been the case for Google, Netflix and B&Q who live and breathe their corporate values which sees them creating a good culture to work. 

2. 
Push and pull have different meanings, push being the factors that are negative and would drive an employee to leave the business make them think about other options some employees will even leave business without another job lined up. Pull factors are positive aspects that attract and retain employees through benefits packages or career opportunities business may be faced with competitors making offers for their talented employees pulling them towards that job opportunity. 
The push factor can see a lot of success for some organisations with clear lines of authority, streamlining tasks and reaching goals quickly the push factors in business see strong management, good organisation where tasks are filtered down through the company without confusion for employees to complete to reach the goal set out by management. This factor is  mostly disliked by employees as they are given tasks to complete not knowing what for and what the end goal of the task is this can leave employees demotivated and feel unincluded in the businesses future plans as stated above this will push employees towards the exit door to find job satisfaction. 
According to Kohll (Forbes, 2018) employees are becoming more vocal on what they would like from the business rather than the business setting out the recruitment offers or the delegation from managers, employers need to understand what the employees want from the company to retain and attract talent. Recent changes in the environment has seen the mindset of employees change to the pull factor. The pull factor revolves around the inclusion of all employees sharing their ideas giving them a voice in what happens in business decisions i.e. lead roles in projects this builds the morale of employees giving them a sense of purpose and belonging in the organisation. Another positive of the pull factor is employees will have the opportunity to work with other teams across the business on various projects. 
Employee voice is growing across business leaving the push factor behind and seeing the pull factor become the mindset of employees when searching for roles or when in roles. Employees are now exploring their options in employment for example flexible working the normal nine to five on weekdays has become dated employees are now looking for more flexible working contracts to have that work life balance having flexibility has also been seen to reduce stress for employees. With organisations now having more emphasis on the pull factor they fall under the soft model approach which sees more employee engagement, the employees having more trust and less monitoring from management they have the autonomy to fulfil their role successfully the pull factor treats employees as essential rather than a resource. 
The pull factor is the future for organisations with millennials all taking the approach of knowing their goals and aiming to reach those goals through asking or even demanding what they would like from an employer. Adopting the pull factor for employers will see a rise in their employee engagement with employees feeling that sense of belonging and pride in the company this will see a decrease in employees feeling they are just there and working for the pay each month. Adopting this factor listening to employee needs and suggestions can see employers significantly improve the job satisfaction of their employees. 

3.
Human resource management is the strategic approach to the effective management of people in a company or organisation, they help their business gain a competitive advantage. It is designed to maximize employee performance in service of an employer's strategic objectives. Culture consists of the behaviours attitudes and beliefs that employees share each day at their workplace business strive to create a good culture for employees to work in as this has proven successful. 
There are many different key areas in HRM that could impact on the culture of a business the four main areas that have significant impact on culture are employee engagement, leadership, performance management and learning and development. 
‘Employee engagement focuses on mutual gains in employment relationships, seeking the good of employees’ (CIPD, 2019). Employee engagement plays a big factor in all business it brings together employees their work commitment and their motivation to do well in their roles. Employee engagement in business is lacking due to employees not enjoying and getting a sense of purpose from their roles. According to the CIPD survey ‘UK working Lives’ only two thirds of employees are engaged in their roles this would lead to a negative culture with employees being demotivated and not enjoying their roles. Employee engagement cannot be a short-term fix for business ‘the desire to change a culture and drive engagement cannot be a short term ambition’ (Robinson & Gifford, 2014) setting out goals on how to engage their employees to achieve that positive culture is what they need to be focusing on. If both employee engagement and the culture of the business was good the business would be extremely successful. 
Performance Management is the second key area of HRM that has its failures when it is not managed efficiently. Performance management is the continuous process of improving performance by setting individual and team goals which are aligned to the strategic goals of the organisation, planning performance to achieve those goals, reviewing and assessing progress, and developing the knowledge, skills and abilities of people (Armstrong, 2016). Business managers should be striving to have the highest levels of performance from their employees, if employees fail to perform they should be performance managed to improve their weaknesses and further develop their strengths. Having under performing individuals or teams can have a negative effect on the companies culture creating more work for others this can cause talent employees to leave the business it is also very time consuming for managers to be going through a performance management procedure with an underperformer rather than leading the team into  providing impact and success. To limit the extend of negative staff morale and culture concise and continual communication is required to keep all employees informed and on track to meet business objectives. Performance management for under performing is expected to improve the organisations underperformers and by generally creating a performance culture is when achievement of high performance is a way of life (Armstrong 2016). Performance can often be assessed through an appraisal process, this process can cause a negative effect on the culture of the business as employees have the chance to discuss their performance once a year through an appraisal process with their managers there could be many issues in a year this process is not seen as a success with employees and therefore creates a culture that employees believe the process is only a paper exercise. 

The next key area that has an impact on business culture is leadership. There are four leadership styles transactional, transformational, inspirational and authentic, servant and distributed. A study by Warble (2008) showed that 63% of employees would not report poor leadership from their manager as they were scared. Leaders of departments set the example for the rest of the team and if there is a poor leader this has a negative effect on the team and the culture, employees will follow the behaviour of their leaders whether it is positive or negative creating a bigger issue of the employer in the attempt to rebuild a negative culture in what could be a key area of the business. The positive employees of the department will look to move away from the negative culture which in most cases results in the organisation losing talent employees. 
L+D is the final key area that has its failures and can effect on culture. Effective L+D can fail in business and leave a negative effect and view on training with teams and individuals> L+D aims to improve a group or an individuals performance by increase and honing skills and knowledge it is aligned to develop individuals goals and performance in line with the goals of the company. The failure of L+D is when the topic is not of interest to the employees leaving them disinterested and motivated to learn during the training this can lead to a negative culture surrounding the learning and development environment in an organisation. Employees may feel that the information given to them during a training course is too much resulting in them forgetting some key points which leads to no enhancement of their skills, this would be seen as a waste of time money  and resources for the business and employees would think twice before taking the offer of learning and developing again. 

4. (a)
David MacLeod (2009) says that strategy is of course important in business and making profits are vital to keeping the business alive, but with production lines all becoming the same across the world supplying supermarket chains with  the same products worldwide employee engagement is the difference that makes the difference. Employees with engagement at their workplace have stated that their lives have been transformed for the better, Mand Symonds (2009) from United Welsh says ‘being involved not only gives me real opportunities to influence the decisions which affect me and my future, it also means I am more aware of the wider picture. As a result, I can be confident United Welsh are going places, so for me it’s a place to be’. 
MacLeod (2009) suggest four enablers that effect employee engagement and if businesses get these right and develop these are strengths, they will see the impacts of positive employee engagement these four enablers are seen as critical to have effective employee engagement. 
The first enabler is leadership in MacLeod and Clarke (2009) report they suggest that leadership should be giving employees the knowledge they need to know about the company giving their roles a purpose and showing them how their role contributes to organisational success. Employees understand where they fit in within the organisation giving them that sense of belonging. Thompson (2009) ‘Particularly in very difficult economic conditions it is vitally important that leaders focus on the morale and motivation of their employees. Understanding a journey that the company is on is critical to keeping employees engaged’. Demonstrating visual leadership will also become recognised by employees and increase their engagement allowing employees to show ownership and pride in their roles and follow the company’s strategies to achieve their vision. Giving employees that sense of ownership and showing them, they are key to the success of the business brings many strengths such as sickness absence rates decreasing, reduction in reported accidents in the workplace and also less performance management cases to deal with. The weakness of this approach for employee engagement is not all leaders are the same and they would have different styles on how to be successful some leaders will not give employee engagement the time with the belief that employees are paid to do their role and therefore should be completing it to the highest quality. 
Second form the four is engaging managers, MacLeod (2009) sees engaging managers at the heart of the organisational culture these managers are seen to facilitate and empower their employees rather than control or restrict. The strengths of having engaging managers we care about their teams work and wellbeing will be clear to see by the employees, employees good performance is praised and recognised by managers who want to see their team be successful individually and as a team. For managers to have that engagement with employees the relationship with employees must be good, this is not the case for all managers which will see managers naturally gravitating towards the employees where their relationship is good and not taking the time to develop the relationship further with the disengaged employees this could result in the employee leaving the organisation or creating a negative culture for other employees which will be problematic to the engagement of others. Many organisations offer training for managers that cannot build that relationship with their employees studies from Network Rail in 2003 showed that managers we did not attend the training programme to develop their engagement skills saw the engagement scores of their department lower than other departments.  If the managers are not engaged in their roles this will have a domino effect onto the employees in the team leaving them demotivated and lacking any ambition to be successful. 
Employee Voice is the third enabler from the Macleod and Clarke (2009) report, giving employees a voice will give them that sense of empowerment giving them an opportunity to put their point across challenge decisions healthily giving employees an voice will ensure they communicate more with their managers building that strong relationship to get tasks done efficiently. Giving employees a voice will give them a sense of belonging which is a strengths for a business this will see morale lift which will lead to the productivity improving. Richard Baker (2009) says ‘give your people a damn good listening to, and act on what you learn’. Employees feel engaged knowing their views are being fed back to management and that they are kept well informed in the organisation they will take pride in their work driving towards the goals set out. Employee voice has its weaknesses It may see employees becoming too vocal and disruptive during meetings leaving their managers and colleagues frustrated, having no employee voice can demotivate employees not knowing how their role or ideas effect organisation success leaving turnover rates increasing with employee unsatisfied in their roles. 
The final enabler from Macleod (2009) is integrity engaging employees through showing them that they are trusted closing the gap between managers and employees through high levels of trust is a strengths in developing an engaging culture. If there is a gap between management and employees this will lead to miss trust and disengagement an example of this is where the company will claim to be passionate about the employees integrity but do not follow through on their statements and continue to deal with disciplinary’s for bullying cases etc. 
Engaging employees will attract and retain the best people. Each enabler has a common theme that if the business and management have an interest in the individuals career success and the employee’s wellbeing engagement levels will rise and the business will see greater success in achieving their goals. 




























Section B 
2.1. (A)
The business partner model created by David Ulrich (1997) is described as the relationship between HR managers and line managers emphasising on four ley areas that HR need to adopt. 
· Strategic Planning 
· Admin Experts (Shared Services)
· Employee champions
· Change agents
The model has an emphasis on outputs and performance measures with a view of increasing effectiveness and cost efficiency of the organisation. Organisations adopt the business partner model as stated by the CIPD (2010) the model will support smaller HR teams demonstrate cost efficiency, accelerating competition with HR being central to the business it must ensure to deliver skilled, motivated, creative, flexible and creative employees. this model is also adopted with expectation of HR to contribute to strategy and business plans. 
There are many strengths of using the Business Partner model to integrate HR more thoroughly into business processes and to align their day to day work with business outcomes. One of these strengths is that the business partner model is a proven and test model with it being a widely used tool in business for the past 15 years, it will support in administrative skills and free up the administration and having expert support. Getting the operation side of HR right is more important than the function understanding business strategy. Weaknesses of the model is that it will have a shortage of skills as stated by Ingham (2019) the Ulrich model destroys the process of gaining rounded HR skills, most HR roles want candidates with the full skills of HR professional but in the Ulrich model that is very difficult to achieve within a reasonable amount of time. Another weakness for the business partner model is that it is a dated model with people choosing the nicer areas to focus on. CIPD fact sheet (2019) recommended exercising caution when adopting the business partner model and suggests that there is a danger of creating silos when the HR function is segmented.
The business partner model is not becoming dated with many business using different HRM models for their businesses such as the HRM hard and soft model the hard model to emphasis employees to gain competitive advantage and the soft models to emphasise employee commitment and engagement in the attempt to align the interests of employee and management. The model now used by larger organisations is the Three-legged stool model this was also proposed by Ulrich (1997) this focuses on the three functional areas of the business shared services, centres of excellence and strategic business partners. 






2.2 (A)
Standards are a defining feature of reputable professions and a vital part of organisational life providing a ‘quality assured’ basis for ethical and effective practice. Organisations choosing to adopt these standards have the opportunity to optimise their performance through the HR practices that contribute to organisational success (CIPD, 2019)
 Ethical views provide the moral compass by which people lives their lives and make decisions ‘doing the right thing’ because it is the right thing to do, not because of financial gain. Ethical values also highlight why organisations should focus on creating a shared ethical culture where employees feel empowered to do the right thing rather than follow a set of rules (CIPD ‘ethics at work’ 2019)
Being an ethical organisation can attract and retain employees with employees recognising that the organisation will always do what is right by the people enhancing employee commitment and motivation with a positive impact on employee turnover. 
There are many pitfalls when looking at ethics that will affect the business in the current organisational climate. Some organisations will adopt unethical behaviour by not following the corporate values putting financial gain over the impact on customers and the wider community this will leave a sour taste in the mouths of loyal customers turning their heads to purchase products or services elsewhere. Many companies are faced the egotistic climate issues where ethics are forgotten and employees, leaders or the business themselves will be acting out of self interest some examples of the pitfalls caused by egotistic climate are a high turnover of staff due to coercive management. Another example would be paying the supplies late this would shine a negative unreliable light on the business this can be an indicator of financial stress and egotistic climate. Many organisations suffer from leaders unprepared to take action in building strategies for development and innovating new ideas for the business meaning they fall behind competitors. 
In order for a business to better its ethical pitfalls many business take the approach on where managers, leaders and HR fall in the shape of the ethical climate of the business allowing them to build around these areas and set out goals, objectives and core values for the business. Communicating better with the workforce through circulating newsletters on latest business movements and demonstrating ethical expectations of the workforce, leaders of the company should be upholding the ethical expectations set out. To avoid unethical behaviour organisations should monitor behaviour and draw attention of any unethical behaviour ensuring the employees understand and know the expectations of moral standards set out by the business. 
Organisations who pride themselves on being an ethical company are Google and Netflix who live and breathe their corporate values and who put employees first at all times, Google have been voted the best company to work for five times (Bock, 2016). Another company that pride themselves on being ethical is Burns Pet Nutrition Ltd (BPN) who are a fully accredited member of the citizens living wage flying the flag as the first pet food company to become accredited meaning all employees are paid a good wage for a good days work, BPN is notoriously know for putting employees and the community first with great benefit packages for employees and kind donations to the community. 


2.3 (B)
‘Leadership is communicating to people their worth and potential, so clearly that they are inspired to see it in themselves’ Marquet (2015).  The emerging leadership styles that are trend setting in business culture at this current time would be transformational leadership, inspirational leadership and distributed leadership. These styles are emerging and becoming the most popular styles of leadership in the current environment not only in business but in Sports these leadership styles play a big part. 
Transformational Leadership would see leaders have a limited position of power and authority by creating a working environment where employees are committed and motivated to carry out their roles, under this leadership still you would see the follower wanting to work for this kind of leader who continuously motivates and praises the follower for their good work. 
Inspirational leadership would be when the leader communicates the passion and the vision to their employees this gives employees the sense of purpose of what they are doing is contributing to organisational success. The follower in this leadership style would trust their leader and would be encouraged to do well for their leader under this leadership style organisations will see employees (followers) flourish be more energised and perform better enhancing their skills In a way that best works for them inspirational leaders would bring out the strengths in their teams.
Distributed Leadership according to bolden (2011) is not something ‘done’ by an individual ‘to’ others, or a set of individual actions through which people contribute to a group or organisation it is a group activity that works through and within relationships, rather than individual actions. This type of leadership style is known as more of steward than a commander this style of leadership will be to serve the organisations needs rather than personal ambition. Employees will follow this style of leadership as they will be given the autonomy to continue with their work, this will give them a sense of engagement and build a strong relationship with the leader. This style of leadership also focuses on the wellbeing of employees showing this will be a big factor for employees making them feel valued at work. 
Marquet (2015) states in his book ‘Turn the ship around’ that the leader to follower style of leadership is now dated this style would consist of the follower waiting to be told what to do while the leader gave out all the orders. He suggests that time has moved on and now proposes the leader to leader approach where organisations would enhance their communication skills and think out loud sharing ideas to work together to reach the same goal. 
Challenges for forward thinking leaders can getting close to employees developing their listening skills to ensure they are making the employee feel motivated that their ideas are being listened to and learning how to speak with employees directly, leaders in this current times are known less for giving order but more for asking and answering questions. Gain trust of the employees would be another challenge for current leaders in this environment leaders must gain the trust of their team in order to have those open and honest two way conversations for example if a leader can see an employee is looking low or quiet in the workplace they will have the confidence to approach the employee and discuss their mental health wellbeing to support them. Successful leaders will listen well, this can be a challenge that some will need overcome in order to excel a successful leader will know when to stop talking and start listening with respect for all roles. 

2.4 (B)
Flexible working describes a type of working arrangement which gives a degree of flexibility on how long, where, when and at what times employees work (CIPD, 2020). 
During the current Covid-19 pandemic business have been forced to shift their views on flexible working and become open to flexible working which involves home working. Many business have been doing this for many years but for some this is new territory and it is what the future holds according to Sweeney and Makortoff of Barclays Bank (the Guardian 2020) over crowded offices are a thing of the past and home working will now become a more popular request HR will deal with. Allowing employees to homework during the pandemic has proven to business owners that this has worked with employees enjoying it more than reporting to work at a certain time, flexibility is something employees want. 
Demographic changes are current and future trends for flexible working a study from Forbes (2019) shows that 92% of millennials identify flexible working as a priority when job hunting. The work life balance is important for the generations coming into the working place, generation Y leaving universities will be looking for flexible working arrangements to ensure that life balance employers are and will continue to be faced with this requests and demands if they cannot meet them they will risk losing talented employees. As younger generations arrive in the workplace business in future will need to learn how to deal with different working attitudes and they will also have the flexible in their approach to engage these new employees. 
The social shifts in trends are seeing business and will continue to see businesses in the future coming away from the 9am-5pm norm and replace it with a more flexible model leading to the lines between employees and freelancers blurred. In order for businesses to get the most out of its employees in the future they will need the ensure that all employees have access to development opportunities.  
In order for business to attract talent currently and future it would be an idea for them to demonstrate these trends to attract and retain the best employees. 


End of Exam.
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