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Section 1

1. 
De Wit and Meyer (2004) defines strategy as 'a course of action for achieving an organisational purpose'. Although, the strategy does not automatically generate profit and maximisation or market domination (Rees & French, 2016) p 19. Strategy can be seen as the top-down approach defined by Fomburn et al (1984) Hard Model of HRM. The strategy relies on plans and set choices, and enforced by concrete rewards for achieving goals, and provides a focus and clarity for collective action and decision making. It is not enough to align strategic fit between HR practices, HR strategy and organisational strategy (Groysberg, et al., 2018; Wang & Shyu, 2008). 

Druckers (2011) quote ‘culture eats strategy for breakfast’ did not define strategy as unimportant but a powerful and empowering culture was a successful route to organisational success. A healthy organisational culture is seen as a bottom-up approach focusing on shared values, belief systems, attitude, and workplace assumptions shared by its employees. Organisational integrity is reflected in the organisational structure through effective leadership skills. Successful employee engagement strategies will make use of a range of good people management and learning development practices (CIPD, 2019a). A holistic approach to culture, focusing on employee motivation, health and well-being, helping employees understand their contribution to the organisation’s purpose and objectives. Macleod and Clarke’s Engaging for Success Report (2009) argues the case HR cant manufacture engagement, however, HR has a key role in helping companies develop organisational culture through effective leadership whereby employee engagement can thrive and ensuring the correct skills are available to make the engagement a reality. Strong, transparent and explicit organisational culture delivered through leadership translates and gives employees a line of sight between their job, vision and aims of the organisation.

Netflix and Google are prime examples of organisations that have adopted the soft approach through a successful culture, flipping the contemporary HRM models to build great companies. Building a high-performance culture as defined by Holbeche (2005) whereby employees feel a sense of belonging, team culture, and a sense that there is a psychological contract between employer and employee.  Several change management models can be considered, from McKinsey influence model, 7s model, Lewin's 3-factor model, Kotter’s eight-stage change model, and Balogen & Hope Change kaleidoscope (Rees & French, 2016, p103-128). A value-based organisation, involving employees in change management activities whilst breaking down silos and encouraging innovation and creativity. Netflix and Google are key examples of organisations who ‘walk the talk’ when it comes to achieving own values. 


2. 
Push-pull factors are those that drive people away or draw people to the organisation. In today’s VUCA world, the labour market is extremely competitive with many employers reporting hiring difficulties as a result of a tight labour market (CIPD, 2019b). Securing your best talent is the main priority rather than driving people away to competitors.  The shift from push to pull is the participation of staff and in return gaining the best performance put of them through effective leadership, rather than pushing unnecessary bureaucracy. Empowering employees and allowing them a sense of pride and purpose in their jobs. It is argued that trust, rewarding the right behaviour is a great way to pull staff in and keep them long-term (Deloitte, 2019a).

In recent decades, a dramatic shift in organisational people-centred cultures and strategies from hierarchies and “command and control” mindsets. Fostering hands-on governance where cross-team performance management and decision rights are pushed to the edge of boundaries to people practices that use empowered networks of teams to enable enterprise agility (Alberts & Hayes, 2005; Deloitte, 2019a; McKinsey&Company, 2018). 

In today's world of work, here is a huge emphasis on megatrends which are shaping the workforce, such as flexible working, diversity and technology.

For the future, HR will need to monitor trends that are shaping economies, societies and the world of work, taking into account the HR profession and whom it includes, what it does and how it does it (CIPD, 2020a). 
How technologies and AI are or will affect the organisation and shape working lives. Organisations going beyond the legal requirements about discretionary decisions and behaviour guided by values (Rees & French, 2016). These could be several factors in which organisations need to adopt and monitor that will “pull” people to the organisations through strategic approaches. People are expecting more from their employer, trends such as corporate sustainability and ethics, employee engagement, promoting diversity and equality, performance management, motivation and rewards are key factors that people are driven by in the world of work. 

Deloitte suggests that in the near future, many organisations will redesign jobs to better enable their people to work alongside new technologies and AI. Accessing talent, learning in the flow of life and promoting talent mobility within organisations, but to what end are we redesigning work? For efficiency and cost improvement? To create new value for customers? To create meaningful work for employees and the extended workforce?  (Schwartz, et al., 2019). Leaders actively redefining work, redesigning workforces, and workplaces, cultures and talent processes that integrate technology into a new way of working (Deloitte, 2019a).


3. 
Recruitment and selection have an important role to play in ensuring worker performance and positive organisational outcomes (Rees & French, 2016). The selection of workers is not just to add to the workforce or replace departing employees but aims to put in place workers who can demonstrate commitment and perform at a high level (Pilbeam & Corbridge, 2010). The competencies model seeks to identify abilities needed to undertake the role, rather than focusing on personal characteristics. High employee turnover can result due to a lack of recruitment and selection and lack of competencies to undertake the role. CIPD (2020b) defines the framework as the focus on personal attributes or inputs, defining essential behaviours an individual must have or must acquire, to perform effectively. Whilst recruiters can access required skills/transferable skills from career backgrounds. Criticism includes the rapidly-changing environment can make it difficult to focus on the present and fail to deliver anticipated improvements in performance. 

French et al (2015) define job design as "the planning and specification of job tasks and the work setting designed for their accomplishment". Whilst there is much debate that it is managers responsibility to design jobs that will motivate an individual employee. Literature underpins much academic research between aspects of jobs and employees phycological well-being (Rees & French, 2016). Job design will vary according to business demands and the organisational approach (CIPD, 2019c). 
According to the CIPD’s Lens on engagement research. the role of job design is ensuring that skills and motivation are adequately applied and engagement with tasks are the most significant driver of organisational performance. Careful job design is therefore required, alongside positive leadership practices including organisational leadership, in turn supporting employee engagement level (CIPD, 2019a).
In today's economy, jobs are adapting to respond to internal and external factors, therefore, the requirement for job redesign whereby taking into account jobs for managing younger people who may not have prior experience of working and multiskilling to incorporate setting the context of work where employees previously had generalised job skills. 


Organisational change is constant in many organisations, driven by several factors driven by the internal and external environment. Crail highlighted key barriers why HRM often fail. The study highlighted communication breakdown was the biggest barrier affecting HRM, secondly employee resilience, and thirdly, poor leadership.  
Research demonstrates most change initiatives fail to get their intended outcomes and result in limiting the organisational potential and people (CIPD, 2019d). Lewin’s Three-phase change model (1951) focuses on the psychological aspects of behaviour modification. French et al (1968) list eight components of a planned-change relating to the Lewin’s model (Rees & French, 2016). Lewin's change management model falls at its insecurity among employees. Employees worry about their performance when they hear about a new change and result in fear if they can effectively perform their roles. Another disadvantage would be at the freezing stage of the model as it requires a lot of time to freeze and settle down a new change. This could prove difficult in today's ever-changing challenging world. Tan and Tiong (2005) found that positive employee attitude towards change is vital to a successful outcome, optimism being the highest correlated success factor.

Employee development is built on the need to sustain organisational performance in a dynamic environment. The global economy and the demand for skilled adaptable and agile employees underpins the workforce as a critical learning environment (Rees & French, 2016, p 201). Top performing companies recognise that investment in their workforce through learning can secure competitive advantage (Stewart & Cureton, 2014). However, the lack of employee engagement and interest can result in a failure for employee development. In terms of HRM, lack of planning can be a major failure. The MAGIC model is a tool used to identify when it might be necessary for an employee to undergo a learning exercise but lack in the initiation of this model will result in a missed employee development opportunities or even non-existent development. To achieve a systematic organisation, Weber’s “pure bureaucracy’ model is designed to ensure efficiency and economic effectiveness. The model is designed or HRM to bring an organisational power structure into focus. The model allocates accordingly to certified expertise, defines jobs through clear simplified tasks, controls exercised through the level of authority, procedures and rules are clearly documented and has formal communication systems and often fail due to lack of these set rules and decisions that are not made rationally and objectively. Leaders becoming a change agent to achieve business, the influence model pinpoints some key elements on how leaders can effectively overcome the challenges faced. 

4a. 
The concept of engagement first appeared in 1990 when William A. Kahn first coined the phrase ‘employee engagement’. Employee engagement surveys later emerged with the likes of Gallup pioneering the concept. MacLeod (2009) later defined four enables for employee engagement, strategic narrative, engaging managers, employee voice, and integrity.  Macleod and Clark engaging for success report find that "business and organisations function best when they make their employees' commitment, potential, creativity and capability central to their operations". Workforce behaviours can make a vital difference between success or failure. Arguably, organisations must be adequately established financially, and have a sensible strategy to achieve the desired outcome.

For the individual, engagement provides a sense of belonging, satisfaction and meaning in work. The opportunity to develop, abilities and use personal skills to contribute to organisational values. Optimal engagement occurs when there is a feeling that the organisation recognises individual requirements and aspirations and is seen to take the policy, strategic and operational decisions which reflect this recognition. In turn, encouraging participation in decision-making activities will improve engagement and empower employees whilst aiding employee well-being.
Employee engagement for organisations can improve productivity and performance. Releasing creativity and innovation, facilitating the management of change, leading to high levels of customer service, and increased retention levels while increasing interest in employee development leading to competitive advantage (Chartered Management Institue, 2009). 
Whilst engagement is nothing new, CIPD (2019e) annual survey of employees UK Working lives measured various aspects of employee engagement. It found that two-thirds of workers are satisfied with their jobs overall. Displaying a highly engaged workforce in the UK. The future of engagement thought piece collection found that engagement is associated with the “needs-satisfying” approach to motivation whilst other research viewed engagement as the opposite of burnout, work intensification, extension of work satisfaction, lack of work-life balance and multi-dimensional framework in terms of locus of engagement (Robinson & Gilford, 2014; Shuck & Rocco, 2013).
Googles take on Macleod’s four enables is removing status symbols for strategic narrative, engaging managers to become more leaders rather than managers by promoting trust and coaching rather than telling, enabling employee voice through surveys and ensuring integrity.  
In today's working climate the concept is getting more critical with increasing change in markets, new competition and customer demand and the younger generation having growing expectations, budgets continue to squeeze and these uncertain times displaying engagement and the right culture is what is holding the organisation together (Sharp, 2019).
Guest (2015) suggest strategies for promoting employee engagement by implementing engagement by managers and leaders and promoting engagement values, creating and reinforcing a climate for engagement by treating employees with fairness and trust, promoting engagement through recruitment, providing training and development and job design to provide autonomy. Lastly, monitoring progress towards high engagement throughout surveys, feedback and action planning. Rob Briner, professor of organisational psychology at Queens Mary University of London believes we have hit the peak of engagement (Briner, 2020). However, employee engagement is more important than ever and begins early in the interview process and is part of the organisation's day-to-day culture and invests your human capital.


Section 2 
2.1a. 
Ulrich’s business partner model, also known as the three-legged stool model was designed as a best-practice template to work closely with business leaders to enhance workforce performance, foster and nurture strategic people enablers such as talent, leadership and culture, as well as develop people solutions and achieve the organisation's objectives (CIPD, 2019f). The model identifies four roles of the HR professional, strategic partner, change agent, employee champion, administrative expert. Research suggests that the model has been adapted, with the same concept but has been considered to incorporate other factors to be effective in today’s world of work. Ingham and Ulrich (2016) suggest they expect more use of communities, projects and networks in HR practice leading to a new HR network model with the same concept of centres of excellence and more importantly, an agile HR. Timms (2019) adapted the three-legged stool model to consider a 4 zones of HR. Cheese (201, cited in Timms) believes we are seeing the move away from standard "best" practice to innovating and understanding what is best fit for the context we are in. 
The shortfalls of the contemporary model lie with HR professionals who use the model but don’t completely understand how it functions as a whole. Attempting to simplify by picking parts that need improving and neglecting others that are too difficult to understand and implement together (Shingal, 2019). Although Ulrich himself is no longer sure his model works in today's world due to the increase in technological advancements. HR is moving towards a digital transformation, creating multi-functional teams and encouraging the culture of digitisation and digital competences (Makoff, 2019).
Whilst there are other models of HRM, such as The Bath Model that adds an understanding of contextual issues such as climate, culture, trust and whereby innovation outputs can them emerge (Rees & French, 2016). Rees and McBain (2004) argue that for HR to maintain importance it must participate in strategic thinking, add value, act as a business partner, engaging with all, keeping in touch with business trends in the internal and external environment whilst considering people management practices. Becoming more anchored in, contributing to the overall organisations and building commitment and moving away from reactive supporter to proactive strategic advisor (Rees & French, 2016). 
Whilst the HR function will continue to evolve with increasing technology enhancements and globalisation, the question being should be focus be on practical values added, continuous improvement and customer focus rather than whether it is strategic enough? (Rees & French, 2016). 
[image: ]

The outer circumference contains all groups within the organisation and the inner is associated with groups of HR. Hashed shading shows roles and business groups supported by HR that will form part of the broader HR network. From this diagram, the HR network is much more complex than the archetypal three-legged stool. Two centres of the diagram can be linked to broader business groups who lead overall business strategy and the other business assets such as property, knowledge, financial investments and technology. 
Whether Ulrich's business partner is fit for purpose would depend on the organisation. The Ulrich model is not a standardised solution, instead, HR should identify the best-fit response to its objectives (Ingham, 2019).

2.2b. 
The study of ethics seeks a systematic and defensible understanding of the good and bad, from duties, consequences, and virtues of ethical practice. In light of the question, when ethical theories are used pragmatically, they should complement an intelligent and respond to real business challenges (Rees & French, 2016). Whilst many topics can be linked to ethical HRM and HRD such as business ethics, culture, corporate sustainability and responsibility, and equal opportunities. Ethics is relevant in both individual and conduct but mainly sit at the heart of HRM practice and remaining to align with good practice (Institute of Business Ethics, 2020). Demonstrating good ethical practice embedding decision-making carefully, developing one's moral compass, and throughout daily practices to create cultures of transparency and trust, demonstrating strong standards of integrity when advising business leaders (CIPD, 2020c). For the organisation's purpose, taking into account the broader range of stakeholder interest, such as acknowledgement of a wider corporate social responsibility than just providing a service. Greenwood and Freeman (2011) argue that stakeholder are important as their stakeholder theory offers the potential to open up an analysis of HRM to more pluralistic and pragmatic approaches to ethics. CSR in its broader sense is now accepting business strategy but there is criticism from those who believe voluntary CSR has largely failed to deliver on its promises. Visser (2011) believes the “triple curse of modern CSR” are to blame explaining that it has remained largely peripheral to business operations, improvement are made have only been incremental, and programmes are frequently uneconomic. In the upcoming years, it is predicted that technology will support CRS to scare resources and minimise environmental damage i.e. paper wastage, replace travel, in turn driving rapid innovation and technological communications. 29% say "doing a job that makes a difference is most important than their career" and 9 out of 10 people willing to earn less money to do more meaningful work for a sustainable environment (Achor, et al., 2018). Climate change will be the biggest impact on the way we work and we are going to have to change the way we work in order to survive (PWC, 2020a). Suggestions may include an ethical code of conduct for HRM and organisations to adapt to remain sustainable.
In the UK, there are several providers that support and guide businesses and hr professionals around the topic of ethical practice including IBE, CIPD, ACAS. However, managers fail to perceive the ethical implications of a decision or action at the start. Evidence is beginning to be gathered on ethical behaviour, and HR among the professions to be studied along with further developments in ethical approaches within HRM and HRD (Rees & French, 2016). Furthermore, ethics goes beyond legal requirements and therefore is about discretionary decisions and behaviours guided by values and business behaviour. Suggestions of overcoming ethical content for HRM can be, moral theories for developing individuals and it is good to be manful that organisations are not the same as their individuals, however, organisations do act with intent. Being clear about the purpose of an organisation helps to define good and bad acts of the organisations, and therefore, clear communication from leaders is essential.
In many years, much media attention has been emphasised on businesses and organisations who have been behaving unethically. Examples such as exploiting workers, over-billing customers, dumping toxins into air or water etc. Research suggests behaving unethically including a lack of resources (35 per cent), time pressures (34 per cent), and because individuals were simply following orders (28 per cent) (Butt, 2019). 

During the coronavirus pandemic, there has been much media attention on businesses and organisations who have refused to pay its staff during closures. Weatherspoons had said that it wasn’t going to take advantage of the job retention scheme and instead advised 43,000 of its workers to obtain alternative employment if they wanted to continue their income. However, the pressure the chain faced in the media respited and proposed that it will pay its staff 80% through the government's retention scheme for the wages they have been owed during the crisis (Borland, 2020).


[bookmark: _Hlk14347090]
2.3b. 
“Leadership is like the abominable snowman whose footprints are everywhere but nowhere to be seen” (Bennis & Nanus, 1985). Today’s emerging question is who or what are we developing: leaders or leadership? The term ‘leader’ refers to the individual, hence their learning increases human capital. Whilst ‘leadership’ is far wider, recognising the importance of followers, and relating to the process of collective, with learning linked to social or even cultural capital (Rees & French, 2016, p 91). 
In response to the question, we are looking to look at leadership. Adapted from Day (2001) models include relational, commitment, mutual respect, and trust. People who practice adaptive leadership do not make the mistake of hunkering down but they seize the opportunity of moments. 
Traditionally, we can see that the command and control and charismatic personas aspect of leadership is outdated, and new paradigm models are emerging such as relationship-building leadership and participatory approaches.  Marquet’s leader model looks at comprehensive leadership. The model differs from traditional models of leadership because it treats everyone as leaders and includes structures for how people should treat each other including mechanisms for implementing new approaches. Benefits of this model in practice increase morale and productivity (Marquet, 2015).
Different leadership style approaches can perceive the relevant power of managers and subordinates in decision-making as on a continuum from autocratic and demographic styles, for example, Tannenbaum and Schmidt approach (Tannenbaum & Schmidt, 1970). Other approaches include the situational approach including mixed styles and circumstances, the ‘contingency’ approach (Hersey, et al., 2001). Effective leaders will adjust their styles to their followers and their abilities. Simon Sinek "start with why" explains his theory on leadership through his golden circle. The theory is that people work from the outside in but successful people work from the inside out and the "why we are doing it" is more important rather than the "what are we doing". Displaying that leaders can be effective by giving people a sense of purpose, that will, in turn, increase productivity and creativity (Sinek, 2011).
Leading in the 21st Century must have the right skills and abilities to obtain a sustainable advantage. A leader who can manage diversity and implementing increasingly complex business strategies. Managing a diverse setting effectively, known as a capability of cultural intelligence or quotient (Chuang, 2013; Rockstuhl, et al., 2011). Blending diversity into the organizational culture will provide different challenges and advantages in terms of creativity, styles, innovations and ideas into the workplace. Having the right culture will add to the organisation success but having the right culture strategy to enhance organizational competitiveness and performance, core values should be emphasized by leaders and translated down to its workforce. Allowing leader or follower for critical thinking whereby in order for a leader to become a good 'follower' they must be able to think for themselves. The best 'followers' aid and support the leader when they are doing the right thing, trusting the leader, and in some terms, challenging the leader when heading in the wrong direction of the companies aims and objectives to excel in today's business world (Kellerman, 2007).

2.4a. 
As technology advances in the twenty-first century, it is only natural that organisations will evolve with it. The existence of these technologies in the workplace could result in structural change and a change in the skills required from a workforce, creating a skills gap. There will be growing concern and doubt from employees, as they will fear they will ultimately be replaced by technology. A Deloittee and Oxford University study stated that 35% of UK jobs are at high risk from automation over the next two decades (Deloitte, 2015). Some believe that the growth of A.I will wipe out jobs and ultimately replace humans whereas others believe that this evolution will create new opportunities and create new jobs (PWC, 2020b). 
Creating an environment for technology to thrive will mean that HR will have to think hard about changes that could be made to an organisation's traditional model and structure. HR need to consider a different strategy and need to consider a potential change to an organisation's culture. Change starts with employees, if they are not committed then this may increase the chances for the change to fail. You can have the best strategy, the best policy, the best procedure – but if you do not have the right employees with the right culture to embrace and implement it, it may be doomed to failure.

Recommendations from the CIPD (2020d) suggest employers should consider how organisational policies and processes, job design, values and behaviours can be applied when designing, developing and delivering new technologies in the workplace. Involving employees in decisions on technology design and implementation could augment or change their roles so input can give employees a voice and help them understand that introducing technological advancements are not there to take their job but to enhance work. Alternately, providing training and support to employees to up-kill should technologies remove part of their duties in the future. Predicting this would be the responsibility of HR professionals in a succession planning exercise to predict certain roles and skills gaps, allowing employees to lead-up-to and follow the technological change. It is also considered the need for diverse groups in organisations when decision making, HR should show ethical leadership to ensure that needs are respected throughout the workforce (CIPD, 2019g; Greedy, 2020).
It is very difficult to change the culture as it is based on the organisational values and is an embedded process. In order to adapt and to survive this evolution, organisations and their employees must embrace the change (Deloitte, 2019b). For HR, this means that it is essential to ensure that employees are involved in the change and their ideas and viewpoints are considered or heard. HR could devise a strategy to assist with this but as explained above they may find that they are facing upheaval from employees if the culture does not allow for adaptation for change. 

A good example of this would be to look at Blockbuster – they were offered to purchase Netflix for a nominal amount, but Blockbuster’s culture was so embedded it opposed the technological change. Netflix is now an international success and it is unlikely that the children of this generation will ever experience the excitement of walking into a rental shop to select their entertainment, as technology grew, Blockbuster did not adapt and now their stores are obsolete.
As illustrated above, it will be for HR to consider the theoretical difficulties this evolution will bring to the workplace, it will be for HR to think of practical solutions and carry organisations successfully through to the other side - Whilst maintaining good morale, good culture and a happy workforce.
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