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Information factsheet

1.1 Examine the key external influences that impact on business environments.

There are many external factors that can impact on our business environment. We will explore some of these key factors below:

Political – Brexit
Following the Brexit referendum Dunbia lost many EU employees due to the uncertainty over their employment and settlement status with many returning to their EU countries of origin. This had a major impact on the business as the workforce shrunk drastically. In turn, this had a financial impact due to higher costs of recruiting agency workers and difficulty attracting skilled EU citizens. Dunbia had to make more use of sponsorship scheme to recruit non EU overseas workers but this comes at considerable financial cost. These issues have increased pressure on the HR department due to the additional resources required to process high volumes of leavers and new starters and administer the sponsorship scheme. 

As (Papyrakis, Pellegrini and Tasciotti, 2023) argue “Our results suggest that the 2016 Brexit referendum had little effect on the UK labour Market”. (Impacts of the Brexit referendum on UK employment: a synthetic control method approach, 2023, p 1410.)
However, (Sargent, 2023) states “the abrupt closure from Brexit of the British European labour markets from one another harms both UK and EU citizens alike” and redirects significant labour market impacts relative to the pre-Brexit vote baseline over the long run ('The labor market impacts of Brexit: Migration and the European union', 2023, p.106196).

Economic – Cost of living
The current cost of living crisis in the UK has seen the average annual cost of meat products increase in price including beef joint (+7%), beef mince (+12%) and lamb chops (+2%). In addition, the average price increase of hard cheeses has increased by 40% and eggs by 33% (Office for National Statistics, 2023) which has additional cost implications for manufacturers of products such as ready meals and processed meat products. These cost pressures directly impact on meat product suppliers such as Dunbia as this can impact on the profitability and viability of the business. This is particularly the case when farmers are experiencing inflationary pressures which can lead to demands for increased prices for meat while the small number of larger buyers such as supermarkets can leverage their purchasing power to pressure suppliers to keep costs low. This can lead to manufacturers and suppliers of meat products facing a squeeze between farmers and retailers. 

In addition, cost of living and inflationary pressures on households has lead to demands for increased pay. The Office for National Statistics has reported that pay between 2019 and July 2023 has increased by an average of 18%. The increased expenditure on wages can also impact on the profitability of a company such as Dunbia directly as well as leading to potential challenges with recruitment and retention if the company is unable to compete with competitors in respect of the pay it can offer. While cost of living pressures can be a risk to the business it could also lead to more focus in looking for efficiencies through changes to ways of working, utilising new technology, looking for partnerships with new farmers or other companies and looking at creative ways to attract workers through offering non-pay incentives and working conditions to attract and retain employees.

Social – Veganism and vegetarianism
(Statista, 2023) in its report of 30th August 2023, noted that the UK meat substitute market alone was worth over £623 million which is the largest in Europe. This figure is projected to raise substantially by 2030.

The Mintel UK Market Report 2022 for meat substitute products suggests that there has been a decline in meat substitute consumption due their relatively high cost compared to meat, however, once these cost pressures ease the long term projection is that demand and consumption will increase. Although meat and meat substitute product consumption are not necessarily exclusive of each other, Mintel’s Market Report of 2022 for Poultry and Red Meat Main Meal Market argues that the processed meat market has been one of the hardest hit by inflationary price increases and whilst some trading down of meat products may mitigate switching away to alternatives, the development of the meat substitute market will put downward pressure on volume sales of meat products in the long term.

These changing social trends present a challenge for Dunbia and other meat product producers and emphasises the need for Dunbia to be innovative in product development, efficient in production and to continuously look for opportunities for expanding the range of farmers from which meat is sourced as well as expanding the range of companies it supplies to. From a Human Resources perspective, these challenges emphasise the importance of ensuring effective recruitment and retention of employees who can drive these priorities forward effectively.


1.2 Discuss organisational goals and why it is important for organisations to plan.

As an organisation, Dunbia has a long term strategy which is broken down into a number of clearly identifiable goals with each having its own plan for achieving them. One of Dunbia’s goals is to increase the sustainability of the packaging of its products. In its Group Sustainability Report of 2019-2021 Dunbia identifies that packaging is a key component of its supply chain and has committed to increasing the recyclability of plastic packaging to being 100% recyclable or compostable by 2025. Dunbia has also committed to increasing the amount of recycled plastic used in packaging to 90% recycled plastic. 

[bookmark: _Hlk149490786]In order to achieve the goal of becoming more sustainable it is important to have a clear plan of what this would look like in terms of having a measurable goal. It is also important to consider what would be necessary in order for this goal to be achieved, for example, sourcing new packaging materials, any new plant machinery which would be needed, staff training, new policies and procedures on recycling etc. In this way a plan can be formulated around how to efficiently and effectively achieve the goal of increasing packaging sustainability by 2025 through identifying what is needed to achieve the goal and any potential barriers and opportunities. As Danes, S.M., Teik‐cheok Loy, J., Stafford, K. (2008) argue, planning also leads to better financial performance by businesses.

[bookmark: _Hlk149493181]Dunbia has also set the goal of increasing its performance in learning and development of the workforce and increasing workforce retention. In its Group Sustainability Report of 2019-2021 Dunbia identified that a key component of the plan is to have a clear workforce structure and a clear career path to inform the training needs and training required. Planning in this case is essential as in order to increase workforce development and retention it is critical to have a clear plan for what the workforce needs to look like to meet the overall goals of the business and what is needed to make achieve the goal of improved workforce development and retention. Identifying the training needs will help inform planning how the training and development would be achieved and whether in-house training, external training and qualifications would need to be utilised to achieve this. This in turn will help identify what resources in terms of trainers for internal training or funding for external training and qualifications are needed. As World Intellectual Property Organisation note in Intellectual Property Asset Management (2007), training also provides an opportunity for an organisation to capture new ways of working utilised by employees as well as knowledge developed over time which the organisation may not be aware of and may be lost if the employees in question left.


1.3 Discuss the products and/or services the organisation delivers including who the main customers are.

Dunbia is a meat processing business operating in the fresh food industry and provide meat products to various major supermarkets. The business produces a variety of red meat products such as mince, burgers, kebabs, beef and lamb roasting joints and steaks. All products are made to the individual specifications of each customer. The requirements of our customers can range from manufacturing premium products, healthier options and lower cost products depending on their target consumers, current market conditions and seasonal demand. The products that the organisation offer has varying features with associated benefits, for example Dunbia offer beef mince featuring a low fat content of 5% which can offer health benefits to consumers over standard mince. Dunbia also offer mince with a higher fat content which will offer a benefit to consumers being more accessible and affordable due to being lower cost.

[bookmark: _Hlk149497356]Having too many features can make a product less attractive to consumers. Although features can be attractive to customers, Thompson, D.V., Hamilton, R.W. and Rust R.T. (2005) suggests that having too many features can be off putting to customers and can lead to “feature fatigue”. 


1.4  Review the range of technology available within the people profession, including how it can be utilised to improve working practices and collaboration.

Dunbia use a range of technology to support its people management operations. The organisation uses communication tools, such as outlook email, teams and softphone to facilitate effect communication within human resources team and between the team and department managers. Digital diaries are also used to support effective planning and time management. Dunbia used digital platforms such as social media, indeed and its own website to advertise vacancies and reach as large an audience as possible. As part of employee records and information management Dunbia utilises technology such as excel spreadsheets and employee records software in order to main accurate and up to date information regarding employees and generate statistics which can inform future improvement plans. Access to records are kept secure and confidential by restricting access as appropriate using permission settings. Digital software is also used to support financial aspects of HR such as payroll and pensions which allows for a clear audit trail, better security and allows the work to be completed by a smaller team. 


2.1 Define work place culture in organisational settings and the importance of fostering positive approaches towards it.

Workplace culture is the collection of ideas beliefs and values that influence how the people within the organisation behave (Waite et al., 2021, p. 28). One of the potential benefits of having a positive workplace culture would be better relationships between colleagues, which supports good communication and collaboration between individuals and teams (Waite et al., 2021, p. 29). This is essential for effective working and continuous improvement. Positive workplace culture can promote reduced turnover of employees which can help an organisation retain knowledge, skills and experience, and support more manageable workforce planning (Waite et al., 2021, p. 29). A good workforce culture can also support recruitment through both improving the organisations reputation as a good place to work and make the organisation more attractive to potential employees from a broad range of society (Waite et al., 2021, p. 159). This can allow the organisation access to skills and experience needed to support business success. Having a positive workplace culture can also reduce the risk of both legal claims and damage to reputation. (Waite et al., 2021, p. 29)


2.2 Explain how organisations are whole systems, and how work and actions as a people professional could impact elsewhere in the organisation.

In the same way that a living organism’s organs each have specific functions but are there to support the whole organism, each department within a business, though specific in function, is also there to support the business as a whole (Stanford, 2007, p. 105). It is therefore essential that each department functions effectively individually but also works effectively with each other to work towards the needs and objectives of the organisation (Stanford, 2007, p. 102). Mechanisms such as policies can be implemented to ensure a consistent approach to specific areas of work within a business. Inter-departmental meetings can also support through the agreement of shared approaches to areas of work or collaboration on projects or to meet specific challenges. The structure of the organisation and ensuring effective oversight, not only of departments but over groups of departments and the business as a whole can also support an effective and holistic approach to working within the business.

People professionals can positively impact effectiveness of the business by providing advice and support in the creation of policies and ensuring that managers all have the same understanding of those policies and they are enforced fairly and consistently. HR can also positively impact recruitment by ensuring that people with the correct skills and who share the same values as the business are recruited. Where people professionals fail to have this positive impact there can be negative consequence for the business which may include policies and rules not being followed consistently, poor recruitment practices, risk of legal claims and poor work output from employees. (Whiting and Martin, 2021, pp. 346-351).


3.1 Explain the importance of planning and managing change within the workplace.

It is important for the organisation to adapt and change. Drivers for change can be external such as change in customer behaviour, new political environment, legal reform, negative perception of business and competitive behaviour. To manage change it is crucial that a business has a clear plan. This will enable the business to identify a clear goal, how this is to be measured and what is needed to achieve it. These needs could be technological, structural reform, behavioural change and changes to the workforce. 


3.2 Consider the importance and role that people professionals play within change.

Part of the role that people professionals play within change is to provide advice to managers regarding the proposed changes and how these changes can be implemented in a legally compliant way. Advice can also be provided on the potential impact on the workforce. Another element of the role would be to challenge proposed changes that would be a potential employment law risk to the business. HR professionals should also seek to be pro-active and positive in look for solutions to problems which will support the organisation in its planned changes. (Whiting and Martin, 2021, pp. 346-351).


3.3 Discuss how change can impact people in different ways.

Change can impact people in multiple ways, employees may have concerns regarding how change may impact on their finances through job losses or reduction in pay. They may also be concerns regarding their working conditions, including hours and how this may impact on family / social life. Employees may also be worried about how the nature of their job will change and the tasks they will be expected to carry out. These worries can impact on peoples mental health and wellbeing, their emotions towards the organisation which can in turn impact on absence, moral and motivation. Change and any associated worries can also leave to tensions and difficulties in the relationships between the workforce and managers. There is a risk that due to the negative perception of the changes some employees may choose to leaver during this time. If changes lead to a reduced workforce, there is a risk that if any increase in workload is not managed carefully, this can lead to employees leaving due to stress and mental health issues. (Whiting and Martin, 2021, pp. 337-350).

People professionals can support employees during periods of difficult change, by being open and transparent, providing regular updates, challenging rumours and having regular contact with the workforce. HR can provide one to one meetings with employees to discuss their concerns and to signpost to additional support if appropriate. 

If change is managed and implemented well, it can have a positive or neutral perception with regards to the customers view of the business. However, if change is poorly managed it can have an adverse impact on customers perception of the business and reputation. For example, P&O’s management of changes to workforce practices had a negative impact on people perception of the business. As (Pheby, 2023) YouGov’s report on the impact on the P&O scandal 12 months on demonstrates mismanaged change can have a long term impact on people perception on the organisation.
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This unit assignment considers the impact of external influences and how the digital and commercial environment shapes businesses and the culture within which they operate. It considers the importance of people’s behaviour on organisational culture and its ability to manage change effectively. 







CIPD’s insight

Organisational climate and culture (October 2022)

Organisational culture is an important aspect of organisational life and a term that has become a mainstay among business leaders. The work of HR, L&D and OD influences and is influenced by organisational culture because every organisation is made up of human relationships and human interactions. Despite its dominance, the language of culture is often unclear and difficult to define, making it hard to measure. Consequently, real culture change is almost impossible if we fail to pin down what we need to change. Rather than focusing on culture, concentrating on organisational climate – the meaning and behaviour attached to policies, practices and procedures that employees experience – is a much more specific, tangible way to positively influence the workplace. This factsheet explores why organisational culture is a popular but limited construct, and why shifting to changing organisational climate is much more effective for employers.

https://www.cipd.co.uk/knowledge/culture/working-environment/organisation-culture-change-factsheet



Organisation development (April 2022)

In the evolving world of work, it’s important that organisations adapt to ensure optimal business performance. This factsheet explains what organisation development (ODV) is, what areas of focus and expertise it involved, and explores what ODV looks like in practice. There are many ways to describe organisation development (ODV), all of which share common features despite their varied meanings. In this factsheet we will use the abbreviation ODV rather than OD to distinguish organisation development from organisation design.

https://www.cipd.co.uk/knowledge/strategy/organisational-development/factsheet



Please note that the purpose of this insight is to link you to CIPD’s research and evidence within the subject area, so that you can engage with the latest thinking.  It is not provided to replace the study required as part of the learning or as formative assessment material.







Preparation for the Task: 





At the start of your assignment, you are encouraged to plan your assessment work with your Assessor, and, where appropriate, agree milestones, so that they can help you monitor your progress. 

Refer to the indicative content in the unit to guide and support your evidence. 

Pay attention to how your evidence is presented, remember you are working in the People Practice Team.

Ensure that the evidence generated for this assessment remains your own work.



. You will also benefit from:

Completing and acting on formative feedback from your Assessor.

Reflecting on your own experiences of learning opportunities and continuing professional development.

Reading the CIPD Insight, Fact Sheets and related online materials on these topics. 

[image: ]



 		Level 3 Foundation Certificate in People Practice



Task - Information sheet

Your manager has asked you to prepare an information sheet about the organisation and its environment to support the onboarding of a new member of the People Team. You decide that to be effective in their role, the new team member needs an appreciation of the organisation’s activities, goals and how the external environment impacts these. As organisational culture and change are essential to achieving business goals and responding to the external environment you decide to add points about these too. 



Your information sheet can be based on your own organisation or one(s) with which you are familiar, and must include the following: 



1. An examination of three key external influences impacting or likely to impact the organisation’s activities. (AC 1.1)

2. A discussion of at least two of the organisation’s business goals and why it is important for organisations to plan for how they will achieve these. (AC 1.2)

3. A discussion of the organisation’s products and/or services and main customers. (AC 1.3)

4. A short review of information and communication technologies available to people professionals and how these can be, or are, used to improve working practices and collaboration.  (AC 1.4)

5. A definition of what is meant by organisational culture and an explanation of why it is important to foster an appropriate and effective workplace culture. (AC 2.1)

6. An explanation of how organisations are whole systems, within which aspects such as structure, systems and culture, are all inter-related, and how people professionals’ work and actions could impact elsewhere in the organisation. (AC 2.2)

7. An explanation of why it is important that organisational change is planned, and effectively managed. (AC 3.1)

8. An explanation of the importance and role that can be played by people professionals within change. You might consider roles such as: gatekeeper, champion, facilitator, critical friend or record-keeper. (AC 3.2)

9. A discussion of how organisational change can impact people in different ways, such as changing their role or status or financial situation. (AC 3.3)



Your evidence must consist of:

An information sheet of approximately 2500 words (refer to CIPD word count policy). 

· Please make it clear in your evidence which question and AC you are addressing, for example, Q1 – AC1.1.  





Assessment Criteria Evidence Checklist

You may find the following checklist helpful to make sure that you have included the required evidence to meet the task. This is not a mandatory requirement as long as it is clear in your submission where the assessment criteria have been met.

		Task – Information sheet  

Assessment criteria

		Evidenced
Y/N

		Evidence reference



		1.1

		Examine the key external influences that impact on business environments.

		

		



		1.2

		Discuss organisational goals and why it is important for organisations to plan.

		

		



		1.3

		Discuss the products and/or services the organisation delivers, including who the main customers are.

		

		



		1.4

		Review the range of technology available within the people profession, including how it can be utilised to improve working practices and collaboration.

		

		



		2.1

		Define workplace culture in organisational settings and the importance of fostering positive approaches towards it.

		

		



		2.2

		Explain how organisations are whole systems, and how work and actions as a people professional could impact elsewhere in the organisation.

		

		



		3.1

		Explain the importance of planning and managing change within the workplace.

		

		



		3.2

		Consider the importance and role that people professionals play within change.

		

		



		3.3

		Discuss how change can impact people in different ways.
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Assessment Criteria marking descriptors.

Assessors will mark in line with the following assessment criteria (AC) marking descriptors, and will indicate where the learner sits within the marking band range for each AC. 

Assessors must provide a mark from 1 to 4 for each assessment criteria within the unit. Assessors should use the mark descriptor grid as guidance so they can provide comprehensive feedback that is developmental for learners. Please be aware that not all the mark descriptors will be present in every assessment criterion, so assessors must use their discretion in making grading decisions.

The grid below shows the range for each unit assessment result based on total number of marks awarded across all assessment criteria.  

To pass the unit assessment learners must achieve a 2 (Low Pass) or above for each of the assessment criteria.

The overall result achieved will dictate the outcome the learner receives for the unit, provided NONE of the assessment criteria have been failed or referred. 

Please note that learners will receive a Pass or Fail result from the CIPD at unit level. Referral grades can be used internally by the centre.



		Overall mark

		Unit result



		0 to 17

		Fail



		18 to 22 

		Low Pass



		23 to 29

		Pass



		30 to 36

		High Pass








Marking Descriptors

		Mark

		Range

		Descriptor



		1

		 Fail 

		Insufficient demonstration of knowledge, understanding or skills (as appropriate) required to meet the AC.

Insufficient examples included, where required, to support answers.

Presentation and structure of assignment is not appropriate and does not meet the assessment brief.



		2

		Low Pass

		Demonstrates an acceptable level of knowledge, understanding or skills (as appropriate) required to meet the AC.  

Sufficient and acceptable examples included, where required, to support answers.

Required format adopted but some improvement required to the structure and presentation of the assignment.

Answers are acceptable but could be clearer in responding to the task and presented in a more coherent way.



		3

		Pass



		Demonstrates good knowledge, understanding or skills (as appropriate) required to meet the AC.

Includes confident use of examples, where required, to support each answer.

Presentation and structure of assignment is appropriate for the assessment brief.

Answers are clear and well expressed.



		4

		High Pass

		Demonstrates a wide range and confident level of knowledge, understanding or skill (as appropriate).

Includes strong examples that illustrate the point being made, that link and support the answer well.

Answers are applied to the organisation.

Answers are clear, concise, and well argued, directly respond to what has been asked.

The presentation of the assignment is well structured, coherent and focusses on the need of the questions.

Includes clear evidence of the use of references to wider reading to help inform answer.
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Marking grid and feedback for learner

		Unit 3CO01: Assessor Feedback to Learner





		Centre number

		Please enter your centre number here



		Centre name

		Please enter your centre name here



		Learner number (1st 7 digits of CIPD Membership number)

		Please enter the learner number here. Must be 1st 7 digits of CIPD membership number



		Learner surname

		Please enter learner surname here



		Learner other names

		Please enter learner other names here e.g., first name and middle name(s)









		TASK





		AC Number

		Assessment Criteria

		Mark 

1-4



		1.1

		Examine the key external influences that impact on business environments.

		



		

		Please enter your Assessor feedback here



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		1.2

		Discuss organisational goals and why it is important for organisations to plan.

		



		

		Please enter your Assessor feedback here





		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		1.3

		Discuss the products and/or services the organisation delivers, including who the main customers are.

		



		

		Please enter your Assessor feedback here





		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		1.4

		Review the range of technology used within the people profession including how it can be utilised to improve working practices and collaboration.

		



		

		Please enter your Assessor feedback here





		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		2.1 





		Define workplace culture in organisational settings and the importance of fostering positive approaches towards it.

		



		

		Please enter your Assessor feedback here



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		2.2

		Explain how organisations are whole systems, and how work and actions as a people professional could impact elsewhere in the organisation.

		



		

		Please enter your Assessor feedback here



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		3.1

		Explain the importance of planning and managing change within the workplace.

		



		

		Please enter your Assessor feedback here



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		3.2

		Consider the importance and role that people professionals play within change.

		



		

		Please enter your Assessor feedback here





		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		3.3

		Discuss how change can impact people in different ways.

		



		

		Please enter your Assessor feedback here





		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 1 (if applicable)



		Enter mark here



		

		Please enter your Assessor feedback here for resubmission 2 (if applicable)



		Enter mark here



		Total marks for TASK:



		Enter total marks here



		Total marks for TASK: (resubmission 1 if applicable)



		Enter total marks here



		Total marks for TASK: (resubmission 2 if applicable)

		Enter total marks here









		Total marks for UNIT:



		Enter total unit marks here

		Grade

		Enter grade here



		Total marks for UNIT: (resubmission 1 if applicable)



		Enter total unit marks here

		Grade (resubmission 1 if applicable)

		Enter grade here



		Total marks for UNIT: (resubmission 2 if applicable)



		Enter total unit marks here

		Grade (resubmission 2 if applicable)

		Enter grade here



		Assessor Feedback Summary



Please enter your summary and developmental points for the learner here. Please use a different font colour for any resubmission comments. 



		Assessor name:

		Please enter your Assessor name here



		Assessor signature:

I confirm that I am satisfied that to the best of my knowledge, the work produced is solely that of the learner.

		Please enter your Assessor signature here





		Date:

		Please enter date here



		IQA name:

		Please enter your IQA name here



		IQA signature:

		Please enter your IQA signature here



		Date:

		Please enter date here
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