1.1
[bookmark: _Hlk119524059]Each organization is affected by its outside environment. Even though we cannot control external factors, we must plan and prepare to react to them properly. PESTLE analysis is commonly used to learn the MACRO level of the organization. It consists of 6 general factors, such as Political, Economic, Socio-Cultural, Technological, Legal and Environmental (Waite et al., 2021).	
Dunbia, operating in the food industry, is influenced by all of them.
Political 
Due to Brexit regulations and the low pound rate The UK is no longer a competitive country for EEA workforce. This, combined with Covid 19, resulted in recruitment difficulties and enormous staff shortages that we are still experiencing and will be dealing with in future. Before Brexit, 63% of employees who worked for the British Meat Processors Association, were not UK citizens. Moreover, a slow supply chain and bigger export costs are still very serious post-Brexit issues that we need to address.
Economic 
Due to inflation and the low pound rate, our organization must pay more for raw materials, ingredients, packaging, and transport. This, in turn, leads to our products being more expensive for the final customers. 
We are under threat of power outage over the winter and higher energy bills will deteriorate our budget this year.
Social
The meat industry is influenced by increasingly popular socio-cultural trends of vegan diets and animal cruelty-free activists. Worldwide campaigns impact our customers’ awareness and their decision on reducing meat intake in a diet.
An ageing population and career attitudes cause additional problems in our recruitment process. Most of our skilled staff is over 50 and we find it difficult to train young people.
Technological
New technologies help us make our process faster and more effective as well as cover gaps of staff shortages.
Legal
The need of implementing and updating health and safety policies in line with government law.
 Government law regarding the employment of international employees and right-to-work checks.
Environmental
Feed sourcing, manure processing and climate change – Dunbia needs to continue participating in various initiatives to improve agricultural production in a sustainable way.			
Weather conditions impact our supply chain (farmers) – the fewer cattle we have available the more expensive they are. 	
(Choudhury, 2021; Compassion in World Farming, no date; D’Silva, 2022).  
1.2
Dunbia is one of Europe’s leading meat processing companies. Its mission and values are communicated on the website and displayed on the boards. The goals and objectives are described on an X matrix document and shared with the management. The long-term goals are divided into 6 different areas and presented in order of importance.
1. Safety
· To create a culture of safety and well-being allowing us to achieve zero accidents
2. Quality
· To provide consistent quality meat products for our customers in our supply chain
3. Cost
· To achieve improvement in key metrics thus delivering continuous improvement to the bottom line, achieving annual results
· To develop and encourage an Innovation culture to have an accurate assessment of each project that we do
4. Delivery
· To maximise production output capability from the existing plant and equipment
· To be recognised as industry best-in-class for Animal Welfare standards in livestock sourcing, facilities, staff, training, behaviour, and culture
5. People
· To challenge and support our people to realise their full potential as part of a high-performance team in a safe environment
6. Environment
· To become Europe’s most sustainable meat company
(Holdship, 2022)
Setting up goals and objectives and planning how to achieve them is very important for our company as it will help us progress in the right direction. However, it is worth remembering that our objectives must be fully understood by the employees and challenging and motivating for them. Moreover, we must provide all the necessary resources to achieve the objectives and consider a contingency plan (Waite et al., 2021). 
1.3
Our products:
Beef and lamb	
Further Processed (high-quality meat products which are designed for easy use for customers)
Burgers (chilled or frozen, in styles and formats tailored to customer requirements)
Slow Cook (restaurant quality meals in a convenient format)
Hides and Skins
Offal and Fifth Quarters (e.g., Heart, Tongue, Kidney, Lung, Liver, Aorta)
Our customers include both supermarkets (Tesco, Asda, Lidl, Morrisons, Sainsbury’s) and restaurants (JD Witherspoon, Whitbread, Wagamama) in the UK.
										(Dunbia, no date)
1.4
Technology is transforming all areas of our life making our daily tasks easier and faster. We also need to benefit from it in our workplace to be more efficient and cost-effective. In our HR office, we use the Core system for payroll and time management, LMS (Learning Management System) for internal training, and MS Teams for better communication, training, and remote working. However, we still waste a lot of time working on Excel spreadsheets and double-handling tasks, we also produce tremendous quantities of paper. Below are some of the most important types of HR technological developments and trends that we should consider using in future.
Applicant Tracking System – advanced recruitment software that helps to improve accuracy in an internal and external application process, job postings or interview scheduling.
Performance Analytics – assist with monitoring employees’ performance and compliance thus helping to make decisions about the workforce and identify opportunities for coaching.
Employee Self-Service Tools – allow employees to perform various HR-related tasks like updating personal information or viewing payslips online, which reduces completing and printing paperwork.
Harassment Reporting Tools – e.g., hotlines, messenger chats, anonymous reporting tools.
Travel and Expense Management – to verify and track the actual cost of travel and expenses. 
(Muzyka, 2022; Garcia, 2021)
2.1
Organizational culture is a significant concept for People practice and can be a key factor leading to business success. Organizational culture is created by “shared characteristics of people within the same organization” (Young, 2022). It consists of values, traditions, and beliefs that influence how people in a particular organization behave. It can be shortly defined as the personality of the company (Heinz, 2022).
Quinn and Cameron (1999) indicated 4 types of organisational culture:
CLAN – it is a people-focused culture with an emphasis on mentorship and teamwork. Its top priority is communication and employee engagement. Companies characterised by clan culture are action-oriented, flexible, and adaptable to changes. Thanks to this, they have opportunities for market growth as well as creating a happy environment for both employees and customers. 
ADHORACY – this culture is focused on innovation and risk-taking. These are the companies that are eager for change and development. They must take risks to be successful thus they encourage their employees to be creative and individualistic. There is plenty of opportunities for development so everyone stays motivated and ready to share new ideas.
MARKET – culture focused mainly on competition and growth. It is characteristic of companies that are oriented on profit, results, reaching targets and external success. Internal satisfaction is not so important here. These are usually large and successful organizations with an environment that can easily lead their employees to be burnout and fed up.
HIERARCHY – focused on structure and stability. In these companies, there is a clear division between employees and leadership. Their priority is internal organization and traditional structure. They are slow to adapt to changes and do not encourage employees’ creativity.
									
Gordon and DiTomaso (1992) defined two organizational cultures – a strong one, in which employees’ behaviour is guided by shared values; and a weak one – with little agreement about values and behaviours.
According to Charles Hendy, (Handy 1993) all organizational cultures are comprised of a mixture of 4 different sub-cultures: Club, Task, Role, and Existential. In club culture, power belongs to one person or a small elite. Task culture relies on teamwork in resolving problems. Role culture is characterised by a hierarchical structure where employees follow procedures and job descriptions. Existential culture depends on employees’ individual needs.
Taking all the above types into account, Dunbia’s culture can be characterised as a mixture of Hierarchy, Market and Role culture which is perceived by employees as a Negative culture.
What can be done to change it into a Positive culture?
People practice professionals play a key role in creating a positive workplace culture in which the company’s objectives and employees’ motivations are going in one direction. It can be achieved through open communication, respect, trust, and staff involvement in planning the work, as well as a fair system of reward, and opportunities for development. A positive culture in an organization is also reflected in teamwork and a sense of integrity where teams and individuals can rely on each other. 
Inclusivity is another feature of positive culture and people professionals should do their best to create a diverse environment for their employees. They should focus on employees’ uniqueness, visions, skills, and attitudes to achieve this. Each employee should feel that they are supported and that their opinions and contribution are very important to the company. As a result, their confidence and motivation will be boosted. People professionals ought to see diversity as a positive that can contribute to the company’s success (Waite et al. 2021).
To foster a positive organizational culture, practitioners should promote fair policies, role-model effective values and behaviours, uphold ethical practice, and enable employee voice and value feedback. It is important that also team leaders and managers advocate those positive values and behaviours.
Workplace culture affects all aspects of a business from punctuality and absence management to contract terms, employee benefits or management styles. Talent retention and low employee turnover are visible signs of great organizational culture which is a key to business success (Wong, 2020; Waite et al. 2021).
2.2	
A system is a collection of parts that correlate with each other to achieve a goal. If any part of the system is removed, the nature of the system will be changed. 
A holistic approach to analysing business considers how different elements of an organization influence each other and interact to deliver its products and services. 
The McKinsey model describes 7 aspects of an organization, including Structure, Systems, Style, Staff, Skills, Strategy, and Shared values. These elements can lead to business success only through correlation. For example, Structure influences Systems that are used in different areas of the company. These lead to management Styles, as well as dictate the types of Staff and Skills that are required. All the elements reflect company Values and cooperate to follow Strategy (McKinsey, 2008).
When an organization is viewed as a whole system, HR ought to be involved in each element of that system. They need to be role models to employees and uphold the company shared values. Inexpedient behaviours, whether of staff or management, should be dealt with, in justice and consistent way. Methods and approaches implemented by HR will have an impact on the whole organization, its culture, the people being recruited, whether the company goals are shared by all employees, or what opportunities the organization provides for training and development. People practitioners can help in boosting employees’ enthusiasm for work, thus making the organization more competitive (Egbo, 2016; Waite at all, 2021).

3.1 
Change is not an option; it is constant, inevitable and happens in every business.  An organization constantly exchanges information with the environment and is influenced by environmental factors. What triggers an organisational change can depend on the nature of the organization, its localization, and its customers (Bhasin, H. 2019). Being aware of organizational change triggers is as important as knowing how to implement the change. Kindler (1979) mentions two types of changes:
· Incremental – small steps aiming for continuous improvement. It is based on previous changes and fits with the current paradigm
· Transformational – a significant shift and break with the past
According to our Site Director, we should consider implementing a lot of incremental changes and improvements, including:
1. Contact high schools to recruit skilled people straight after graduation
2. Increase the cooperation with recruitment agencies to find seasonal workers
3. Improve the onboarding process for new starters; start using tablets on Induction with pieces of training translated into different languages
4. Training programs for team leaders and above with an impact on communication skills as the most frequent leaving reason of our employees is poor communication and disrespect
5. Be more people-oriented
6. Diversify the list of our products (vegan)
7. Invest in our own solar panels
							(D’Silva, 2022)
To manage change effectively, we need to thoroughly plan it in advance, and consider its implications and whom it will affect. Then we will be able to foresee the potential resistance that can be encountered and how to deal with it. Successful change cannot be achieved without open communication and trust with both staff and stakeholders. Senior and middle management need to understand the new vision and its objectives as they will be communicating them to the rest of the organization. Moreover, negotiations and social interactions can help to implement the change smoothly (D’Souza, 2020; Freshworks, no date; Adenle, 2014).
3.2
People practitioners play a significant role in leading and supporting change by being initiators and facilitators. They need to show innovation and passion to engage staff in change and ensure that the need for change is understood and accepted. The lack of awareness of why the change is important is often the main reason for resistance. That is why the key role that People practitioners undertake is being a Communicator. They need to answer all the questions team members may have about the personal impacts of a change. The liaison person is another important role that involves giving feedback on how effectively the change is being adopted and whether it is delivering desirable benefits. People practitioners should believe in change themselves to be able to “advocate” it to others. Since they are very influential it is easy for them to convince the rest of the staff that the change is important.  They also need to take the role of Coaches and ensure the team members have opportunities to gain the knowledge and skills necessary to adapt to the change. The more we prime the employees for the change the less resistance we encounter. However, since resistance is a natural human reaction, HR needs to be prepared in advance to deal with it and act as Resistance Managers (Horlick, A).
3.3
Every change impacts people in different ways. It can depend on many factors, such as individual preferences of the person, their upbringing, traits of character or how flexible they are in general. According to the popular theory called the Change Curve, there are characteristic responses to the change which happen in the following order:
· Shock and denial
· Anger
· Bargaining
· Depression
· Acceptance
As we can see the above are rather negative feelings which is why it is significant the company can foresee the possible reactions of the employees and try to minimise the resistance in advance. While implementing the change, it is useful to consider what types of personalities we deal with and what behaviours we can expect from them.  For instance, a person with a “sensing” approach to gathering information will need facts, details, and evidence to be convinced of a new plan, while a person with an “intuitive” preference will look at possibilities and future visions. It is also very important for people practitioners to understand the negative implications of the change, such as redundancy, downgrade, financial loss, change of shift pattern or the need to learn extra skills. All of them may influence employees’ families and personal life. That is why communication and support are vital in any change process. We need to remember that people fear the unknown and the more we keep them informed the better they will cope during times of change (Waite at al., 2021).
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