 
The CIPD (2023) points to an organisation’s structure as the basis for aligning its strategy with its shape and structure. CES adopts a flat structure where there are few or no levels of middle management between the staff and the executives. The organisation has a horizontal rather than a vertical hierarchy. This enables shorter communication lines, faster decision-making, and a more agile response to changes and can also promote a sense of empowerment and increased employee involvement. According to (Armstrong and Taylor, 2023) too many layers of management and supervision impede communication and teamwork, resulting in excessive work and unnecessary jobs. They say the goal should be to keep the levels to a minimum. 
In a flat structure, managers have a wider range of authority over their subordinates, and the chain of command is frequently short thus limiting opportunities for career advancement. Flat structures are typically adopted by smaller organisations or those taking a more modern approach to management. BBC (2023) 

The NHS for example, is made up of various of different organisations with separate roles and responsibilities with a more functional structure, each organisation could be divided into functional departments, such as marketing, finance, operations, and human resources, meaning it has a clear hierarchy and lines of authority enabling in-depth expertise in specific areas.  According to (Taylor and Woodhams 2016) one disadvantage of this approach is that the business is slow to adapt and change because knowledge is retained within each function and new ways of working that require cross-functional knowledge and change can result in resistance, making change slower and more expensive to achieve, it can be much harder for an idea at the bottom to be heard. Managers in a hierarchical system typically have less influence and fewer subordinates. BBC (2023)

Public sector organisations are governed by many more rules and requirements including statutory regulations for many staff like nurses, doctors, and social workers.  In CES there would be a faster adaptation to market changes and innovation encouraging a more dynamic and responsive organisational culture. An advantage to having a less flexible structure could mean more stability and efficiency in routine tasks as changes are harder to make but with little input from other departments would the decisions be well rounded due to the lack of cross-functional collaboration. 

The best structure is determined by the organisation's specific aims and characteristics. Armstrong and Taylor (2016)

(Kay 1993) Points to ‘The strategy of the firm is the match between its internal capabilities and its external relationships. It describes how it responds to its suppliers, its customers, its competitors, and the social and economic environment within which it operates’ 
As a renewable energy company, CES core strategy is centered around providing sustainable and eco-friendly solutions to our customer base. Their goal is to revolutionise the energy industry by promoting the adoption of renewable energy sources such as solar, air source heat pumps and insulation. By focusing on these alternative energy sources, they aim to contribute to the global fight against climate change and environmental degradation and by offering renewable energy solutions they are helping customers reduce their carbon footprints and contribute to a greener future with lower energy bills. 
CES provides a wider range of products and services compared to its competitors as they offer full-house insulation, currently funded through grants and government initiatives, moving to finance options would allow for diversification in the business. This move will allow for a larger customer base as people can self-fund. Miles and Snow's research Mindtools (no date) demonstrates that organizations must thoroughly comprehend the environment in which they operate and adapt their structure to the level of uncertainty present. Political external factors could affect the government funded initiatives. Customers transitioning to lower energy sources may require an initial investment, but CES will provide a return on that investment through lower energy bills and tax incentives. 
Growth is currently a huge part of our strategy (Taylor and Woodhams 2016) point to CES currently operating a horizontal integration strategy as they plan to widen and enter new markets to enhance their current position, grow the customer base, and expand the products and services they offer by acquiring other companies. Mindtools (no date) While there is no single "right" plan, the most effective way to strategic management is to align your strategies, business environment, and structure. Ongoing attention to these strategic connections is crucial for maintaining a competitive edge and long-term success in the dynamic renewable energy market.
Indeed (2023) Points to economic external factors such as the economy experiencing a downturn and the ongoing cost of living crisis as introducing a new dynamic into consumer preferences. This shift in consumer behaviour has sparked a positive impact on CES as the increase in energy bills has led to the consumer looking for more cost-effective solutions prompting a growing demand for energy-efficient homes. 
This presented an opportunity to gain a competitive edge in the market. An increase in customer demand due to these external factors has increased profits and company growth. According to CIPD (2021) other economic factors affecting organisations are economic growth and decline, interest rates, exchange, inflation and wage rates, minimum wage, working hours, unemployment (local and national), credit availability. 
As environmental consciousness grows, most businesses may need to worry about the consumers environmental impact of business processes. In retail for example some customers may use their purchases to support businesses that promote environmentally friendly practices, such as compostable packaging and solar energy. According to (Armstrong and Taylor 2023) Enivronmental factors will also have an impact on the human resources management policies, practices, and businesses that think about protecting the environment may retain more customers and grow revenue because they are addressing external issues. Indeed (2023) 
The escalated awareness and increased emphasis on addressing climate change has positively impacted CES with more people actively seeking renewable energy solutions for their homes. The company's strategy aligns with the shift toward environmentally conscious choices made by its customers. CES is working with the Welsh government to implement retrofit measures to reduce heat loss in homes across Wales. The Welsh government has set a target of ensuring that by 2025, around 148,000 houses will receive these retrofit measures. Welsh government (No date). 
According to CIPD (2021) Other external environmental factors are global warming and the growing need to transition to sustainable resources; ethical sourcing (both locally and nationally), including supply chain intelligence. Pandemics and other emergencies.
Political external factors can have a considerable impact on your operations, profitability, and your overall performance. The vulnerability to government changes is a valid concern being in the funded sector, to mitigate that risk diversification is important by leveraging their existing infrastructure and entering a new market segment like financed insulations, the thinking would be to switch between segments depending on market conditions. 
According to CIPD (2021) Other political factors are economic conditions, trade restrictions, changes in government leadership, tax policy, environmental regulations, new legislation could impact the funding allocated to government-funded initiatives like CES.  
External factors occur outside a firm and impact its success. Their impact might be both beneficial and detrimental. A business cannot control external forces. All it can do is respond to them and make decisions that will help it remain successful. BBC (2023)  


According to (LinkedIn 2023), Technology integration in workspace design is no longer an afterthought but necessary for the future of workstations. Employers may build a more engaged, purposeful workspace that enhances employee well-being by leveraging technologies such as AI, everyday technology, and omnipresent computing systems. 
CIPD (2023) Points to technology enabling organisations to automate processes, create more efficient workflows, and reduce operational costs. Additionally, technology has allowed organisations to access a larger talent pool, allowing them to hire the best and the brightest from anywhere in the world. 
Armstrong and Taylor (2023) Points to the role of AI is becoming more prevalent in many industries, such as healthcare, finance, and manufacturing, allowing organisations to automate tasks and make decisions faster and more accurately meaning lower skilled, routine jobs being replaced by higher skilled non routine jobs that require digital know how rather than soft skills. 
The automation of tasks through AI and other technologies can lead to job losses and shifts in employment structures. A challenge may be that the workforce will need to adapt to new skill requirements to remain relevant even though technology could eliminate routine jobs and tasks it can also create new jobs and improve the quality of existing jobs CIPD (2023)
Increased reliance on technology introduces cybersecurity risks, such as data breaches and cyberattacks .Organisations must invest in robust cybersecurity measures to safeguard sensitive information. Additionally, AI algorithms, if not meticulously designed and monitored, can perpetuate biases and discrimination. CIPD (2021) states organisations need to take a responsible approach to invest and adopt AI and other technologies. When using AI to shortlist candidates, for example, ensure that AI has been rigorously trained, is regularly audited to mitigate bias and that people remain in charge of who gets hired. 
CIPD (2023) report, only 29% of UK top decisionmakers claimed their companies invested in AI and associated technologies between 2019 and 2022. The most common reason for not investing was a lack of knowledge about technologies that would be useful in their companies and according to the 2023 World Economic Forum’s Future of Jobs Report, AI and machine learning specialists are the fastest growing job fields.


Organisational psychologist Edgar Schein created a model that is now used extensively to study and analyse organisational culture. People management (2023) Schein argued culture does not emerge overnight; the company undergoes various changes, employees learn from previous experiences, and employees' attitudes shape the overall workplace culture. In the 1980s, the Schein model of organisational culture was established. It comprises three layers that highlight how various aspects of culture are influenced and are frequently represented by a pyramid. 
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LinkedIn (2019) 

Mindtools (no date) Points to Abraham Maslow's Hierarchy of Needs as being one theory or model for studying human behaviour that is like Schein's model. According to Maslow's hierarchy of requirements, we humans strive to meet our most basic needs, we also seek to satisfy a higher set of needs, until we grow to become "self-actualised" or "all that we can be". 
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Indeed (2022)

This concept states that a person's most basic requirement is physiological, which includes housing, water, and food. As needs are met, more sophisticated requirements emerge, such as safety, love and belonging, self-esteem, and self-actualisation at the last stage. Understanding this psychological notion will assist you in determining whether your needs are met at work and how you might better satisfy the requirements of your employees. Indeed (2022) 
 
Schein's organisational culture model and Maslow's Hierarchy of Needs offer complementary views on human behaviour within organisations. Maslow's (1954) hierarchy provides insights into the individual motives that drive behaviour, whereas Schein's model helps us comprehend the cultural elements that impact behaviour. Shein (2010) By combining these two models, organisations can gain a deeper understanding of the complex interplay between culture and individual behaviour.


Organisational behaviour was defined by Huczynski and Buchanan (2007) as the term used to describe ‘the study of the structure, functioning, and performance of organisations and the behaviour of groups and individuals within them’ Organisational culture was described by Deal and Kennedy (2000) as ‘The way we do things around here’.
Performance management is a people practice that directly impacts organisational culture and behavior. An effective performance management process helps create clarity and alignment around expectations, goals, and feedback. When employees have a clear understanding of their performance expectations and are rewarded for meeting or exceeding them, it fosters a positive culture where individuals are encouraged to contribute their best. On the other hand, a poorly designed performance management process can lead to a lack of motivation and engagement, resulting in negative behaviours and culture. LinkedIn (2023) 
Leadership style and management approach have a significant impact on an organisation's culture and behavior. Leaders who inspire and motivate their employees through effective communication, support, and recognition contribute to a positive work culture. On the other hand, leaders who micromanage, exhibit favoritism, or fail to provide constructive feedback can create a toxic work environment, leading to negative behaviours and culture. LinkedIn (2022) 
Employee engagement is a critical aspect of organisational culture and behavior. When employees are engaged, they are more committed to their work, more likely to do their best, and more likely to stay with the organisation. Engaging employees involves practices such as recognising and rewarding performance, providing opportunities for growth and development, and creating a culture of collaboration and teamwork. However, disengaged employees are more likely to exhibit negative behaviors and contribute to the erosion of organisational culture. LinkedIn (2023) 
Diversity and inclusion are integral aspects of organisational culture and behavior. When employees from diverse backgrounds, cultures, and perspectives feel valued and included, it fosters a culture of innovation and collaboration. Organisations that promote diversity and inclusion through practices such as equal employment opportunities, diversity training programs, and fostering a culture of acceptance are more likely to have positive behaviours and culture. Conversely, organisations that promote discrimination, exclusion, and bias are likely to experience negative behaviors and culture. CIPD (2019)
According to HR Shelf (2023) these two notions, when combined, influence how employees connect with one another, how they complete their responsibilities, and overall corporate performance. Recognising and regulating culture and behaviour is essential for any organisation that wants to increase employee engagement, productivity, and overall success.
Managing change in Human Resources involves understanding and influencing how people within an organisation adapt to new processes, structures, or strategies. Two prominent models or theories in this regard are Lewin's Change Management Model and Kotter's 8-Step Change Model. 
Lewin's model is simple yet effective, emphasising the importance of unfreezing existing structures, making the change, and then refreezing to establish the new state
If you have a large cube of ice but realize that what you want is a cone of ice, what do you do? First you must melt the ice to make it amenable to change (unfreeze). Then you must mold the iced water into the shape you want (change). Finally, you must solidify the new shape (refreeze). Mindtools (No date)
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Mindtools (No date)
Lewin's change management model remains a valuable framework for guiding organisations through periods of transition. According to Taylor, S and Woodhams C (2022) Researchers expanded on Lewin's concepts to create more comprehensive models of effective change management. John Kotter's, for example, is widely regarded as an effective tool for managers to utilise when planning and implementing organisational transformation. He proposed using 'change agents' to help achieve this. 
Kotter's eight steps do not have to be followed in order, and not all will be relevant in all situations, but they provide a good framework for managers to use when beginning to design a change management episode. 
Example of Kotter’s 8 Step change model:
[image: ]
LinkedIn 2021 
John Kotter's 8-Step Change Model is a widely recognised framework for managing organisational change effectively. The model provides a systematic approach to navigating the complexities of change, ensuring that it is not only initiated but also sustained. Indeed (2023)
The first three steps involve creating a sense of urgency, forming a powerful guiding coalition, and developing a vision and strategy. These steps establish the need for change and lay the foundation for a successful transformation. The next three steps focus on executing the change communicating the vision, empowering employees to act on the vision, and generating short-term wins to build momentum. These steps emphasise the importance of communication, engagement, and visible progress. The final two steps involve consolidating gains and anchoring the change in the organisational culture. LinkedIn (2020)
By reinforcing the changes and embedding them in the fabric of the organisation, Kotter's model aims to ensure lasting transformation and prevent a return to the status quo. Overall, the 8-Step Change Model offers a comprehensive and structured approach to guide leaders through the complexities of organisational change. CIPD (2023) Points to Kotter's model being the most helpful as a change management tool, and that it should be used in conjunction with other tools that allow it to be tailored to diverse situations. It was discovered to be most successful for multi-site, large-scale projects
Throughout the change process, both models emphasise the importance of communication, involvement, and support, which acknowledges the human element.

One model that explains how change is experienced is Kubler-Ross Change Curve, or the Five Stages of Grief. Originally created by psychiatrist Elisabeth Kübler-Ross to comprehend the emotional reaction of patients facing death, this model has been modified to describe how people perceive and manage change in a variety of contexts, including organisational change. Indeed (2022)
According to Taylor, S and Woodhams C (2022) change is likely to be a bruising experience for those who work in affected businesses, and there is a corresponding need to assist them in adjusting to a possibly less pleasant working environment. In preparing this process, managers may find it helpful to train workers in how to cope psychologically, and the Kubler-Ross model is useful here. 
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LinkedIn 2019

It is crucial to remember that not everyone experiences each step in a straight line; in fact, some people may experience these stages in a unique way or even alternate between them. The Change Curve is a model that facilitates empathy and assistance during transitional times by assisting individuals in comprehending and navigating the emotional dimensions of change.
CIPD (2023) Points to the use of the change curve can help transition people through the phases more easily if they are supported, have effective communication, and are transparent. Furthermore, giving workers a say in decision-making and including them in the change process can increase their sense of ownership and help the transition go more smoothly.

Since it emphasises the emotional aspects of the change experience and the necessity of empathy and support during times of transition, an understanding of the change curve can be a useful tool for managing change in both personal and professional contexts. Mindtools (No date)
The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing
Armstong and Taylor (2023) describe the basis of wellbeing in work as being concerned about what people experience at work with their mental, financial, physical, work life balance and relationships with colleagues and line managers. 
CIPD (2023) Points to an effective employee well-being strategy being strategic and central to how a company fulfils its objective and conducts its operations. Wellbeing at work is a crucial aspect of employee satisfaction, productivity, and overall organisational success. It encompasses various physical, mental, and social factors that contribute to an individual's sense of fulfillment and happiness at work. 
When considering physical health, the work environment needs to be considered, is the workspace comfortable? A comfortable and ergonomic workspace can positively impact physical health. For example, providing ergonomic chairs and adjustable desks can reduce the risk of musculoskeletal disorder. Mindtools (No date) When contemplating health and wellness programmes, keep in mind how your team or organisational culture may be compounding the issue. Consider variables like long hours, never-ending labour, high demands, and a lack of support from above. Adjusting in these areas can assist strengthen the measures that individuals take to enhance their physical health
CIPD (2023) Points to Mental health affecting 1 in 4 people at some point in their lives. Managers who foster a positive and open communication culture contribute to employee's mental wellbeing.  Regular check-ins and acknowledging achievements can create a supportive environment. You also need to think about the job design, ensuring that job roles are challenging but not overwhelming and can prevent stress. Clear role expectations and providing opportunities for skill development contribute to job satisfaction. CIPD (2023)
Fair pay and benefit policies play a crucial role in fostering a positive work environment and attracting top talent. These policies include pay rates that exceed the statutory National Minimum/Living Wage, providing employees with fair and competitive wages. Additionally, a flexible benefits package allows employees to customize their benefits and tailor them to their personal needs and preferences. CIPD (2023) 
CIPD (2023) Points to there being no 'one-size-fits-all' approach to establishing a health and wellness plan, its content should be based on the particular needs and features of the organisation and its workforce.

CIPHR (2022) Points to the employee lifecycle representing the staff experience and provides a framework for engagement initiatives. The journey of an employee within an organisation from recruitment to separation is intricately linked to various people practice roles and is comparable to the customer lifecycle because your employees' experiences are just as vital as your customers'.  
Recruitment specialists or talent acquisition professionals are involved in attracting and selecting candidates during the recruitment stage. Taylor and Woodhams (2022) Points that getting it right to this stage will enhance the number of candidates available to you. If you get it wrong, your talent pipeline will dry up before it even begins, no matter how fantastic the rest of your company is. Onboarding specialists or HR generalists manage the smooth integration of new hires into the organisation.
Various people practice will offer comprehensive wellbeing support throughout the employee lifecycle, integrating an awareness of health issues associated with various stages of the employee journey into your health and wellbeing strategy offer with the existence of policies and guidelines helps managers and individuals in reaching agreements on supportive workplace adjustments. CIPD (2023)

Retention is the responsibility of all people practice roles employee relations specialists or HR business partners handle conflict resolution to maintain a positive work environment. Compensation and benefits specialists or HR analysts manage salary structures and benefits packages. Career development and succession planning are overseen by HR managers, identifying and grooming high-potential employees. Employee engagement specialists or HR professionals work on initiatives to boost morale and satisfaction. Finally, the offboarding process, including exit interviews and paperwork, is managed by HR professionals during the employee exit stage. Understanding these links is vital for effective human resource management, ensuring employee well-being, development, and organisational success. Access HR (2023)

Thid CIPD (2023) Points to one of the keyways in which people practice supports wider people and organisations strategies is through alignment with organisational goals. Business partnering is one of the most common HR operating models used by people departments around the globe. Organisations typically have specific objectives, such as increased profitability, improved efficiency, or enhanced customer satisfaction. Business partnering is about defining and aligning people function capabilities to fulfil the organisation's objectives. 
In large organisations, the Ulirich model would suggest that it should be separated into three segments. Shared service activities should be centered in a call centre with an intranet that provides administrative and basic assistance to the rest of the business. In contrast to business partners collaborating closely with business unit managers on critical initiatives and change management. Finally, centres of expertise exist as repositories of critical technical knowledge on resourcing, reward, employment relations, and so on, and they can formulate policy while also supporting business units and shared services. Ulrich believes that the three-legged model's apex should be a small corporate HR team that oversees the entire department and offers strategic direction. Oxford Reference (No date) 
Vertical integration in HR involves aligning HR activities with the broader business strategy, ensuring that HR strategies directly contribute to organisational objectives. This approach emphasises the seamless connection between HR and overall business goals. On the other hand, horizontal integration focuses on the cohesion of various HR activities, creating integrated HR practices or bundles. This interconnectedness aims to enhance organisational performance by fostering constructive collaboration among different HR functions. Together, vertical, and horizontal integration in HR contribute to a holistic and effective approach, where HR activities are not only aligned with strategic goals but also work harmoniously to maximize their impact on the organisation LinkedIn (2021)

Regular communication is essential in fostering a strong relationship between people and the organisation. CIPD (2023) Points to the notion that two-way, responsive communication is critical. Effective two-way communication fosters a psychological contract and employee engagement by making individuals feel listened to and valued.
Staff surveys could play a critical role in creating a healthy company culture and achieving better business results by fine-tuning your employee surveys to collect critical information, you stand a much greater chance of having a beneficial impact on your organisation. Employee surveys can be extremely effective in building a healthy company culture, recruiting, and retaining talent, and achieving greater business results. However, these things are not achieved randomly. To get the best possible results out of employee surveys, you need to understand what they do, why they matter, and how to maximise their influence. GBW (2023) 
Clear communication channels play a pivotal role in enhancing workplace dynamics and productivity. They facilitate the instantaneous and timely delivery of information, ensuring that every team member is equipped with the same data, thus minimising the risk of misunderstandings. It is common for organisations to fail at sharing timely information. By clearly articulating expectations and goals, these channels contribute to increased productivity as employees have a solid understanding of their roles. Moreover, they foster an environment of open dialogue, encouraging group discussions and feedback. This not only allows for the exchange of diverse perspectives but also provides a platform for employees to voice concerns or seek clarification. The channels not only enable vertical communication from leaders to team members but also promote horizontal interaction among team members, strengthening team bonds. Clear communication channels build trust, transparency, and stronger relationships among employees, contributing to a positive and collaborative work atmosphere. Indeed (2023)
To create a workplace that clearly responds to the needs of employees is the foundation of consulting and engaging with internal customers effectively is like external customer service. Many firms use internal customer service to provide a good working environment for employees to solve problems, increase productivity, and assist them accomplish their task to a better standard. Indeed (2022)


image.png
Edgar Schein’s Model - Three Levels of Culture

Visible organizational Dress code
structures and business Work hours
processes Rites and rituals.
" Are values
! 1l communicated to
spoused valu Strategies, goals, vision jstosbonny
customers,
suppliers... aligned?
sumptions 2 Unconscious beliefs, How are decisions
bellafs perceptions, thoughts and —,,-/e. e
feelings — the unwritten ... watch out

rules. for the signals





image2.png
SELF ACTUALIZATION

LOVEAND 28
BELONGING





image5.png
Kiibler-Ross Grief Cydle ___

Information and Emotional Guidance and
Communication Support Direction




image3.png




image4.png




