ALL answers should be justified as far as possible using appropriate theory and evidence
Section 1
Read the attached article.  Answer all three of the following questions, taking care in each case to fully justify the arguments you make.
1. In light of the above, critically evaluate the statement ‘culture eats strategy for breakfast’.

‘You can design and create, and build the most wonderful place in the world. But it takes people to make the dream a reality’ (Walt Disney). 
Since the early 1980s HR professionals have attempted to place a positive steer on the effects of culture within the workplace.  Peters and Waterman (1982) and Deal and Kennedy (1982) projected that external adaption and internal integration formed a positive working relationship where organisational culture should not be overseen by strategy, concluding that culture as a stand-alone function can deliver successful results for an organisation.  Organisational culture ‘incorporates important patterns and shapes organisational realities’.  (Farnham 2015).  
Deloitte (2016) Global Human Capital Trends conflicts this concept arguing that culture is an overall business issue not just a focus point for HR, with 82% of respondents viewing culture as a ‘potential’ competitive advantage.  Only 28 percent of survey respondents believe they understand their culture well, while only 19 percent believe they have the “right culture.’  These statistics highlight that organisations are placing a paramount focus on strategy rather than enhancing culture contradicting Bock, L. (2016).  culture eats strategy for breakfast article.
In 2015 Peter Cheese, CIPD argued that culture is still a grey area which needs enhancement stating ‘Managers often don’t understand the culture because they are not very good at listening to employees’ (Peter Cheese 2015).   This supports Farnham (2015) argument that culture can only be made ‘great when corporate values are acted upon and monitored by management’. Deloitte (2016) argued that culture should be cascaded from the CEO down with the CEO responsible for business strategy and culture as an amalgamation.   This is reflective in Disney’s corporate culture where leaders’ behaviours and values align coherently the outcome is usually a workplace culture that reflects identical values.
 However, Schein (1997) studies highlighted that internal culture is not on the surface of the organisation but what lies in the foundations and is more complex than anticipated.  Schien’s (1997) levels of organisational culture places a solid focus on the third level of vales stating they are the most influential level of organisational culture.  
In 2012 CEO of Enterprise rent- a- car Taylor placed focus of customer service gaining six points on the J.D Power Customer Satisfaction Reports and locating a position in the top three by 2015.  When asked how this was achieved Taylor against established competitor Hertz Taylor stated ‘Culture’.  (Forbes 2015).    Merchant (2011) article in Harvard Business review elaborates that Culture will always triumph strategy highlighting, ‘The best strategic idea means nothing in isolation. If the strategy conflicts with how a group of people already believe, behave or make decisions it will fail. Conversely, a culturally robust team can turn a so-so strategy into a winner’. Merchant (2011)

Myatt (2012) however disagrees with the concept that culture trumps strategy arguing that culture is not possible without corporate business strategy and companies that ‘luck’ their culture are unable to sustain its value, adding that culture formed in a moment can change and disappear in a moment.  Myatt (2012) concludes that if culture is developed outside of the strategy and is not driven by the strategy then it can become a dangerous intoxicant.

In conclusion it can be debated that ‘An organisation’s culture affects every aspect of how the organisation operates and how work gets done. In the quest for sustainable performance, ensuring their culture is fit for the future is a high priority for many organisations’. (CIPD 2011).  However, if the concept of culture is overlooked or mismanaged throughout the hierarchy the organisations vision and strategy can too be questioned. With an enhanced focus being placed on organisational culture it can be seen as a strategic tool that shapes the way in which an organisation successfully implements and exceeds it strategy.  Culture can be viewed as the hidden support function of strategy.













1. Critically evaluate the statement “there has been a shift in mindset from ‘push’ to ‘pull’, explain what this means for businesses/organisations now and what this could mean for businesses/organisations in the future.

The concept identifies that the pushing influence of shareholders has evolved to the pull of the employees and consumers wanting business to act more socially responsible.  As organisations plan for the future they need to place emphasis on the concept of colleague engagement.  Consumers are also keen for businesses to work being socially conscious with many organisations steering to be ‘greener’ with sound Corporate Social Responsibility policies in place.

CIPD (2019) argue that organisations need to have employee work engagement where the employees feel control their state of mind allows them to display vigour, dedication and absorption.  Research conducted by UK Working Lives 2018 highlighted that only one in three felt full of energy and only half are willing to work harder than they have to. The study also illustrated a fifth of workers feel they are ‘under excessive pressure’, a fifth feel ‘exhausted’, and a fifth say they are likely to quit their job in the next year. 
The 2009  MacLeod Review established four key ‘enablers’ of employee engagement:
· Leadership that gives a ‘strong strategic narrative about the organisation’.
· Line managers who motivate, empower and support their employees.
· Employee voice throughout the organisation, to involve employees in decision making.
· Organisational integrity that stated values are reflected in the actual organisational culture; what we say is what we do. (CIPD 2019)
1. Identify four key areas of HRM that impact substantially on business/organisation culture.  Explain your rationale for choosing those areas and put forward suggestions as to why these areas of HRM often fail to have the desired impact on business/organisation culture.
The four key areas of HRM are staffing, training and development, motivation, and maintenance.
















Section 1 (continued)

Answer either a or b
OR

b. Drawing on relevant literature describe what should be the priorities of HR in driving positive workplace culture for the future.

A positive company culture in many cases it is now seen as an essential. With so many changes happening within our organisations, it is vital to consider how employees are managed, developed and supported. A number of factors are more obvious, such as influences from changing technology, organisations need to ensure that employees are equipped with the right skills so that they are aligned with the organisation’s strategies and vision. This is so that they can sustain a competitive edge in their sector and achieve success in their respective markets.
 The paramount focus for organisations is culture, with firms arguing the best way to attract potential employees is through the organisations culture. Deloitte (2012) conducted a study that highlighted 94% of executives and 88% of employees stated distinct corporate culture is vital to any business’ success. Deloitte’s survey also elaborated that there is a strong correlation between employees who claim to feel happy and valued at work and those who say their company has a strong culture. (Deloitte 2012).
 Recent research conducted by Forbes 2018 evaluated 15 Effective Ways HR Can Help Create A Sustainable Company Culture.  The results identified that HR should:
1. Be a proactive culture consultant
2. Define and communicate
3. Include all employees in the process
4. Incorporate sustainability into the brand
5. Enable strategic alignment
6. Follow your corporate strategy
7. Focus on how the culture feels
8. Identify areas of focus
9. Play ‘The catcher in the Rye’
10. Walk the Talk
11. Find and retain the right people
12. Integrate Company values into training
13. Start with commitment
14. Serve as Architects Of Culture
15. Advocate for the Company values
These focus points identify support Peter Cheese ideology that HR should be supporting mental health in the workplace through culture.  
“HR will always have a very profound role in this and HR needs to take that bigger perspective around culture and leadership, whereas occupational health may be looking more at the evidence-based interventions,”  (Peter Cheese, CIPD 2019).
An additional study conducted by Deloitte (2017) stated it was HR role to focus on the overall employee experience, Through new approaches such as design thinking and employee journey maps, HR departments were seen focusing on understanding, improving and adapting this complete experience to enhance employee engagement, culture and the overall employee experience.
























Section 2 (Not based on the article)
Answer either A or B in each section.
To communicate your answers more clearly, you may use whatever methods you wish, for example diagrams, flowcharts, bullet points, you need to provide an explanation of each.
2.1
a. David Ulrich’s Business Partner model has attracted much debate since its inception in 1997.  Leading organisations such as Netflix appear to be moving away from this model of HRM.  Critically examine whether the Business Partner model is fit for the future, highlighting it’s proclaimed benefits and potential shortfalls.  Demonstrate your breadth of knowledge on alternative models of HRM.
Many organisations have utilised the Business Partner Model over the 20 years since introduction dependant on their organisation’s maturity curve. The Business Partner model initially introduced by Ulrich in 1997 has identified a number of flaws with the advancement of HR.  It has been criticised for being to standardised with its theory lacking empathy with tailoring HR practices which organisations now view as a competitive edge.  Ulrich (1997) criticise organisations use of the model stating it was being used with assuming it was a solution rather than a number of assumptions.  Small organisations have known to argue that the model is not fit for their organisation as shared service centres and centres of excellence are unaffordable and undesired.  In terms of the future we must understand that the world of work is evolving with a large increase in the gig economy, where a shares services model becomes a contractor model and all the theory becomes void.  However, Brett Walsh, global human capital leader at Deloitte (2016) has argued that even though HR is continuously evolving with many HR professionals critiquing Ulrich’s model it is still ‘very much alive’. 
The Harvard model (Beer 1984) is one of the most significant and influential models of HRM. This model creates a link between 5 significant opponents, situational factors, stakeholder interest, HRM Policies, HRM outcomes and long-term consequences.  This model focuses on the desired HR outcome of either commitment, competence, congruence or cost effectiveness.  With the concept of employee wellbeing being a paramount issue, this model leads to favourable out comes inspiring individual well-being, social wellbeing and organisational effectiveness.
The Warwick Model (Hendry and Pettigrew) was a development on from the Harvard Model and represented an analytical approach to HRM.  Similar to that of The Harvard Model the framework looks at five key elements, The outer context, the inner context, Business strategy content, HRM content and HRM context.  
An earlier model than Ulrich was that of Fombrun, Tichy and Devanna Model (1984) which focused on four functions of HR and their irrelativeness.  The functions were detailed as selection, appraisal, development and rewards.  
Guest (1989, 1997) Model of HRM.  Guest wanted to steer away from traditional Personnel Management confirming that HRM is a more strategic formation with six dimensions of analysis.


2.2
a. Milton (Friedman, 1970) believed making as much money as possible is a company’s only legitimate goal.  One of Google’s core values, being ‘you can make money without doing evil’ (Bock, 2016) takes a broader perspective.  Drawing on relevant literature discuss the ethical pitfalls of a purely capitalist approach in the current business climate.  Put forward examples of progressive organisations who are setting the standard for ethical best practice.
‘When we make decisions based on good principles, and live by good values, we can improve the lives of others and the experiences they have at work’ (CIPD 2019).
Farnham (2015) concludes research that most organisations have stereotypically been motivated by economic gain and not ethics.  It has been argued that organisations are not agents of mortality and therefore are not driven by moral imperatives.  However due to the current climate where the pull strategy is imperative with employees having more ‘pull’ within the workforce and consumers keen for organisations to take responsibility for their actions there lies accountability.  The UK has not been very proactive with the promotion of ethical policies through HR but ethical behaviour predominantly dominates HR practice and research.  
Winstanley et al (1996) have identified that the relationship between ethics and HR is emerging and therefore a vital focus point.  They identified three areas of focus, ethical concerns, ethical frameworks and putting ethics into practice.  Winstanley et al (1996) also adds that common sense ethical framework supporting HRM policies can be viewed as weak ethical action based on an organisations utilitarianism.  Winstanley et al (1996) therefore identifies an additional number of alternative frameworks analysing HRM including :
· Basic human, civil and employment rights
· Social and organisational justice
· Universalism
· Community of purpose
The Co-operative Bank have been operating a successful customer led Ethical Policy for 28 years.  Their Ethical Policy is based around 5 pillars, ethical banking, ethical products and services, ethical workplace and culture, ethical campaigning and ethical business.
In 2017 Ethisphere published a list of organisations deemed to be the World’s Most Ethical Organisations.  Starbucks have been listed every year.  Starbucks is one of the world’s most Starbucks makes places a conscious focus on being a responsible company and conducts business operations in an ethical manner.  They steer their ethical Policy through community, sourcing, environment, diversity and wellness. Starbucks has openly voiced its commitment to being socially responsible and they make their customers aware of their ethical performance.
Within Starbucks, Business Ethics and Compliance work in correlation to support their overall mission “To inspire and nurture the human spirit – one person, one cup and one neighbourhood at a time.” It helps to protect their culture and their reputation by providing resources that help partners make ethical decisions at work. Starbucks has makes conscious efforts to fulfil its mission. The majority of reports received by Business Ethics and Compliance involve employee relations issue that provides alternative reporting mechanisms as part of a comprehensive ethics and compliance program. Starbucks believes that conducting business ethically, creating a positive culture and engaging with their customers to portray their vision is vital to their success.

[bookmark: _Hlk14347090]2.3
a. Drawing on relevant literature discuss the contrast of traditional command and control leadership models such as ‘position power’ (French and Raven, 1968) and contemporary distributed leadership theories as purported by Bolden (2011).  Provide examples of such leadership theories utilised in practice and put forward your viewpoint on the merits of the same.
OR
b. Leaders in twenty-first century organisations have two competing challenges.  Getting things done to meet today’s needs, whilst adapting what they do so that their business can thrive in the future (Heietz et al 2009).  Discuss the emerging leadership models that are trend setting in this regard.  In particular; consider the importance of the ‘follower’ and the diversity of challenges the most forward-thinking leaders are overcoming in order to excel.







OR
b. An article in the Independent tabloid (2018) stated that four in ten people in Britain now run at least one business alongside their primary job.  According to research conducted at Henley Business School, the number of Brits launching additional careers – dubbed ‘side hustles’ - is set to increase to half the population by 2030.  In what other ways have the workforce morphed in to a more flexible and dynamic workforce nationally? Draw on relevant research to support your views on current and future drivers for flexible working.

Charles Towers – Clark, HR Magazine released a statement in April 2020 to suggest that COVID -19 has highlighted that a focus needs to be placed on flexible working and self-management. 
As argued by Pfeffer and Salancik (1978) argue, ‘organisational activities and outcomes are accounted for by the context in which the organisation is embedded’. 


Flexible working can lead to direct and indirect business benefits and is now considered a megatrend (CIPD 2020).  Research has shown that flexible working practices and supporting HR practices form a working relationship that is responsible for above average organisational performance.  This correlation working is considered a high-performance work system.  

Atkinson’s flexible firm model (1984) provides a framework based on analysing internal hierarchical labour markets by creating a “core” and a “periphery” workforce stating that the flexible firm has a variety of ways of meeting the need of the organisation.  The model advocates the integration of flexible conditions within an organisation's functional operations so that it can meet the requirements of a competitive market resulting in the achievement of goals and aims.  

The CIPD Megatrends report on flexible working illustrated that between 2005 and 2017, the share of people with a flexible working arrangement as defined by the Labour Force Survey increased 4% from 23% to 27%. (CIPD 2019).  It is understood this rise is due to the number of employees taking on zero-hour contracts.  The CIPD report also shows there has been a significant rise in the number of self employed since 2005 with research suggesting this is due to flexibility.  The Flexible Working Task Force was established in 2018 to help widen the availability and uptake of flexible working across the workforce by bringing together a range of organisations with relevant reach and expertise.
Employers are currently faced with the focus and raised awareness on mental health with “one in four people in the UK having a mental health problem at some point” (HSE 2019).
The Stevenson/Farmer Review of Mental Health and Employers (2017) identifying that 15% of people at work suffer from symptoms of an existing mental health condition. The Thriving at Work framework proposes a set of mental health core and enhanced standards which all organisations can implement to help support promotion of positive colleague mental health.
The impact of not applying a mental health strategy to the organisation could see an impact on employee wellbeing, increased absence levels, a decrease in colleague engagement and a decreased level of productivity potentially resulting in a loss of sales.  In 2018, the CIPD found that poor mental health was the most common cause of long-term sickness absence in UK workplaces and that stress-related absence had increased in nearly two-fifths of organisations (CIPD 2018).  Flexible working can be viewed as a positive supportive solution to help those suffering with mental health whilst trying to have a health work life balance.
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