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According to Waite at el. (2021) external influences can be categorised into to the micro environment and the macro environment, both of which could impact the organisation’s activities. The micro environment could include customers, suppliers and the public whereas the macro environment includes economic, social and environmental factors.
Two key external influences that are currently impacting the FUW Ltd (Farmers’ Union of Wales) is Covid, political matters and the use of technology. 
One of the biggest external influences that has affected the FUW recently was Covid-19. Pre covid the FUW was an office-based environment with members often visiting one of the 13 offices across Wales. When the pandemic hit there was a sudden need to adapt quickly, for many staff it meant they had to develop and learn new skills quickly to adapt to online learning and working. The way staff had to interact with members had to change, the monthly/quarterly meetings that were often help in Head Office now had to take place virtually, this brought along its own challenges. There was also a personal effect on staff, now  working from home, many found lone working very difficult, and it would affect this mental health and confidence. Line managers were called upon more in order to effectively help their staff members through this time.
As well as covid forcing us to use technology more, developments in technology are also having an effect on the FUW. Because of the availability of technology, it enabled the FUW to adapt very quickly during the pandemic with a very seamless transition for members. Covid 19 showed that the FUW was not prepared for the future use of technology but with the ever-changing technologies available therefore the company must now prioritise the learning and development of these new and future technologies.
Another factor that impacts the FUW is the Government, the work that the FUW does on behalf of their members is wholly dependent on what changes the Welsh Government make regarding Welsh Agriculture. In July 2023 the Welsh Government announced they would be stopping Glastir payments for farmers and would be introducing a new scheme, the Habitat Wales Scheme, this scheme was opened 29th of September and forced the union to act quickly, by training up our staff to understand the scheme and offer a new service to members, by helping them gain access to the scheme. This also ties into the development and dependency on technology, a large proportion of the FUW’s members are much older and less computer literate. According to the FUW’s report (FUW Ltd, 2022) 50% of our members that responded “felt the internet they had access to was not fast and reliable” causing a lot of members to feel they could no longer access new government schemes with many of them forcing farmers to use technology to apply for grants, log livestock movements etc. this significantly disadvantages the members, and impacts the services offered from the Union.

Q2 – AC1.2
The well-known quote “If you fail to plan, you plan to fail” (Benjamin Franklin 1790) is incredibly accurate when it comes to planning for business goals.
The FUW has outlined its goals in their Business Plan (FUW Ltd, 2023, p.8), one of the goals is to “be the voice of the farmers of Wales at all levels of Government.” The FUW currently has a Senedd and Parliamentary Affairs Officer who is key in linking the FUW with members of the Senedd and Westminster, but in the Business Plan it does refer to building engagement with MSs that have had little to no engagement previously and to develop the relationships with the local authorities as well as Senedd members to get member voices heard at all levels (FUW Ltd, 2023, p.51) this is key to developing agriculture in Wales and ensuring the voice of our members are continuously being heard.
The second goals is to “provide services to members in line with the Vision and Mission of the Union.” (FUW Ltd, 2023, p.8). Staff will meet this goal with the potential in “enhancing and upskilling County Executive Officers’ specialism” (FUW Ltd, 2022, p. 30) and developing the current partnerships the Union currently have with external organisations to offer more to the members.
It is important for all organisations to have goals, as Waite et al. (2021) notes that goals ensure that businesses and individuals have “direction and motivation” while being “challenging and achievable” at the same time.
One model for setting effecting goals and objectives is the SMART structure, outlining that objectives must be specific, measurable, achievable, relevant and time bound.

Q3 – AC1.3
The main customers of the FUW are Welsh Farmers, varying from tenanted farmers, large farm owners, farm workers and owners of small holdings. The overall service that is provided for farmers varies depending on the current needs but overall, the vision of the Union is to support “thriving, sustainable family farms” (FUW, 2023, p.4).
There are currently 4 main aspects that the FUW target, providing support and guidance on a county level, by helping members with any agricultural queries and providing support with agricultural schemes and administration; discussing member views and feeding back to the central policy team to further shape the FUW’s policies; lobbying on behalf of members and influencing the Government; and ensuring key messages and changes are communicated with members via the policy standing committees (FUW, 2023).
Although the FUW have these 4 main services currently, they are continuously looking at the customer needs and the changing environment which greatly impacts the work of the FUW, therefore it is important to keep evaluating the services provided to ensure customer satisfaction (Waite et al, 2021).

Q4 – AC1.4
Over the years, the development of workplace technology has become very apparent with many options already fully integrated. Covid caused a major shift in the way companies worked, including the use of data storage and sharing, virtual meetings, digital HR systems and virtual learning platforms, the world had to adapt very quickly from 2020.
Although there is clear evidence of workplace technology improving performance there will always be some concerns.
Changing the way we work to incorporate technology has benefited the FUW in many ways, firstly the way we store all our documents on google drive has been beneficial with the ability to share and collaborate on a live document although staff may be working in different offices or even from home. The other big change for the FUW was the use of virtual meetings, 2 of our key services involve interacting with members to obtain their views on agricultural matters, while in lockdown the usual face to face meetings were no longer possible but introducing zoom maintained that open platform for members to express their views. This change has now continued as a hybrid option, with many staff and members opting to join virtually to avoid having to travel across the country.
In the report (CIPD, 2020) it states that “of those employees reporting a change in their technology use, 50% feel that they now need more skills and knowledge to carry out their role” and 80-93% don’t believe technology has improved business performance. The report also states that because of portable device, 29% of employees find it difficult to set “boundaries between work and home life” and 26% say it has had a negative impact on their mental health.
Chase (2019) refers to previous revolutions where horses have been replaced with machines therefore reducing the number of horses there are, he implies that new artificial intelligence could in the future take over from human jobs although ACAS (2019) notes that “looking at the evidence on job destruction versus job creation, there is simply no clear picture.”
Brinkley (2018) discusses the use of technology in the workplace and states that “[technology] will help drive the rise and fall of industries, create and destroy business models, expand some jobs and eliminate others”. It is clear that is organisations do not evolve with the ever-changing world of technology they will be left behind.
The report (CIPD, 2020, p.23) references their recommendations on workplace technology and the key aspects to ensuring technology is used correctly; People professionals should be key in “designing and delivering workplace change involving technology”, ensuring the employee voice is heard, maintain and develop trust with staff, ensuring training and development for staff and “develop a holistic approach to health and wellbeing that makes good use of technology”.

Q5 – AC2.1
According to Molander and Winterton (1994, quoted in Waite et al, 2021, p27) organisational culture “is made up of traditions, habits, ways of organising and patterns of relationships at work.” Whereas Schein (1985) broke organisational culture into 3 categories and displayed them as an inverted triangle with basic assumptions on the bottom, then shared values and then visible artifacts.
Shein believed that to understand an organisation’s culture they must understand the basic assumptions although it is often easier to see the shared values and visible artifacts of an organisation. He noted that (Schein, 1985, p.36) “the essence of a culture lies in the pattern of basic underlying assumptions, and once one understands those, one can easily understand the other more surface levels and deal appropriately with them.”
Clearly organisational culture can be viewed in many ways but at the core it always “at the heart of an organisation” Waite et al. (2021) and can be very complex.
Usually at the heart of any organization are core values, but they must be implemented clearly for the staff and for the customers. Waite et al. (2021) suggests that in order to have “a positive workplace culture it must include:
· Open and honest communication
· Employee involvement in planning and shaping the work
· Collaboration and support across individuals and teams
· Fair reward systems
· Opportunities for growth
· Low employee turnover
· Sense of job security”
This suggests that a positive workplace culture doesn’t only include the senior staff and the management team, it involves all employees. Waite et al. (2021) also goes on to discuss how people practitioners can promote a positive organisational culture by “developing and promoting fair policies; supporting the worker voice and viewpoint; promoting and role-modelling effective workplace values and behaviours; and upholding good and ethical practice.

Q6 – AC2.2
Organisations are usually made up of many different departments, FUW Ltd is made up of the policy team, county staff, finance, administration and the senior team including the Chief Executive, but all these departments inter-relate, some more than others but as a whole the organisation is dependent on them working together because of this it is key that all staff within the FUW understand the organisational culture to maintain the business’ reputation and overall employee experience (Waite et al, 2021). McKinsey (2008) indicates that organisations are made up of 7 core elements with each of them being just as important to the organisation. The 7 elements are style or culture, the way things are done in the organisation; skills, relating to the skills of the company as well as individuals’ skills and how they work together, McKinsey discusses the developing drive for organisations to gain specialised skills in order to be competitive; systems, meaning all the processes of the organisation as a way to define and improve a business; structure, is the overall organisational chart of all staff members; staff, looks at the individuals within the organisations and the individual skills and talents they bring to the company; strategy, which looks at what the company is doing in order to achieve their goals; all these elements are underpinned by the last element, shared values, this looks at the overall goal of the business and the reputation of the company. Making changes to one element of the organisation, whether voluntarily or by force because of an external factor, would likely impact the other aspects of the organisation as well (Waite et al, 2021).

Q7 – AC3.1
Change will always happen within organisations, sometimes it is by choice in order to better improve a system or strategy to meet customer needs, but it can also be caused by an external factor such as legislation changes or developments in technologies. Organisational change can be broken into two types, incremental and transformational. Incremental would be a smaller change, quite often part of continuous development but transformational change would be a significant change, for many the Covid -19 pandemic caused a transformational change for their business (Waite et al, 2021).
Sometimes an individual’s efforts to bring about change might happen independently, without being integrated into a wider change strategy. If a change focuses on implementing a new organisational structure but doesn’t consider the importance of introducing corresponding systems or processes to uphold that structure, the likelihood of success decreases (CIPD 2023).
Not planning for change can cause it to fail for many reasons, there may be a lack of training provided, it may be poorly communicated or implemented, or there may be a lack of leadership with the change, CIPD (2023) note that all of these could lead to staff resilience and resistance to change in the future. Cameron and Green (2019) believed that change should be planned based on the type of organisation, with the main types being machine; political system; organism; and flux and transformation, they then outline the type of change framework that would work for those organisations.
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Waite et al. (2021) focusses on Kotter’s 8-step change model:
1. Establishing a sense of urgency
2. Creating a guiding coalition
3. Developing a vision and strategy
4. Communication the change vision
5. Empowering broad-based action
6. Generating short-term wins
7. Consolidating gains and producing more change
8. Anchoring new approaches in the culture
This is a widely used model for organisations as it takes into account the culture of the organisation, this is a key way to ensure the change is effectively managed.

Q8 – AC3.2
Although change is often the main responsibility of one person, usually there are many within the organisation that would be involved in the project and people professionals are often part of that group either as a driver of change, facilitator, or a consultant/advisor (Waite et al, 2021). Quite often people professionals will be key in implementing change but be working behind the scenes (CIPD 2023). AS mentioned above there are many steps in implementing change and a people practitioner would be part of all of these. Waite et al. (2021) explains how a people practitioner is “key in setting the agenda for change, being innovative showing passion and integrity in doing the right thing” they would also be the ones ensuring communication and transparency with other staff in implementing the change.

Q9 – AC3.3 
When organisational change is planned carefully and implemented correctly it can be very beneficial to the business and it’s staff but if implemented incorrectly it can have a very detrimental effect on those involved. Kubler-Ross developed a model for explaining the grieving process in the 1960s, today this modal is widely used and referred to as the Change Curve today. The model shows the stages of responses to an unexpected change, first they would be in shock and denial; then they may be angry, they may possibly start negotiating, followed by depression and finally acceptance (Waite et al, 2021). These responses can be very troubling for employees and can be significantly reduced if the change process is planned carefully. Some responses to change may be very personal due to their upbringing, their view on life or their personality, therefore it is important that the people practitioner understand the negative effects of change in order to better support those individuals. Ensuring a smooth transition into a change is imperative for businesses to ensure there is no loss of business, or loss of staff due to stress or other issues, by working together and planning carefully for change there should be little impact on the business and employees will be much more comfortable.
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Frameworks Machine Political system Organism Flux and transformation
Lewin, three-step model v v

Bullock and Batten, planned change v

Kotter, dual operating system v v v

Beckhard and Harris, change formula v

Nadler and Tushman, congruence model v v

Bridges, managing the transition v v v

Carnall, change management model v v

Senge, systemic model v v v

Laloux and Robertson, self-governing structures v v





