
Andrew Scott Ltd – Information Sheet 
This information sheet is where you will be able to get a small insight into Andrew Scott Ltd, it explains who we are, what we do and what our beliefs as a long-established Company are.


How External Influences Can Affect Us
Having been established in 1870, through the years Andrew Scott Ltd have had to rise and adapt to many factors, none more so than the external factors in order to survive and continue to be successful for as long as it has.  The same challenges remain in today’s current climate, whilst there are many external factors affecting the construction industry, one of the biggest key external influences affecting not just Andrew Scott Ltd but most if not all construction companies is the rising costs of materials for example; Steel and Timber to name just a couple.  An article recently read states that the ‘Outlook bleak for construction in 2023’ Pitcher (2022) and are predicting high costs’ so with this in mind pricing jobs for new and future potential clients is proving to be a risky and potential costly matter.	
As a Company we therefore must cautiously approach and deal with the somewhat impossible task of trying to predict what the increase in costs will be for a job that isn’t due to start immediately, sometimes for jobs won’t start for another year or even more after it’s been priced meaning the profitability on a job is sometimes taken away, which for a Company profit is sometimes the main aim.        
With this in the forefront of our minds we understand that building a strong relationship with our supply chain is something that should be carefully but strongly formed, this in turn can help cost cutting, high efficiency rates, generally fewer defects but also overall satisfaction that a supply chain relation has been formed.   As mentioned in a blog by Minett (2022) ‘whilst forming a supply chain shouldn’t be a box-ticking exercise – it’s an opportunity to make a real difference’, and for this reason we always aim to maintain a strong and successful relationship. (AC 1.1)


Our Business Goals
Organisation goals is what creates a focus for a business.  Mission, vision, values and purpose is what organisations can then follow.  Whilst focus comes first, the vision is what can provide the direction and potential view of the future.  Value will identify the expected behaviours of the organisation and then purpose will be the reason why the business exists, as described in People Practice. Waite, K et al. (2021, p9)  A mission statement can help an organisation and act as a guide for making decisions.  The management style of an organisation can have a big effect on a business, it can effect how the business develops, a relationship between management and staff is how you can encourage staff to feel their worth and purpose which in turn can motive them to want the success of the business.       
[bookmark: _Hlk120972139]Whilst our main goal at Andrew Scott Ltd is always and importantly that we deliver a job well with quality, innovation and care (Andrew Scott Ltd, 2021).  We acknowledge that to achieve this we need to have a good and enthusiastic workforce (Andrew Scott Ltd, 2021). We, over the years have had many long term employees, some of whom have worked for Andrew Scott Ltd for 40 years plus!  Although we realise that this would mean we are retaining an aging workforce, we cannot ignore the fact that these employees have committed most, if not all of their working life to the Company and for that this is why we would always strive to retain as many staff, new and old, as often as we can.
As there is much competition out there, for this to happen today, there are many Companies that have many incentives to entice employees to leave their current employers, so with this is mind we also must come up with some sort of incentives that can not only encourage employees to stay, but also maintain a happy and committed workforce. Cotton, C., Gifford, J. and Young, J. (2022)       
An extra day’s holiday that can be used on your birthday is a very simple and easy incentive that can be applied and for many years salary was the main force when it came to pulling in new employees and also retaining employees.  Although this can still be a factor today, what we need to think is, is this really going to encourage staff to remain with Andrew Scott Ltd?  We can see that one of the biggest working incentives out there these days is hybrid working. Gray. G (2022)  Many Companies now use this as a major employment advert and whilst we all understand that this isn’t always possible, especially in the world of Construction, we must try to facilitate this where we can, in order to retain our staff. (AC 1.2)


What We Do
Andrew Scott Ltd are proud at being able to still continue to deliver successful building and civil projects throughout the UK.  Whilst in previous years we may have tended to focus on civil projects working very closely with established Companies such as Tata Steel, AB InBev and Princes Foods (Andrew Scott Ltd, 2021).  In more recent years we have been delivering very successful building projects for the Local Authorities which have consisted of schools (Andrew Scott Ltd, 2021), stadiums and hospices (which was opened by the late Queen as one of her last known appearances). (Thames Hospice, 2022)  We also have achieved high end projects for private clients such as a man-made surf lagoon to name just a few (Andrew Scott Ltd, 2021).  We were very proud and honoured to be able to very quickly construct field hospitals at the height of the Covid pandemic, a project that had to very quickly established and carried out (Andrew Scott Ltd, 2021). (AC 1.3)


Our Technology
Every day technology is changing the way how businesses can function.  Internet and Wi-Fi, emails and social media have completely changed the way business can now communicate not only with each other but also in how they carry out day to day activities.
If we were to think that meetings could take place so easily via a webcam even only a few years ago, many businesses wouldn’t have thought it would work.  Covid changed the way technology was brought into businesses and also at a much faster speed as previously introduced by companies.  With this in mind, developing businesses and how successful they are in introducing new such technologies depends on the willingness of the employees and how they are willing to adapt to the new processes of working. As written it suggests that the ways in which people react to different technologies depends on the years in which you were born. Waite, K et al. (2021, p20)  Thus bringing in ‘Generational Differences’ it also states that the generations born after 1982 are referred to as ‘Virtual’ or ‘Net’ generations simply because these people have the natural affinity with technology.
At Andrew Scott we use Dropbox, this is somewhat seen as a relatively new way that we can save our data.  Using Dropbox means that there is instant access to files which in working terms means that work can be processed at a much faster rate.  
[bookmark: _Hlk120974851]Communications is probably one of the biggest areas where technology has caused the biggest amount of change.  Normal conversations have now evolved to conversations taking place using devices such as instant messaging, video sharing and social media. Waite, K et al. (2021, p22)  There are ‘Ten Levels of intimacy’ listed and it appears how technology does show that in some ways there is a deterioration of what was deemed a natural conversation that us as humans now have because there is natural distraction to notifications and devices. Waite, K et al. (2021, p22) (AC 1.4)


Organisational Culture – Is it Important?
Organisational culture is what businesses deem to be the heart of an organisation.  By having organisational culture it can reflect what the companies traditions, purpose, beliefs and values are and how these can influence the way in which people might behave.  As written in Peoples Practice it reads that, Organisation culture provides the context in which people operate.  It indicates what is acceptable or not in that environment and how people should relate to each other. Waite, K et al. (2021, p28)  There are many definitions of culture, they are: Edgar Schein who describes the three levels of culture.  George and DiTomaso who makes a distinction between a strong culture and a weak organisational culture.  And Charles Handy who suggests that organisational cultures comprise of four different sub-cultures.  The precise mix/influence of these sub-cultures that can produce the organisations unique culture are as follows: Club (or power), Task (or team), Role (or bureaucratic) and Existential (or individual).  Whilst Handy lists these four cultures and claims that all four cultures will be present in every organisations’ culture, it is said that it is very likely that one of these will dominate the others. Waite, K et al. (2021, p28)
As stated in the fact sheet complied by the CIPD it states that for organisational culture there are HR systems and processes that can be put in place to help, but as for many organisations it isn’t enough on its own to help make a real progress. (CIPD, 2022) 
Also diversity is important and not an option, it’s very much seen as a necessity.  People can feel very positive when they feel they have been heard and that their opinion matters to the organisation.  This helps build up a culture of belonging and support.  To be diverse organisations need to become aware of bias or unconscious bias that the organisation may have, from difference races to religions.  Natural instinct would be to go with your own individual beliefs and keep bringing in people like yourselves, this though would result in there being no differences to the uniqueness of the employees, which would then mean you’re limiting the chance to have a workforce of diverse people. (AC 2.1)


We Connect as One
Organisations are built and made up of a different variation of functions, divisions, teams, offices, cultures or systems, it states that there is increasing recognition of how the different aspects of an organisation can all interrelate with each other. Waite, K et al. (2021, p34)  It mentions as an example, when an organisations’ mission would affect its value, the purpose would affect its structure and the processes to that would in turn then affect the employees experience and finally affect the organisations reputation.
[bookmark: _Hlk120453276]Once again it is explained that there is an holistic approach in which organisations can use to determine their approach to analysing or planning. Waite, K et al. (2021, p34)  This is when an organisation can recognise everything as a whole, for example its processes, practices, systems, people, culture and leadership and how they would all interact to deliver what the business wants to deliver its services.
There is a holistic style of thinking that organisations can use and this is the McKinsey 7-S Framework.  This is a model framework that was developed by Robert Waterman, Tom Peters and Julian Phillips whilst they were working at the McKinsey Group. (McKinsey & Company 2008)
It’s a model that reflects on how the seven key aspects or elements of an organisation are interrelated but also dependent on each other, with aspects being underpinned by shared values.  The main reason for using the tool was to understand the excellence in companies and how they could become the best company to work for.  The seven elements of the McKinsey 7-S framework model are Structure, Systems, Style, Staff, Skills, Strategy and Shared Values. (AC 2.2)


The Importance of Organisational Changes
[bookmark: _Hlk120977393]The importance of planning and managing change within the workplace is very important, the more aware you are of the change the more aware you will be of the potential obstacles and implications that could possibly occur.  Being aware of this means that we are much more likely to be able to manage the repercussions that there might be more effectively.  There are two types of change, these being Incremental Changes which are small steps in a process of change, this is when build on previous changes but have continuous improvement.  It would mean that the changes fit within the existing paradigm.  Then there’s a Transformational change, this is a change where it would mean you are imposing a break with what has been in place in the past, this then would mean a significant change in how the organisation would operate going forward.  However this would result in a new paradigm being introduced. Waite, K et al. (2021, p37)  These two types are changes are what Kindler 1979 has defined.  Change can be planned or emergent but either which way it is important the consideration of who it impacts and the possibility of resistant to any change needs to be considered.  The most common and easiest way to be able to manage any changes and possible implications is communication but it is important that this is known to everyone within the organisation.    
For a successful change to happen any potential resistance or worries need to be planned for so that prevention can be put in place to stop any interferences or the potential resistance of employees due to their mindsets being unwilling to allow any change.  Kurt Lewis is listed in People Practice as he supports the approach of his theory of ‘unfreeze – move – re-freeze’ which recognises practices that have been embedded and as such mindsets that could be fixed and hard to change. Waite, K et al. (2021, p38)
There is also Kotters 8-step Change Model that has a proven process and has been successfully put in place to implement a change to projects.  The 8-Step Change Model is as follows: Establishing a sense of urgency, Create the guiding coalition, Developing a vision and strategy, Communicating the change vision, Empowering broad-based action, Generations short term wins, Consolidation gains and producing more change and finally Anchoring new approached in the culture. Waite, K et al. (2021, p38) (AC 3.1)



Change – Our People
The role the people professionals play within change is very much a significant one, in any change management process its said that they often act as ‘stage directors of change’ thus playing a very critical role, this being carried out behind the scenes though.  The report listed on the CIPD website provides various recommendations that people professionals should consider if wanting to be a successful expert facilitator of the change that is being carried out within the organisation.  These recommendations are: Be willing to work as the ‘hidden hand’ of change, highly relevant to its success.  Working in partnership with the business leader and their executive team and support them as ‘back stage’ support for their ‘front stage activity’.  Also Facilitate the translation of the overall visions through communication and finally create change advocates, removing any issues or concerns, act of measurement and be willing to ensure leader visibility. George (2021) (AC 3.2)


Factors of Organisational Change
As like it is with many factors in the world of business, change is inevitable and also not really an option.  It’s something that everyone and all businesses have to deal with at some point so keep surviving and remain relevant. As stated, change is a fact of life and makes it increasingly important for a business to be continually developing, progressing its business and reinforcing its values. When imposing changes whether it be changing peoples roles for example you have to be aware of the different ways that individual can react. Waite, K et al. (2021, p37)  The impact of change can be compared to the Kubler-Ross theory which is referred to as the Change Curve where its listed that the ‘responses’ are spaced along a curved line in the following order shock and denial, anger, bargaining, depression and then acceptance. Waite, K et al. (2021, p39)  Andrew Scott Ltd is always willing to accept these responses and would remain hopeful to think that we would always be mindful to each individual in order to learn from them, so that we might be able to gage what type reaction could be given if and/or when changes are to be imposed to the person as individual or to the company as a whole. (AC 3.3)	























[image: https://ci3.googleusercontent.com/proxy/6_IjgI4sGcA2i0B3bG6M4mJSSMftMuDx6DGj3FBiCltWOia535gANtB9ay625csAEHumh8Zjxo3tXYTyy11favLGerwnpzokR5uh0dVnRNn-EFwwu4FkJ2qSaIaInNywtJ_OofIk5UXWrAnV_cX22i0zzRkQJPsX7z7762aeuTfFxcZVE4ExAHvcRR4__A6zhRpMuuiurOxbGUFpqA=s0-d-e1-ft#https://docs.google.com/uc?export=download&id=1FX7hj_i8X-LcJviXdDAwI_8rIGGW-lvT&revid=0ByUCdXKFuX50VERuRnh1ajhRbE1BNjM3QTE3MVVlb2d3bnM4PQ]
Word Count: 2528
2

References:
Andrew Scott (2021) Covid-19 Field Hospitals https://www.andrewscott.co.uk covid-19-field-hospitals/) (Accessed: 2 December 2022)

Andrew Scott (2021) Meet the Team https://www.andrewscott.co.uk/our-people/ (Accessed: 30 Nov 2022)

Andrew Scott (2021) Princes Foods https://www.andrewscott.co.uk/princes-food/ (Accessed: 1 December 2022)

Andrew Scott (2021) Quality & Innovation https://www.andrewscott.co.uk/quality-innovation/ (Accessed: 30 November 2022)

[bookmark: _Hlk120972898]Andrew Scott (2021) The Wave Bristol https://www.andrewscott.co.uk/the-wave-bristol-2/ (Accessed: 2 December 2022)

Andrew Scott (2021) Ysgol Gynradd Gymraeg Aberdar https://www.andrewscott.co.uk/ysgol-gynradd-gymraeg-aberdar/ (Accessed: 3 December 2022)

CIPD (2022) Organisational climate and culture https://www.cipd.co.uk/knowledge/culture/working-environment/organisation-culture-change-factsheet?pdf=true (Accessed: 3 December 2022)

[bookmark: _Hlk121120976]Cotton, C., Gifford, J. and Young, J. (2022) Incentives and recognition: an evidence review. Practice summary and recommendations. London: Chartered Institute of Personnel and Development https://www.cipd.co.uk/Images/incentives-recognition-practice-summary_tcm18-105466.pdf (Accessed: 5 December 2022)

George. S (2021) Change management https://www.cipd.co.uk/knowledge/strategy/change/management-factsheet#8092 (Accessed: 3 December 2022)

[bookmark: _Hlk121208936]Gray. G (2022) The future of work: Why employees now expect hybrid working as standard https://smartway2.com/blog/the-future-of-work-why-employees-now-expect-hybrid-working-as-standard/ Accessed: 06 December 2022)

McKinsey & Company (2008) McKinsey Quarterly Enduring Ideas: The 7-S Framework https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/enduring-ideas-the-7-s-framework (Accessed: 3 December 2022)

Minett.A (2022) ‘The Growing Importance of Sustainability in Construction Supply Chains’ https://www.chas.co.uk/blog/sustainable-construction-supply-chains/ (Accessed: 3 December 2022)

Pitcher.G (2022) Outlook bleak for construction 2023 https://www.constructionnews.co.uk/supply-chain/outlook-bleak-for-construction-in-2023-03-11-2022/ (Accessed: 3 November 2022)

[bookmark: _Hlk120972604]Thames Hospice (2022) The Queen and Princess Royal visit Thames Hospice to officially open new facility https://www.thameshospice.org.uk/latest-news/the-queen-and-princess-royal-visit-thames-hospice-to-officially-open-new-facility/ (Accessed: 3 December 2022)
[bookmark: _Hlk120969276]
Waite, K., Beevers., Small, N,. Tomlinson, K. and Hussain, S. (2021) People Practice A Complete Guide Great Britain & United States: Kogan Page Limited





image1.jpeg




