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Section 1-Question 1

   Q Culture eats strategy

           Organisational Culture has become increasingly prevalent recently as companies grow to meet the demands of globalisation, technology, sociological and political changes.  (Brynee, 2016) Coupled with the evolving nature of the global workforce and increased competition for talent has meant organisations need to engage their employees with an attractive organisational culture. (Silva, 2017) Culture according to Warrick, (2017) is defined as “the beliefs, values, attributes, attitudes, behaviors and practices that are characteristic of a group of people.”  Research suggests an effective organisational culture plays an effective role in molding and sustaining business outcomes such as employee engagement, attitudes of employee’s productivity and retention. (Ulrich and Brockbank, 2016, Warrick, 2017) Moreover, according to ……culture is considered the main driver in organisational success and Forbes (2017) believes it should be all good leader’s primary concentration. 
            Getting the culture right can be a critical part of organisational prosperity and implicates their ability to progress. (Yeh, 2018) According to Silva, (2017) a solid culture, comprising of capable talent, can help bolster teamwork, problem-solving, innovate concept exchanging, communication, and continuous improvement.  Nevertheless, a winning organisational culture cannot be considered a quick outcome (Dawson, 2018) and moreover, it must not be stationary. Organisations must be prepared to evolve their culture systematically to meet new trends. Ulrich and Brockbank (2016) believe that culture does not eat strategy for breakfast, but that it should treat it equally importantly alongside strategy. However, organisations must ensure the culture is positive and fitting.
           Culture can vary greatly dependent on the organisation and can foster employee exemplar behaviors. (Septian, 2019, CiPD,) Paradoxically, if organizational culture is toxic, it can bring out undesirable behaviors in employees. (Warrick, 2017). Moreover, culture, if neglected, can negatively impact productivity, decrease of employee well-being and profit reduction. (Forbes, 2019) Similarly some organisations such as Kodak failed to change their digital culture which as result led to their demise. (Gabriel, Caro et a, 2020)
                 Culture according to Forbes (2017) should be fabricated on the grounds of shared vision and values. Similarly, according to Maldonado, Vera and Ramos, (2018) culture should be seen as a company’s personality trait. According to Bock (2015), Google’s culture shines exclusively in that it fosters fun, transparency and trust. Bock (2015) champions Peter Ducker’s infamous notion “culture eats strategy for breakfast”, and passionately believes culture is Google’s critical success factor. Moreover, culture must be aligned with a meaningful mission and bespoke values of the organisation to be successful.
             Furthermore, to achieve positive outputs such as competitive advantage, there are other factors that need to be taken into consideration such as HR and effective leadership. (Kumar and Dharam, 2018 Septian, 2019, CiPD, ) It has been argued that culture is more important than strategy. However according to Kumar and Dharam, (2018) to achieve a continuous competitive advantage, culture must act as a financial enabler for the company. On the other hand, Warrick, (2017) argues that culture is the single integral element of an organisation’s success. This has been empirically evidenced by Zappos, who believe the other successful elements of their business have resulted from their culture and Yoya who transformed their culture by changing their use of language from ‘they’ to ‘we’. (Maldonado, Vera and Ramos, 2018, Silva, 2017)
       According to Forbes, (2019) a positive workplace culture enhances team working, reduces stress, promotes teamwork and improves productivity. Nevertheless, organisations much not assume it is a static entity, and be prepared to transform their culture. (Martinez et al, 2020, Klammar, Grisold and Gueldenberg, 2019) A culture must be continually assessed and evolved, in line with current trends such as technology and demographics.  Similarly, according to Forbes, (2017) organisations must keep up with the pace of culture and constantly transform to achieve uniqueness. According to Kumar and Dharam, (2018), cultural advantages can be lost and become a business problem.
               It has been argued that culture is important, but it is instrumentally dependent on the involvement of Leaders in executing the strategy and according to CIPD (2019) HR in playing a fundamental role. According to Forbes (2019) Leaders should make culture their priority, (Men, Yue, 2019, Forbes, 2020) Scholars argue that a leader is the fundamental architect of culture and if leaders do not recognize culture’s importance, it could lead to its’ decline. (Warrick, 2017, Ville and Yang, 2017)) In a similar light, according to Macpherson, (2017) it is the way in which leaders facilitate and communicate the culture is the most important element. IBM’s CEP Jeff Immett, made significant improvement to the organizational culture at pace. (Warrick, 2017) Coupled with Tim cook who reinforced the positive aspects of apple’s culture. Furthermore, Alan Mulally transformed the culture and performance of Ford in a short timescale.  Contrastingly infective leaders can create a negative impact on culture. (Cote, 2017) Moreover communication of the culture is crucial to the success. (Men and Yue, 2019)
            Furthermore, organisational culture is fostered and embedded by the behaviors of employees and material elements such as employee brand. Kumar and Dharam, (2018) Therefore according to Septian, (2019) HR should take the lead in culture execution and promotion. (Bohinska, 2018) According to Bock (2015), it was their HR director that revolutionised their culture and led culture groups consisting of Office the champions, ensuring their culture was maintained. 
     In summary, culture has been argued as more important than strategy ad is becoming a critical priority for HR. Culture is deemed crucial for organisational success however is fundamentally reliant on several other factors such as effective leadership, strongly aligned values and collaboration with HR .to be a true success. (Forbes, 2019, CIPD, 2019, CIPD, 2018)
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Section 1-Question 3
Q 4 areas of HRM that impact
         Leaders should recognise that they are reliant on their people as their most valuable asset and their importance in achieving successful business outcomes. (Charan, Barton and Carey, date, Pfefffer, 1998) HRM practices have proven to influence the development of organizational culture. (Ngan, 2017) Furthermore, according to Abujdeh, (2019) HRM if used effectively can be a conduit for ongoing organizational success. HRM according to Armstrong (1998) “is the management and development of people in organisations.” Research has shown that organisations who have employed different variations of HR strategies have consequently implicated improvements in employee engagement, performance and retention (Schmidt, Pohler, and Willness, 2018, Jyoti, Rani and Gandotra, 2015) Moreover HRM according to Anwaar, Nadeem and Hassan, (2016) has been catergorised as a set of HR practices that can used throughout the organisation. In contrast research according to Sapegina et al (2017) has shown that HR practices can have a negative impact on employee health and wellbeing. Furthermore, HR practices have been found to increase emotional stress, burn-out and unhealthy competition with peers.
                 According to Damoe et al, (2017) there are four fundamental areas of HRM such as Recruitment, training and development, performance appraisal and compensation and reward, which are critical to an organisational success or demise. Moreover, these four elements have implications on culture.  These areas in turn if implemented successful will have positive HR outcomes such as employee skills, positive attitudes and behavior and performance. 
            Human capital is considered the greatest form of competitive advantage. (Blanco-Mazagatos et al, 2018, Haider et al, 2015) Human capital is characterised by the skills, knowledge and abilities embedded within people.  Furthermore, recruiting the right people for your company is paramount in achieving success and equally importantly positive culture. So that organisational culture isn’t implicated negatively, HR should ensue recruitment is innovative and aligned with the company’s organizational values and culture. (CIPD, 2019) People, according to Forbes (2018), are the most important part of an organisation and its critical for HR to recruit the best people to fit the organisational culture. According to Dhar, (2015) a professional, challenging and high performing recruitment process would signify to potential applicants that the organisation cares for them and intends to invest time and energy into ensuring they have the best employee experience. However, there are limitations to recruitment that can implicate organizational culture. (Cinar, 2019) it is impossible to achieve a one size fits all approach to recruitment that would meet every employee’s needs. (CIPD, 20190 Organisational culture according to Austen and Zacny (2015) helps employees establish a sense of identification.  Yet it is impossible to establish completely whether an employee will thrive in a culture, until they are socialised to it. (Rakhi 2015) Recruitment practices, particularly in the public sector, are formal and inflexible, which can place difficulties on recruiting the best talent. (DWP, 2020)
           According to research by Sun, (2018) investing time and finances on employee training and development can produce strategic competitive advantage.  Moreover, CIPD (2020) believes that intensive investment in training can significantly support workforce planning and organizational skills abilities. Further studies have shown that training and development programmed have implicated positively on organizational efficiency, retention productivity and culture. (Rowland, Hall and Altarwneh, 2017) However, some companies have not progressed their training practices in line with current technological trends, or lack finances for training.  DWP relies on e-learning, which lacks engagement. (DWP, 2020) Contrastingly companies such have game associated learning and development which responds to employee likes/dislikes based on gamification, which would ensure a positive impact on culture. (Lowman, 2016, Rimmon, 2017)
            Successful appraisal systems can motivate employees and ensure they are challenged and progressed thus implicating successful organisational culture. Appraisal systems have progressed in recent years, with companies moving away from the paper based appraisal forms. Now the best companies are moving toward immediate and ongoing feedback. The 9 box grid is considered an updated process, yet is still being utilised by the DWP. (DWP, 2020, Jungin, 2016, Adams, 2017) Problems associated with appraisals and their impact on culture, are the line manager perception and attitude toward the employee which can have a negative outcome. (Plessis and Niekerk, 2017) Contrastingly a fairer approach according to Jain and Dutta (2019) is based on social  media platform and reacts to the individual likes and dislikes.
             Finally, according to Ammad, aqil and Muhammed, (2018) rewards and compensation implementation are considered integral to organizational success and can impact on organizational culture and job satisfaction. (Shafeek, 2016) Reward strategies have positive impact on employee satisfaction and can directly impact the feeling of value for the individual. (Hepner, 2019) monetary rewards have been positively received by employees. However, challenges for HR is that everyone is at different stages of the career and will desire a different reward. Therefore, it is essential that HR aligns their reward strategy with their culture. 






Question 1 . 2

Q Push -Pull
 
            In a complex and volatile environment characterised by speed of innovation and technology, and increased market competition. The requirement to focus on customer’s growing needs has been more prevalent.  Where products and services are pushed at us, organisations could be facing a new challenge of pulling the services we need bespoke when we need them. This opens up a new plethora of skills change needed by our people and an opportunity for HR to lead on nurturing a pull enriched culture and skill set. (Deshler, 2016) The integral shift of the pull paradigm is to Customer control and requirements. For many organisations this change would need to be managed effectively utilising a change management technique, deemed essential leadership skill. (Mbleel, 2016)
           Change management is classified as the area that aims to facilitate the transition of individuals, teams or the whole organisation by managing them. An earlier change model was produced by Lewin (1947) and is characterised by 3 stages of defrosting, change and freezing. (Rosenbaun and Stomes, 2018, Cummings, Bridgman and Brown, 2016) Lewin’s model has been criticized in that it cannot be utilised in isolated of other associated tasks and its simplistic nature. (Tethra, 2015) Paradoxicaly according to Tethra 2015 many proceeding models have been based on Lewin’s model. (Rosenbown, More and Stones, 2018) In the last century and a half there has been several significant waves of technological changes implicating organisational change. (Bodrozic and Alder, 2018) Another model according to King, Hopkins and Corinish (2018), is Kotter’s (1995) model of change. This supports a simple framework and phases of guidance. Nevertheless, scholars have argued that the change models do address simple questions relating to change. (Suddby and Foster, 2017, King, Hopkins and Cornish, 2018)
                A change management methodology which have proved successful since 1990 is Lean.  (Jasko, 2020, Suddabj and Foster 2017) Lean according to Doval, (2015) was developed by car manufacturer toyata and focused on the Customer needs. As a result of implementing lean concepts organisations can achieve higher productivity, improve performance and enhanced quality of product. The fundamental focus is customer concentrated at every process improvement step. (Furman, Kuczyriska 2016) Moreover the lean process fosters Team working, encourages employee autonomy, aligning to employee development, continually striving for organisational outcome excellence, whilst eliminating waste. (Furman and Kuczyriska, 2016) The DWP have successfully implemented Lean within their change improvement directorates and is used to achieve successful efficiency saving business outcomes. (DWP, 2020) Lean has been defined by Almaei, Salonitis and Tsinapolis, (2018) as the “process of continually renewing organisation’s direct, structure and capabilities to serve the ever-changing needs of the external and internal customers.” Government employers according to Asnan, Nordin and Othman, (2015) have commonly adopted lean management techniques to improve efficiencies and deliver quality services to customers. (Anderson, 2018) Change management is required when implementing lean methods and organisations can benefit from utlising the two alongside each other. (Samual and Williams, 2015) What makes Lean so effective is its unique focus on managing the emotional, behavior and political process throughout the change. (Lipinska and Papieska, 2012), Holmemo, Rolfsen and Ingvaldsen, 2018)
              On the other hand, lean management can be complex and there can be multiple blockers to success. (Jusko, 2020) Nevertheless change is achieved through learning, testing ideas, evaluation and adoption which the lean change process supports. (Almanaei , Salanotis and Tinapolus, 2018) This is where HR can play an integral role in supporting people during lean implementation. According to Martinez and Mayano-Fuentes (2013) lean implementation requires major behavioral changes, particularly in relation to engagement. HR can support change leaders in managing the lean process and be involved from the onset of the change. Similarly, according to Deshler (2016) HR need to embrace the lean change manager role as effective change makers. (CIPD, 2019, Atkinson, 2016, Hallam, Valeridi and Contrears 2018
 
 
 
 
 
 
 
 






 
Section 1 continued (b)
Q David Macleod’s 4 enablers
 
             Employee engagement is considered an organisational capability that has the aptitude to achieve competitive gain. Moreover, it has been recognised as influential for organizational efficacy. (Scheider et al, 2018, Ruck, Welch and Menara, 2017) Employee engagement is defined by Shaufeli, (2018) as “A positive, fulfilling, work related state of mind that is characterized by vigor, dedication and absorption”. Extensive studies have demonstrated that engagement is valuable for employees and organisations. Furthermore, engagement has also been linked with improved health and well-being, improved mental health, lower blood pressure, healthy heart activity and better sleep. (Lalatendu and Pradhan, 2017) Moreover employee engagement has been associated with improved performance, reduced sickness, improved innovation and creativity, service quality and financial return. (Tzvelena and Ivaylo, 2017)
             It has furthermore been appreciated that in organisaitons where Colleagues feel engaged, they have increased levels or happiness and job satisfaction. Contrastingly, some scholars argue that the relationship between employee engagement and job satisfaction is statistically poor. In comparison, scholars support the conception that the connection is empirically strong. (Katou, 2017)
          Furthermore, research presents a theory that some organisations view engagement as a product, rather than a practice and consequently are likely to negatively impact the health and wellbeing of the individual. (Shantz, 2017) Nevertheless, contextual issues such as leadership, values and vision, HR support and goal clarification could influence engagement. (Albrecht, Breidahl and Monty, 2018)
          Moreover, Engagement in today’s workplace is as critical as in 2009 when Engaging for Success report was introduced. (Macleod and Clarke, 2009, Quijano and Johnson, 2018) Macleod and Clarke (2009) believed there were four main drivers of engagement which were Leadership/Communication, Engaging Managers, Voice and Integrity.            
           Firstly, leaders and effective communication plays a critical role in the engagement. (Plessis and Adre, 2018) According to Page, Kramer and Klemic, 2019) when leader support, motivate and praise, employees are more likely to have higher levels of engagement. (Burlacu anf Mura, 2019, Saks, 2017) However, leadership behaviors can be toxic, which can achieve the opposite effect of engagement. (Ates et al, 2020)   Moreover, leaders today are required to have a different set of skills to cope with the the global, socio-economic , political and environmental challenges.(Stoyonova and Lliev, 2017) It is argued that not all leaders communicate strategy effectively, and do not have the time to devote to engaging their staff. (Lapoint and Liprie-Spencer, 2017) Contrastingly Forbes (2017) believes that engagement should be leader’s primary priority. Every leader is different therefore Mcloeod’s leadership/communication driver cannot be consistently applied to achieve engagement. (Sapna and Irfan, 2017) Moreover, the personality of leaders need to be taken into account and how they communicate, as a potential instigator of engagement. (Howell, 2017)
          Secondly Managers, are an important element of organisational engagement achievement. Managers are a group of employees who hold irreplaceable skills, are key decision makers who carry out business critical activities from planning to organizational change. (Sortedhal, Watson and Sminkey, 2017) However many organisations, including the DWP has moved away from Managers to Leaders, focusing on the desirable qualities of a leader , rather than an organizer/functionalist. (DWP, 2020) Manager roles have been characterised as task orientated, a trans actual exchange, rather than an inspiring role as Macleod suggests.  Contrastingly, research by Tucker, (2017) suggests managers are often overlooked as a source of engagement.    Macloed’s driver could be criticized that the managers need to be engaged fore mostly, in order to engage others. The framework could be perceived to lack cohesion and no risk mitigations attached (Agarwal, 2018) Research has demonstrated that there are many factors that impact effective engagement, including communication and trust. Moreover, if the manager does not communicate and trust his employees, how can he engage them. (Kesari, Panigraphy and Prasad, 2018) To achieve high levels of engagement according to Bock, (2015) he suggesting giving employees slightly more freedom that you are comfortable with. (Haynie, Mossholder and Harris, 2016) Although a simple framework, the drivers need to be broken down and analysed as you would manage a project, with associated risks and risk mitigation plans attached. (DWP, 2020)
     Thirdly, employee voice is considered an effective driver of engagement and has been frequently in 21st organisations as a mechanism of engaging employees of all levels. (CIPD, 2019) The benefits of encouraging operational staff to have their say, has positive implications on innovatively and company focused idea generation, as usually the best ideas are generated directly from dealing with the Customer.  (Alpenberg, and Scarbrough, 2016)) Similarly according to Rcuk, Welch, and Menara, (2017) taking an Employee fundamental focus can be a primary element for organizational success. Furthermore (Perana, 2017) states that by involving employees in decision making, can increase commitment and provide organisaions with competitive edge. Coupled with emotional attachments that originates from being asked for views. (Saks, 2017) Finally by fostering open honest communications, leaders can develop trust building behaviors enhancing mutual benefits. Ref
           Finally, Integrity, which is attributed to attachment to moral foundations and moral values, is considered an important part of engagement. (Seo and Yoon, 2020) If Leaders display integrity, employees are more likely to exhibit trust, which then leads to engagement. According to Engelbrecht, Heine and Mahembe, 2017) when employees are treated fairly, they are more likely to establish a stronger socially connected relationship with leaders. According to Hewlin, Dumas and Burnett, ( 2017) there are inconsistencies in leaders communications of integrity, to what they behaviorally manifest. Some would not demonstrate integrity, even though they communication said they would, which implicate engagement negatively. Similarly, research has demonstrated that the more employees witnessed leaders demonstrating integrity, the more they would develop trust and become engaged. (Prottas and Nummelin, 2018) A common throughout all Macloed’s drivers is Leadership, and HR should lead understanding the relationship between engagement and leadership fully in order to enhance organisational effectiveness. (Carasco, Kim and Kim, 2015)
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Section 2
2.1 b Lucy Adams
According to Deliotte (2020), the most successful organisations are prioritising their people are their most valuable asset. Similarly, according to Abujudeh, (2019) human resource is a unique from of competitive advantage.   The future HR can add value to the organisation from “an inside outside perspective, understand business context, and organizational and leadership targets and invest in HR practices”. (Ulrich and Dulebohm, 2015) Similarly according to Efron, (2018) HR needs to add value in non- traditional areas such as leading on creating an innovative, technologically environmentally focused organisation, by introducing weekly creativity sessions. (Phillips, 2016) HR according to Phillips and Phillips, (2016) is offered a unique opportunity to create a performance and innovation enriched culture. Innovation is not considered a typical HR area, and according to Deliotte (2020), innovation is critical for sustainable high performance. 
               Government departments have recently transformed their HR departments digitally, introduced electronic chat bots and self- service systems. (Mashfiquer and and Nwagbara, 2017, Gov.uk, 2017) DWP the largest government employer operates under the HRBP model which is considered outdated, and has digitalised an online HR platform, nevertheless modernisations are needed and a move away from the partners model is urgently required in favor of an interactive HR platform based on social media platforms. (Rimmon, 2017) For smaller companies the challenge is greater with less resource, however strong leadership is essential and HR should ensure they work closely with leaders to plan for the future, ensuring resource is allocated to focus on areas where HR can add value such as confronting globalization, technology and innovation. (Phillips and Phillips, 2016, CIPD, 2019)
                   HR according to Forbes (2017) has evolved greatly from personnel management, yet organisations could risk lagging behind by not involving them as key strategic frontrunners. HR interacts with everyone in the workplace, and in that vein is the ideal conduit to maximize innovation and creativity to create business growth. Similarly, some organisations still lack understanding in HR’ role, and for future HR should create robust relationships with leader, working alongside them as a strategic decision maker.  Furthermore, HR should use technology effectively, by using human AI collaboration to achieve a fully connected workplace. Paradoxically, according to Hyacinth (2017), robot will never have emotional intelligence.  HR can add value by being an orgainsational culture champion, and play a fundamental role in defining and communicating culture, vision and values.  HR should utilise analytics to effectively demonstrate their value. Using big data is an effective way of proving HR practices and behavior outcomes have positive outcomes. (Wang and Cotton, 2018, Anwaar, Nadeem and Hassan, 2016)) Furthermore according to Forbes, (2019) HR has foster an entrepreneurships culture, where colleagues of all grades are ability to solve business critical problems.
 
 
Section 2.2 a
Q Google core values and ethics question
            In the last two decades, nations have shown an unprecedented generation of wealth showing a strong economic progress. Moreover, this hasn’t been consistent in all countries and the main reason for this is the limitations of capitalism itself, often ignoring local businesses and environmental issue, and instead focusing on maximum profitability. According to Hysa, Zebra, Calabrese and Bassano, (2018). this can caused definitive divide between the profit and non- profit sectors. This segregation between the sectors has created a system which has failed to assimilate the complex nature of the human being to satisfy human needs. The CIPD (2020) however, views capitalism with a human face as a more ethical business transaction and champions paying a share of tax to public services.
             Scholars have argued that capitalism is twisted, considering that there are 10 million people who die as a result of hunger in under deprived countries in 2017.  On the other hand, organisations are trying to conceptually transform to cope with the pace of globalisation and become more ethical as they are faced with environmental threats. (Forbes, 2019) companies are taking an increased interest in corporate responsibility and sustainability. Similarly, with the war of talent becoming increasingly competitive, employees are desiring ethical companies.  (Freeman, 2017) Nestle for example, have created a shared social and monetary value and Bill Gated has suggested an innovate form of captilasim, where company profits are focused on public health.
            Further research by Coclanis, ( 2018) defines the term  “green capitlisism as riddled with ambiguity.” Scholars argue that capitalism cannot truly be environmental focused and has been used by organisations as a commerce tool as they now appreciate the downfalls of entirely capitalist approach. By focusing on capitalism only, not only is it ethically damaging, it will not attract the best talent. Although capitalism has been effective in generating capital over the years, by focussing on this only fosters under explored natural resources and exploitation of labor. (Moreover capitalism recently has led to massive destruction of value, through valor and bargaining. One of the main instigators is leader’s trust in the market. Scholars suggest organisations should start with socialism as a pivotal point of reflection for improved ethical practices. (Mele, 2016)
       Nevertheless, the challenge for organisations is the creation of a sustainable business, therefore they must balance sustainability with ethical values. (Letwin et al, 2016) Employee behavior is influenced according to Mbata and Oluoch, (2019) by the organizational culture available to them, therefore HR should lead the organizational ethical direction by fostering and promoting the development of ethical behaviors.  Furthermore, ethical organizational behaviors have been linked with performance and those employees who are within organisations which are ethically focused, are more likely to be concerned with the well-being of others. (Guerici et al, 2015) Finally, HR must support in abolishing purely capitalistic approaches for fear of its negative implications on culture, engagement and performance and simply because it is the right thing to do. According to CIPD HR hold an ethical responsibility to be respectful, tolerant and compassionate and loving in our decision, and in turn these behaviors should make a positive social impact, protect the environment and make an ethical profit. (CIPD, 2017,  Clark, Barney and Reddington, 2016)
 
 
 
 
 
 
 
 
 
 
 








2.3 B
Q Emerging leadership models
     Against the VUCA backdrop, leaders must support their people through effective leadership. (CIPD, date, Gandolfi and stone, 2016, Miknsey, 2019) A analysis of leadership according to Page, Kramer and Klemic, (2019) has fortified that transformational leadership is solid continuation. Transformational leadership is characterised by how leaders can develop human capital through learning and development. (Mincu, 2016, Campbell, 2018, Gyensaro, et al, 2017)) Transformational leadership according to research has been identified by 3 issues. Firstly, Inspirational appeal which applies to charisma and focusses on trust establishment. Secondly Individual consideration which establishes the leader follower relationship. Thirdly Intellectual simulation which concentrates on the ways in which leaders engage with others and build upon their knowledge to make better informed decisions. (Bowden, 2018) In organisations such as the DWP leaders are responsible for training and development and this is where their role becomes vital in ensuring employee skills are aligned with organizational goals. (Page, Kramer and Klemic, 2019, Bowden and Liddle, 2018, Simionescu, Timeea and Todorut, 2018, Moldogaziev and Silva, 2015) Similarly according to Cote, (2017) transformational leadership is a newer leadership theory which focusses on the bespoke needs of today’s employees in times of uncertainty. Transactional leadership according to Cote is where “leaders inspire, energise and intellectually stimulate their employees.”  Trans actual leadership is considered a versatile approach where leaders can influence followers on an organisation wide, group or 1-1 approach. 
            Collective leadership is another approach that is considered a “more dynamic, processual and relationship social constructionist view”. The collective leadership approach differs greatly to the traditional leadership theories. The collective model according to Sklaventi et al, (2020) is one that is more suited to the challenges of the diverse enriched organisations of today. It has been given connotation from a group of individuals, rather than models associated with individual leaders. An ethos DWP has adopted where everyone is encouraged to be a leader, regardless of grade, which concentrates on the social process involving leadership. (DWP, 2020, Felix et al, 2016) For the public sector, considerable progress has been made developing new leadership theories and recognizing the traits that resemble good leadership. (Seidle, Fernadez and Perry, 2016) According to Forbes (2019) old leaderships syles are outdated and ineffective in today’s unprecedented times. 
         Moreover, new leadership theories, “appreciate the importance of people and the way they conceptualise themselves in relation to other and context, as influenced by values and beliefs”. (Ruwhiu et al, 2016) Servant leadership is another contemporary theory, which is ethically focused, where profound attention has been placed on morality and motivation of organisations and leaders. (Ruwhiu et al, 2016) Servant leadership is people focused and leader demonstrate ethics of care for the individual that they lead.  Servant leadership deviations from the traditional leadership theories of power towards more influential model of engagement. (Marquis, 2015)
            Finally, it has been argued that the current leadership models do not fully capture the complex needs of employees and work environments today. According to Murphy et al, (2017) leader should be the stable feature in an unstable environment and considers complexity leadership and focusses on the actions of leaders towards their followers. It was Marquet (date) that coined the Leader follower approach and encouraged his crew to become leaders and make important decision which revolutionised naval leadership. (Minnaar and De Morree, 2017)
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2.4 B
Q Flexible Working question
                   Flexible working which is characterised by employees’ control over when and where they work, has increased significantly over recent years. (CIPD, date, Ching and Van de Lippa, 2018) Flexible work workplace increases have been influenced by the work-life balance agenda. The flexible working regulations act (2014) allowed all employees a range of flexible work options. However, patterns and individual drivers of flexible may vary greatly between organisation. (Lott, 2018) Flexible working ultimately provides the employee with greater control over their work. This increased control has various benefits including increased productivity, reduced absenteeism, improved retention, reduced accommodation costs and knowledge sharing resulting from job share. (De Menezes and Kielliher, 2016) Moreover, scholars have argued that despite no direct link with increased performance, flexible work is cheaply implemented and can help employees better manage, their home work life commitments. (De Menezes and Kelliher, 2016)
                   Contrastingly flexible work according to Avis, (2018) can have negative connotations such as a detrimental impact on employee’s promotion pay increase and performance evaluations. Similarly, negative aspects include potential burn out and the inability of individuals able to separate home and work life. (Uglanova and Dettmers, 2018) Furthermore flexible working has been considered to have been more popularly undertaken by women, since they have commonly had primary caring responsibilities.  Men according to Tomlinson Rae and Townsend, (2017) have more commonly adopted flexible working to advantage their career. (Chung, 2019) This gender quality debate has according to Chung, (2018) has potentially tranditionalised gender roles in the labour market. According to the ONS (2019), 48% of public sector employees stated they worked flexibly in 2018, in contrast to 21% of private sector workers.
             Furthermore, older workers are more likely to work flexibly and they desire and organisations should offer flexible work schedules that better support that demographic group. (CIPD, 2019, Atkinson and Sandford, 2016,) The CIPD (2019) view older workers as an opportunity and too valuable a demographic pool to ignore. According to the CIPD (2019) the over 50’s has increased from 21%-32% in 1992 and 2019 and according to Gov.uk (2017), there is an extra 570,000 older people in work. Moreover, organisations, according to Forbes (2019) should offer flexible working practices to retain them. Millennials are also seeking flexible working schedules and desire the choice in working where, when and how they want. (Morell and Christie, 2017)
         Moreover, the Gig economy has become a critical driver in flexible work. The Gig economy according to Forbes (2019) is likely to comprise of 43% of the workforce by 2020. Gig work has responded to the technological shifts and is characterised by technological governance. (Flanagan, 2017) Scholars argue that the long term social contract between employee and organisation is over.  Organisations instead have become reliant on short term temporary workers to drive down cost and to match the rapidly fluctuating market circumstances. (Austin, 2018) The gig economy may foster increased opportunities to earn extra money, alleviate skill shortages, but also demand new skills for training. (Otto and Villi, 2018) Finally, the gig economy has paced added pressure on the slef employment industry and according to Todoli-Signes, (2017) requires an employment law addition. 
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