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Three key external influences impacting or likely to impact the organisation’s activities. (AC 1.1)
The rate of change in the world is ever increasing and so organisations must be able to understand the impact of their macro environment in order to respond and adapt effectively. We can use a PESTLE and SWOT analysis to determine these factors. One of the factors impacting Pembrokeshire County Council includes the current inflation and cost of living crisis. In 2022, CIPFA wrote that this growing economic threat will impact the financial stability of local authorities over the next three years, with UK Parliament (2023) writing that in October 2022, the annual rate of inflation reached a 41-year high and although it is falling, it still remains high in 2023. According to Holder, M. (2023) if this inflation continues to rise, this will impact the Councils ability to gain funding to provide meal production and delivery for local schools. This in turn causing risk of reputational damage, non-compliance with nutritional standards and financial pressures and claims. Another external factor is the Covid-19 pandemic and its links to hybrid working. Hybrid working is now higher than it was pre-pandemic with organisations seeing a 40% increase in requests for flexible working (CIPD, 2023). This is likely to affect the local authority as findings show that 6% of employees changed jobs due to a lack of flexible working options and 12% ‘left their profession altogether’ (CIPD, 2023). This has already led the Council to introduce a ‘Flexible Working & Hybrid Scheme’ which outlines ‘ground rules’ that teams must follow when working flexibly to ensure that these new working arrangements do not affect service delivery (Evans, 2022). A third external, and technological, influence is the increase of Artificial Intelligence (AI). AI can automate processes such as decision-making and problem-solving and is currently seen as the ‘most important and disruptive’ new technology for organisations (Benbya, H. et al. 2020). This can impact the Council in many ways, such as weakening job security, affecting the workforce and the job market. It can also raise a number of ethical concerns such as algorithm bias and data privacy, this again leading to reputational damage and more. 

The organisation’s business goals and why it is important to plan for how we will achieve these. (AC 1.2)
As a large local authority covering many sectors, Pembrokeshire County Council has a variety of business goals. Under the Well-being of Future Generations Act, the Council is required to produce a Well-being Plan for Pembrokeshire as part of one of its business goals, the duty of this plan being to improve the environmental, economic, cultural and social well-being of the communities and people in Pembrokeshire. The objectives include transitioning to a greener and more sustainable economy and working with communities to reduce inequalities and improve well-being (Pembrokeshire County Council, 2023). Another business goal is to transform the ways the organisation works. For example, by seeking ways in which services can be delivered more efficiently and effectively and by living within our means and avoiding unnecessary waste and processes (Pembrokeshire County Council, 2023). These goals will be delivered through the Councils 5 year Corporate Strategy, which will be annually reviewed to ensure that new challenges and emerging issues are dealt with as they arise (Pembrokeshire County Council, 2023). It is important the Council ensures these goals are communicated effectively and understood clearly. Without this, the organisation and its individuals will have no direction, resulting in low employee motivation and engagement and poor service to the public (Sands, 2021). Furthermore, as written by (Waite et al. 2021, pp. 11) people are now wanting to work with organisations that have a genuine response and engagement with issues that are impacting the world, therefore it is important that the above goals are established and there is a set plan on how to achieve them. It will then be the role of the people professionals to integrate HR strategies and policies that support these goals (Waite et al. 2021, pp. 16).

The organisation’s products and/or services and main customers. (AC 1.3)
Pembrokeshire County Council provides a wide variety of services. Just some of the services include being responsible for providing education to 61 schools, this including providing support to pupils with additional learning needs, providing safeguarding and child protection, as well as providing youth services. Along with this, the Council also provides adults with advice and help to live independently and directly supports over 5,000 vulnerable adults. Another service includes maintaining Pembrokeshire’s beaches and coastal paths and managing the county’s libraries, archives, museums and leisure facilities (Pembrokeshire County Council, 2023). When linking this to the product lifecycle, to avoid decline, the Council must continually redesign, reorganise and reform the way services are delivered. For example, by understanding the local needs and bringing in new ‘technological innovations’, a better management of demand can be created, as well as a more efficient and reliable routine of providing these services, this increasing the return of customers and a better stance against competitors (Local Government Association, 2014). The main customers of Pembrokeshire County Council include residents, businesses and visitors, operating in a knowledge-based market (Pembrokeshire County Council, 2023). Similar to the product lifecycle, the Council must work to increase the retention and loyalty of its customers in the customer lifecycle. With a risk of constrained budgets, outdated technology and a limit of resources, customers could be faced with delayed responses and long wait times, therefore it is important that a customer needs analysis and customer journey mapping is conducted to ensure the Council can cater to the unique needs of all its customers as they expected to do so (Ross, 2023).

Information and communication technologies available to people professionals and how these can be, or are, used to improve working practices and collaboration.  (AC 1.4)
People professionals must increasingly think, work and communicate digitally in order to keep pace with the rapidly evolving technological revolution, which author Schwab (2016) refers to as the ‘Fourth Industrial Revolution’. There are a vast amount of technologies available to people professionals, this including team collaboration software’s such as instant messaging and video conferencing through apps such as Whatsapp and Microsoft Teams, the use of social media, and file management and document sharing platforms (Worden, 2022). Furthermore, artificial intelligence (AI) can also be used in many ways, as well as virtual learning environments, e-learning platforms and auto-responders; all to be used via Wi-Fi and electronic forms of communication such as smart phones, tablets, laptops and computers (Waite et al. 2021, pp. 20-26). These information and communication technologies can be used in a variety of ways to improve working practices and collaboration, for example, the use of AI can improve practises such as Induction and Onboarding by creating more personalised programmes for new starters based on the role and the interview outputs, this in turn increasing productivity of the employees who use such technology (CIPD, 2023). These technologies can also improve quality and cost savings by increasing business performance and overall lead to net gain in job numbers (CIPD, 2020). In order for this technology to be effective and truly improve practices and collaboration in the workplace, people professionals must continuously innovate and understand the changing technological environment, more importantly they must also place value on consulting employees when introducing new technologies (Schwab, 2016), they must ensure employees understand the impact and feel positive about the changes, only then will these changes be effective (CIPD, 2020). 

Organisational culture and why it is important to foster an appropriate and effective workplace culture. (AC 2.1)
Organisational culture is defined by the CIPD as a series of perspectives and beliefs, values and behaviours, traditions and workplace norms of individuals that form together in the organisation and create its culture (Young, 2023). Schein writes that organisational culture is something that develops slowly and is then passed on to new employees as the ‘correct way to perceive, think and feel’ (Cuofano, 2023). Similarly, Indeed (2023) defines organisational culture as the environment that is created for employees and writes that a healthy and effective culture will align with organisational goals and policies, whilst also focusing on individual well-being. It is important that people professionals foster a positive culture by acting as role-models and embodying the values and behaviours that the organisations would like to promote, this will in turn bring success to many aspects of the organisation such as retention rates, brand identity and employee engagement (CIPD, 2021). Furthermore, author Cameron (2015) writes that the wellbeing of employees comes from ‘one place, and one place only’ and that is a positive culture; studies confirm that positive social workplace connections and leader kindness increase employee loyalty, health, mental acuity and overall job performance, decreasing depression and discomfort. People professionals must also lead the way in establishing an inclusive and diverse culture by focusing on individual views, capabilities and knowledge, this is important as it will help to create a culture of support and belonging where employees can feel confident in contributing their opinions in order to best achieve organisational goals and objectives (Waite et al. 2021, pp. 30).

How organisations are whole systems, within which aspects such as structure, systems and culture, are all inter-related, and how people professionals’ work and actions could impact elsewhere in the organisation. (AC 2.2)
We can see that many organisations are made up of different aspects such as finance, service support, marketing and HR; all of which enable the organisations to function. However, it is now becoming increasingly more recognised that these different aspects are actually all linked and all interrelate with one another through structure, systems and culture; change in one aspect can significantly affect another (Waite et al. 2021, pp. 32-34). People professionals must now take a holistic approach when planning or analysing, to see the organisation as a system full of interconnected practises. McKinsey’s 7S Model can be used to help understand these links further, it identifies the seven elements of an organisation that need to be reinforced and balanced for it to be successful, these being Strategy, Structure, Systems, Shared Values, Style, Staff and Skills (McKinsey, 2008). It is important to consider that new models are now also emerging such as McMillan’s Fractal Web and the Holonic Enterprise Model which are seen as potentially more responsive to changing trends, however McKinseys 7S model still continues to be relevant today (Bosley, 2023). This clearly shows how the work and actions of people professionals could impact the other aspects of an organisation. For example, the HR processes such as recruitment, performances reviews and promotion and dismissal will clearly affect the ‘Systems’ branch in McKinseys 7S Model, this being the daily procedures used to ‘get the job done’. Likewise, the hiring and recruiting processes can also affect the ‘Staff’ and ‘Skills’ branches; the number and types of employees and their general skills and capabilities within the organisation (Mind Tools, no date). 

Why it is important that organisational change is planned, and effectively managed. (AC 3.1)
Organisational change is almost always inevitable, therefore it is important that organisations are continually reinforcing, progressing and developing their values and processes, whether it’s small incremental changes or significant transformational changes (Waite et al. 2021, pp. 37). Organisational change can be driven by a number of different forces, these can include technological developments, economic downturns, competitive pressures and shifts in business objectives, more recently, the Covid 19 pandemic and the UK’s decision to leave the EU have forced many organisations to implement and plan for these unexpected changes (George, 2023). If organisational change is not planned and managed effectively, this can have harmful effects on both the organisation and its employees, the organisation can experience losses in stakeholder credibility, loss of market position or removal of senior management (George, 2023). A lack of effective management such as timely communication to employees can increase levels of employee stress through fear of changes and perceived unfairness or injustices (Wickford, 2019). Furthermore, effective change management will improve communication, enhance productivity, reduce stress, improve morale, enhance creativity and improve decision-making; it will help to ensure that everyone understands why the change is occurring and what they must do to adjust (IMD, 2022). Overall, the use of project planning, including the use of Kotter’s 8-step Change Model , which is one of the ‘longest-established’ processes for managing changes, is highly important in ensuring change is successfully implemented; it brings in more factors such as organisational culture and overall presents a wider view of change (Waite et al. 2021, pp. 38). By using this model, organisations can effectively create a sense of urgency, develop vision and strategy, communicate this effectively, generate and consolidate wins and build on this new momentum (Kotter, 2023).  

The importance and role that can be played by people professionals within change. (AC 3.2)
When facilitating change, there are a variety of roles that people practitioners partake in; more commonly, change projects require a group effort in order to be successful, this allowing individuals with certain expertise and specialisms to be called in to work together (Waite et al. 2021, pp. 39). One of the important roles that a people professional can play is the role of a gatekeeper; a person that pushes back any unnecessary changes to a project (Jacob, 2018). Their role is important as they see the more strategic implications and impacts of a project and place relentless focus on this, ensuring the project is not distracted by unwarranted changes that would waste time. Gatekeepers will act as empowering leaders that communicate clearly, fairly and with discipline, they allocate and reallocate resources and make quick and transparent decisions, all of which are important attributes to ensuring effective change management (Jones, 2023). Another example role would be a change champion, their main role being to communicate with the employees to ensure the change strategies meet their needs and are achievable; they will help employees to see the impact and benefits of the change and hold meetings to answer any concerns or questions they might have. Without this effective communication, the change project is very likely to fail (HR University, 2023). Although change champions must be enthusiastic about the change, they must also have empathy for those who may disagree and should not be afraid to provide feedback (Gordon, 2020). Finally, another example role would be a change facilitator, this role is important as a facilitator will identify and analyse the main problems in an organisation, they will train the employees through workshops and programmes and they will liaise with management to identify any potential drawbacks and how to approach these (Indeed, 2022).

How organisational change can impact people in different ways. (AC 3.3)
How people respond to organisational change varies for everyone and depends usually on individual aspects such as their upbringing, features of their personality and their views on change and on life (Waite et al. 2021, pp. 29). Ingram (2023) writes that some organisational changes may affect employees in life changing ways such as downgrading in a job position, having salary cuts, cuts on benefits and job loss or job relocation, all of which result in struggles to support families etc. Organisational change can also mean people may need to adapt to new responsibilities, complete new courses or even adapt to a new manager or work colleagues, all of which can lead to feelings of anxiousness (Tichy, 2023). A study found that 55% of employees reported feeling chronic stress when experiencing organisational change at work, this resulting in a decrease in job performance, loyalty and motivation (Ingram, 2023). The Myers-Briggs Type Inventory model shows insight into how different people may react. For example, the ‘Introverted, sensing, thinking, judging’ personality types may react to changes through stress and confusion but would present a reliable and organised demeanour, whereas the ‘Extroverted, sensing, thinking, judging’ types would feel excited about change and would gain a new energy for it, but may become critical or judgmental if not provided enough support (Career Assessment Site, no date). Kubler-Ross’ Change Curve model also presents a series of responses people may have when experiencing change, these being in order from shock and denial, anger, bargaining, depression and lastly, acceptance (Waite et al. 2021, pp. 39).
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