 (AC 1.1)

Although a lot of larger businesses have been moving away from a traditional hierarchy organisational structure, usually opting for something which uses more of a ‘Team Approach’, the organisation that I work for, Edwards Coaches, still use the Hierarchical structure, as per the figure below.
[image: image1.png]@ 50001 Organisationl Perform: X @ Edwards Coaches Org Chart 20

G @File CyUsers/hannah/Desktop/Hannah%20CIPD/CIPD%20Level%205/Edwards%20Coaches%200rg%20Chart%202023.pdf

= Edwards Coaches Org Chart 2023.pdf

o

S

x

B, Whot A the Advantages 801 X @ Edvwards Coaches Org Chart 20

x

G howto print screen onescreer. X+

irman / Managing Director

l

Ergneering upericr





According to (Johnson, 2019) Advantages of this to include:

A distinct chain of authority

A hierarchical organisation creates distinct authority for tasks and divisions. Depending on their level of management, managers have the ability to assign resources, reward and penalise behaviour, and issue directives to their subordinates. Everyone is aware of the divisions between jobs and departments, and the chain of command is understood by all. 
Clear Communication

The communication channels are made evident by the hierarchical arrangement. The boundaries that define the relationships between superiors and subordinates also offer guidance on communication. With this strategy, departments have a manager who can speak for them clearly. 
Precise Outcomes

Organising staff members by job category makes sense when arranging them in a hierarchy. This makes it possible for managers to effectively coordinate similar efforts and for employees performing similar roles to share the resources assigned by their bosses.

Although it has a great deal of positives, it does have its disadvantages:

Power Centralization

Power and authority are centralized at the highest levels feasible in hierarchical structures.

Never Ending Red Tape

The hierarchy of a hierarchical organization expands as it does. Bureaucracies impede decision-making, communication, and action, causing the business to become a plodding machine rather than a nimble one. The need for requests and communications to move up and then back down the chain of command is the reason for the slowdown. In fast-paced business settings where decisions must be made quickly, bureaucracy can be especially detrimental (Johnson, 2019).
This structure works well for our business, especially as it has many different departments and divisions. Although staff sometimes feel like they don’t have the voice to make changes, with the clean line of authority it does make it easier to reach out to the right people.
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In Contrast, a competitor of Edwards Coaches – Bennet’s, uses a Flat organisational Structure, as per the structure below.

An organisational structure that is flat, or horizontal, is lean, broad, and short. It is regarded as more business-casual and offers staff members more influence over decisions affecting their roles and the company as a whole. Its advantages include;

· Reduced Costs – cutting out the middle manager layer
· Less Micromanagement – giving employee’s more autonomy
· More Direct Communication – Peeling away from bureaucracy
The drawbacks of this is that it can sometimes lead to a higher turnover, where those employee’s who have higher aspirations and who want to become senior leadership team members will leave due to lack of development. Power struggles are a big issue within flat organisations as there are no defined roles, which could have a severe impact on culture (Craig, 2018)
(AC 1.2)
Edwards Coaches strategy is centred on how they match their objectives and plans with their clients, products, and services.  The strategy aids in deciding what kind of goods or services the company provides and how to satisfy the demands and preferences of its clients. Outcomes vary according to priorities, i.e., mission statements or increasing profits. It functions similarly to a roadmap, directing the company in producing and providing value to its clients. Thus, a solid strategy aids in ensuring that the goods and services match the needs and desires of the target market. 

“A typical chain of contexts follows:  first, customer demand for a product or service energises an organisation;  second, the organisation assembles resources, skilled personnel, stakeholders, and capacity to meet the market;  and third, the organisation assesses stakeholder feedback, profits, and competitor analysis to evaluate whether its original strategic objectives were met” (Armstrong, 2020)

In order to get a competitive edge, corporate strategy should be formed by evaluating strengths and weaknesses in the surrounding context utilizing methods such as SWOT, PESTLE, etc. Strategies can be linked to products, customers, and revenue by diversifying products and services, expanding market reach, improving customer relationship management, and improving customer value proposition. Alternatively, strategies can be developed using a more dynamic emergent approach that responds to changing circumstances rather than a top-down rational approach (Bordoloi, 2022) 
The marketing budget and scope should be expanded, customer loyalty programs should be implemented, and products and services should be diversified, among other strategies, in order to grow the client markets.

(AC 1.3)

Right now, the COVID-19 pandemic is one external factor which is still affecting a lot of companies. For various industries, this has had both beneficial and harmful effects. Positive growth has resulted from increased demand for products and services, such as those in the healthcare and pharmaceutical industries. However, for us at Edwards Coaches, travel restrictions and lockdowns have had a significant effect on us particularly with the falling number of passengers we see on our buses and coaches daily. As a result, we have had to adapt our operations and business models to the changing conditions—for example, by introducing online sales channels and introducing safety barriers/boundaries so customers can travel safely.
The growing focus on sustainability and environmental issues is another external aspect. There is an increasing need for sustainable products and processes as stakeholders and consumers become more aware of the environmental impact that businesses make. For businesses that support sustainability, this trend can be advantageous since it can enhance their brand, draw in environmentally sensitive clients, and even result in cost savings through effective resource management. In this situation, firms should prioritize creating and implementing sustainable practices, such employing renewable energy sources, cutting back on their carbon footprint, or sourcing products from vendors that practice sustainability. However, for us at Edwards Coaches it has a large financial implication something which we don’t have the budget for at the moment.

The development of digitisation and technology is another external element. We are impacted by this tendency in both positive and negative ways. Positively, technology innovations can increase consumer satisfaction, boost productivity, and simplify corporate procedures. We can experience growth and innovation in a number of ways if we adapt and use technology well, such as new booking systems etc. Digitalisation, however, can also provide problems for us as we have some staff that find it difficult to adapt to new technology or that don't recognise how customers are changing. Equally, our passengers are usually of the elderly age category and they find these changes difficult, which in turn could cause us to loose sales. Consequently, this element makes it imperative for us to continually innovate, invest in digital capabilities, and adapt to technological developments in order to remain competitive.

In conclusion, the economy, technical developments, and environmental responsibility are the three external elements that have an impact on us at Edwards Coaches. In order for us to stay resilient and competitive in the face of these external trends, we must emphasise financial stability, technology adaptation, and sustainability policies, even if the effects of these elements can vary.

 (AC 1.4)

The use of technology in businesses is expanding and changing all the time, becoming essential to many different areas of the economy and occupations. Although different organizations apply it differently, it has a significant impact on work. Through work automation, process simplification, and a decrease in human error, technology improves productivity and efficiency. It also changes the nature of jobs, possibly making some obsolete while opening up new avenues for managing and enhancing technological systems. Technology promotes flexibility, teamwork, and remote work skills by enabling efficient communication and collaboration regardless of location.  Thanks to cloud-based collaboration platforms like Google Docs and Microsoft Teams, teams can now work together on projects in real time, no matter where they are. As a result, tasks may be finished sooner (CIPD, 2020)

AI and analytics developments also enable businesses to make data-driven judgments, which enhances decision-making and consumer experiences. Even if technology can enhance well-being and work-life balance by enabling flexible scheduling and remote information access, it also comes with drawbacks, like the inability to completely separate work and home life and persistent connectedness, which could lead to employee burnout. As technology spreads, ethical and societal issues including employment displacement, bias, privacy, and security need to be taken into account. Businesses must use technology in an ethical way that upholds the rights of employees and fosters equality (Grant, 2019)

An additional disadvantage is the possibility of cyberattacks. Businesses are more exposed to data breaches and cyberattacks due to the increased sharing and storage of sensitive data online (CIPD, 2020).

 (AC 2.1)
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Developed in 1980 by Egdar Schein, His Organizational Culture Triangle details three layers of organizational cultures:  Artifacts, Espoused Values and Underlying Assumption. They are of differing levels of importance in shaping the actual culture of an organization.

According to Edgar Schein – “Organizations do not adopt a culture in a single day, instead it is formed in due course of time as the employees go through various changes, adapt to the external environment and solve problems”. 
Different layers make up the cultures within organisations. A deeper understanding of a culture can be gained by exploring its levels, which offer a deeper insight, enabling organisations to identify areas for improvement and align their values with the desired outcomes (Freeman-Grey, ND).
While it is typically applied to examine the culture of an entire organisation, it can also be useful to examine leadership groups, departments, or teams. In essence, it's an investigative technique to identify the forces and incentives that mould a collective's behaviour. (Somers, 2023) 
We have used this model previously at Edwards Coaches, by researching a long standing underlying assumption that those members of staff who worked the most hours were doing so for the love and commitment to the company. However, the discovery of this actually led us to review our work-life balance guidelines and adopt a more employee-focused culture.

One example of a model which is used to examine human behaviours is the SCARF Model, which was developed by David Rock in 2008. The premise of the SCARF model is that “the brain—as constructed over time—makes us behave in certain ways, which are to minimize threats and maximize rewards”. (Mind Tools, 2022)
It identifies status, certainty, autonomy, relatedness and fairness as fundamental stimuli that either encourage a 'threat or reward' responses. These 5 stimuli conists of:

· Status: the relative importance of an individual to others and their own sense of worth as a result. 

· Certainty: being able to predict future events with few major surprises. 

· Autonomy: being able to have control over oneself and events. 

· Relatedness: a sense of connection and safety in relation to others. 

· Fairness: a perception of a just and fair environment.

More self-awareness and personal effectiveness, as well as more successful leadership, influence, and collaboration, can be attained by comprehending and addressing these aspects. Based on five stimuli, the model specifically takes into account rewards that promote an "approach" reaction and threats that result in an "avoid" response. (Brilliant Minds, 2014)

 (AC 2.2)
Employee interactions, engagement, and behaviour in the workplace are shaped by processes such as training and development, performance management, and recruitment & selection. Organisations may foster a healthy culture that increases employee satisfaction, productivity, and overall performance by putting effective people practices into place.

At Edwards Coaches, people practices have a significant impact on both our culture and employee behaviour. We’ve found that people practices can shape the way employees interact with each other, their level of engagement, and their overall satisfaction in the workplace.  
Reward and Recognition

The way we evaluate and reward performance can have a significant impact on behaviour and it can shape the culture. We've seen that any rewards and recognition policies that are primarily concerned with financial incentives and individual accomplishments might result in a culture that is highly competitive and lacks teamwork. 

With this in mind, we developed a system that emphasizes both individual and team goals. This strategy fosters a culture of support, cooperation, and teamwork. Employee collaboration results in positive organisational behaviour and the development of a culture of achievement and mutual support.  According to (Cotton, 2023) “The most effective reward packages meets the needs of its people, the business, and the organisation’s purpose, culture and performance, in a fair and responsible way”.
Recruitment and Selection
Our culture can also be shaped by the way we hire and choose new staff members. Employing people with a variety of backgrounds, abilities, and viewpoints promotes an inventive and inclusive workplace atmosphere, as we have discovered. However, if the hiring process only uses conventional techniques or gives preference to a particular kind of applicant, it could foster a culture that is undiversified and stifles originality (Cancialosi, 2016)
Edwards Coaches has an extensive hiring procedure that consists of many interviews with a varied panel of interviewers and careful screenings. By doing this, we foster an inclusive atmosphere where workers are appreciated for their individual contributions, which encourages greater teamwork and collaboration. 

According to (Brown, 2023) “Hiring individuals who align with the organisation's values, beliefs, and behaviours can significantly impact employee satisfaction, engagement, and overall success”.
Training and Development
Employees feel encouraged and supported when we offer opportunities for ongoing learning and development. Positive workplace cultures encourage individuals to innovate, adjust to change, and take responsibility for their job.  At Edwards, we highly prioritise frequent training sessions. 
A program for mid-level managers to strengthen their leadership skills was just introduced by us. This program not only improved their abilities but also promoted a culture of lifelong learning and growth. Employees behave in a way that is consistent with growth and improvement because they feel empowered as a result. 
Patterson (2023) says that “Creating a training and development culture promotes engagement by demonstrating a company's investment and commitment to its employees”

 (AC 2.3)

Many models and theories exist for managing change, but two popular strategies are Lewin's Change Management Model and Kotter's 8-Step Change Model.

Lewin's Change Management Model

Lewin's model, developed by psychologist Kurt Lewin in the 1940s, consists of three stages that organisations can use to manage change effectively, unfreezing, changing and refreezing.
Unfreezing

Educating individuals or groups about the need for change is the first step in the process. It necessitates dismantling the current way of thinking and instilling a sense of change urgency. One way to accomplish this is by explaining the rationale for the modification and emphasizing its possible advantages (Aktas, 2024)
Changing

In the second phase, the modification is put into practice. In order to assist people or teams in adjusting to the new methods of working, support and resources are usually provided. This could entail setting up a friendly work atmosphere, offering training, or offering guidance. Employee participation in the process is crucial at this point, as is addressing any resistance to change (Aktas, 2024)

Refreezing

In the last phase, the change is reaffirmed and integrated into the structure and culture of the company. The objective of this phase is to integrate the change into the organization's routine activities and make it permanent. To guarantee that the change is sustainable, it entails developing new standards and processes, acknowledging and praising the efforts of the staff, and routinely monitoring and assessing the change (Aktas, 2024)

Kotter’s 8-step change Model

This model, which was created by Harvard Business School professor John Kotter, offers a thorough method for handling change in businesses.

1. Create a sense of Urgency - Convincing important stakeholders of the need for change and instilling a feeling of urgency to rally their support.

2. Form a powerful coalition - Assembling a group of powerful people who can spearhead and steer the transformation project.
3. Create a Vision for Change - This vision ought to explain the intended results of the modification and encourage others to accept it.

4. Communicate the Vision - Addressing issues, gaining support, and ensuring that everyone understands the goals of the change are all facilitated by open and honest communication.

5. Empower Action - Giving workers the freedom to act, try new things, and make choices consistent with the change's goals.

6. Generate Short-Term Wins - Early victories should be recognised and celebrated since they provide the change momentum, raise spirits, and inspire people to support it further.

7. Consolidate gains and produce more change - implementing more significant adjustments to alter systems, structures, or processes.
8. Anchor the change in the organisations culture - educating staff, rewarding supportive behavior, and ensuring the change is in line with the organisation's values

Lewin's Change Management Model and Kotter's 8-Step Change Model offer well-organized frameworks for handling and navigating through the intricacies of change. For long-term success, every model emphasizes how critical it is to involve staff members at every stage of the process, deal with resistance, and make sure the change is deeply embedded in the company culture (Winter, 2015) 
(AC 2.4)

The Kübler-Ross Change Curve, sometimes referred to as the Five Stages of Grief model, is one theory that describes how people experience change. The Swiss-American psychiatrist Elisabeth Kübler-Ross created this model in the beginning to help her patients understand the emotional process that comes with a terminal disease or death. But since then, it has been expanded upon to explain how individuals react to change in a variety of situations, such as organisational change.

Five stages are suggested by the model for individuals to go through: denial, anger, bargaining, depression and acceptance. Anger is the result of resenting the change and focusing it on oneself or other people, whereas denial is the act of not accepting it. While depression entails grieving and coming to terms with the loss, bargaining is an effort to compromise or lessen the blow. Ultimately, acceptance does not always imply complete support; rather, it simply entails accepting the shift and the new reality. People may experience or transition between phases at different times, and the stages may not occur in a sequential fashion. In order to assist people and organizations in supporting adaptation and acceptance, the model offers a framework for comprehending and navigating the emotional journey of change. (Indeed, 2022)

According to Malik (2022), the benefits of using this model to apply any upcoming changes is that it is Industry Agnostic, it’s easy to use and the overall objective is change management. However, it’s disadvantages are that it doesn’t always establish a connection as not all employee’s experience all the stages, it was created on observation around terminally ill patients which can render it’s relevance & different response to each stage could result in time management issues.
(AC 2.5)

Investing in employee wellbeing can boost resilience, engagement, and productivity, but it requires integration into an organization's culture, leadership, and people management for real benefits. The physical, emotional, and mental health of an individual is directly impacted by their workplace, making it of utmost importance. People are more interested, effective, and content in their work when they feel well-rounded. Consequently, it is essential to prioritise employee well-being at the workplace for the benefit of the entire company (Suff, 2023).

There are several factors that can influence the wellbeing of individuals at work, to include:

Work-Life Balance

For optimal wellbeing, a work-life balance that is both healthy and fair is essential. Extended workdays or an overwhelming amount of stress related to work can cause burnout and have a detrimental effect on general health and wellbeing. (Wood, 2018) Individuals who receive sufficient time and assistance for both their personal and professional lives report higher levels of happiness. They have more time to devote to their emotional and physical wellbeing. This results in increased performance and productivity as well as improved connections with their employers and co-workers (Bierdron, 2022).

Organisational Policies and Practices

Healthy work environment and employee wellbeing are facilitated by policies that support work flexibility, initiatives to improve employee health and wellness, and work-life balance.

Opportunities for development and growth

Overall welfare is positively impacted by offering chances for education, skill development, and professional growth. People feel better about themselves and are more confident when they are able to realize their potential and accomplish their goals, both personally and professionally.

Safety and Security

Well-being at work depends on feeling both psychologically and physically secure. Well-being benefits from having appropriate safety procedures, anti-harassment policies in place, and resources readily available to handle issues.

In conclusion, a person's general health, job satisfaction, and productivity all depend on their ability to prioritize their well-being at work. Worker wellbeing is greatly influenced by a number of variables, including chances for growth, safety, job satisfaction, work-life balance, recognition, supportive work environments, and organizational policies. In order to foster a positive workplace culture that promotes employee wellbeing, employers must take the initiative to recognize and address these concerns (Suff, 2023)
 (AC 3.1)

The phases that an employee experiences while working for a company, ranging from hiring and onboarding to development, retention, and ultimately separation, are together referred to as the employee lifecycle. The diverse HR duties and responsibilities that are devoted to managing and assisting employees throughout their lifetime are practiced by different people. These positions are essential to every phase of the employment lifecycle. 

Recruitment and selection: This phase entails locating and drawing in qualified applicants for available vacancies. Recruiters, talent acquisition experts, and process-overseeing HR managers are among the positions involved in this phase. They are in charge of finding and vetting applicants, doing interviews, and selecting new hires.
On boarding is centred on equipping recently hired staff with the knowledge and tools they need to contribute well to the company. Along with directing the orientation process, introducing business policies and procedures, and assisting with integration into the team, HR experts, trainers, and on boarding specialists play a crucial role in this stage.
Employee engagement and recognition: The objectives of this phase are to foster a healthy work atmosphere, encourage employee involvement, and acknowledge employee accomplishments. Through the implementation of employee engagement initiatives, communication facilitation, and recognition program organization, HR experts, employee relations specialists, and wellness coordinators play a critical role in this stage.
Aligning employee goals and performance with company objectives is the goal of performance management. In this phase, HR specialists, performance managers, and supervisors are essential because they carry out performance reviews, establish objectives, give feedback, and pinpoint areas that want improvement or acknowledgement.
All things considered, because they oversee and assist workers at every turn, the various people practice roles are intimately related to the employee lifecycle. These positions promote the general success of the company, guarantee a great work environment, and aid in employee performance and growth.
 (AC 3.2)

Human resource management, or people practice, is an essential component of any organization since it links to several other domains and supports broader organizational and people goals. These are a few ways that people practice ties to other functional areas and enhances an organization's overall performance.
· Training and Development: Activities aimed at improving employees' skills and competencies are included in the people practice. HR contributes to the broader corporate strategy of upskilling the workforce, boosting productivity, and encouraging innovation by detecting the skills gap and offering pertinent training programs.
· Staff Engagement and Retention: HR is essential to promoting staff engagement and lowering attrition. HR supports the broader organizational strategy of luring and keeping top personnel, which guarantees stability and continuity of operations, by putting tactics like work-life balance initiatives, career development opportunities, and employee appreciation programs into practice.
· Positive employee relations can only be managed and sustained with the help of HR. HR contributes to the broader corporate strategy of creating a peaceful workplace, raising employee morale, and increasing productivity by resolving issues, conflicts, and grievances from employees.
· Diversity and Inclusion: There is a connection between people practice and the organizational strategy of fostering diversity and inclusion. Fair and impartial procedures are adhered to, and HR makes sure that diversity and inclusion initiatives are incorporated into programs for hiring, training, and development. HR promotes greater innovation, better decision-making, and increased organizational performance through cultivating a diverse and inclusive workforce.
Ultimately, people practice supports broader organizational and people initiatives and has connections to many areas of an organization. The staff is kept engaged, motivated, and proficient in the skills needed to propel the company forward when HR practices are strategically aligned with its objectives.
 (AC 3.3)

Surveys or questionnaires asking for regular feedback are one such method for consulting and interacting with the people function's internal clients. In order to learn more about the requirements, worries, and recommendations linked to the people function, surveys may be distributed to various teams or departments within the company. These surveys' outcomes can then be examined in order to pinpoint regions in need of development and establish new plans of action.
Another strategy is to arrange frequent get-togethers or focus groups with participants from various departments, such as an employee work council. This offers a chance to have a candid conversation and get qualitative input regarding their problems and experiences with the people function. HR specialists or consultants with experience in employee engagement and communication can lead these workshops.
In-depth insights can also be obtained by holding one-on-one interviews or feedback meetings with important stakeholders. HR specialists can learn more about the unique requirements and pain points of managers, team leads, and staff members who regularly deal with the people function by setting up one-on-one meetings with these individuals. With this strategy, HR can have a more in-depth and customized conversation and find solutions that are specifically suited to their needs.
Establishing online forums and suggestion boxes are examples of platforms that are vital for ongoing dialogue and interaction. Employee ideas, comments, and concerns can be expressed at any time using these channels. After reviewing and taking into consideration these inputs, HR may make sure that worker opinions are taken into consideration and actively considered during the decision-making process.
In conclusion, a combination of surveys, interviews, observations, and ongoing communication channels are necessary for efficient procedures for consulting with and interacting with the people function's internal consumers. HR practitioners may guarantee that the people function is in line with the organization's strategic objectives by using such ways to better understand the requirements, issues, and expectations of their workforce.
