
1. [bookmark: _Hlk130572615]Evaluate the advantages and disadvantages of the organisation structure in your organisation (or an organisation with which you are familiar) and evaluate the advantages and disadvantages of one other organisation structure. Within the evaluation, you should include the reasons underpinning the structure. (AC 1.1)

Hierarchical structure can be visualised as ‘An echelon arrangement (“a pyramid organization”), which gives the impression of a pyramid’ (Saiti & Stefou, 2020). Therefore, the level of authority increases with the seniority of roles. This can bring a number of advantages and disadvantages. For example, within large organisation it may be more efficient to have a centralised decision making body (Egelhoff, 2010)to allow streamlined decision making in complex organisations (Campbell, 2002) and promote strategic thinking to coincide with organisational direction (Ambos & Schlegelmilch, 2007). Conversely, there may be a number of disadvantages associated with a hierarchical structure. For example, senior decision makers may lack the specialism in the decision being made (San & Fernandez, 2018). Further, organisations may be limited by their authoritative rigidity, which may impede innovation and positive change (Accard, 2015).

A matrix structure is an organization that shares its decision-making power across two or more dimensions (Horney, 2010). Therefore, there is a utilisation of department heads or project managers for decision making rather than a linear decision-making process. There are a number of advantages and disadvantages. As specialist teams are better synchronised there tends to be greater clarity on objectives, due to a shared understanding of the project (Danilovic & Sandkull, 2005). Subsequently, this may lead to greater efficiencies due to the decision makers involvement and understanding of the project (McPhail, 2016). Further, due to the nature of the structure, in that, it involves a number of leaders, inevitably, this results in free-flowing information (Habib, 2015). Conversely, there are a number of disadvantages. Due to the ambiguous nature of the structure, individuals can become uncertain as to who to report to and under which circumstances (Goold & Campbell, 2003). Further, the need to report to multiple people, can lead to a significant impact on the speed of development or decisions (Egelhoff, 2017). Finally, additional leaders within the decision-making process can ultimately lead to friction. In that, the more decision makers involved, may lead to differences in opinion and conflicting views (Pakarinen & Virtanen, 2016).

1. Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. (AC 1.2

Customer service has become a fairly standard foundational value across most service-based organisations. It usually feeds into several different aspects to drive business growth, both in pre and post sales (Shakouhyar, et al., 2020). Virgin Atlantic, for example encapsulates the service as a product to drive sales. Its ethos is to provide its customers with an experience (Virgin Atlantic, 2023), providing first class service within a highly price sensitive market (Nicolau, 2023). Further, the use of vibrant brand colours helps to create brand awareness in addition to adding improved aesthetics to customer experience (Tuncer, et al., 2021). However, the service it provides is solely based upon the employees who encapsulate its values, as it those who provide the experience. Therefore, Virgin must ensure that its employees’ ethos is tightly aligned with its strategy. This alignment can be processed through effective onboarding and training. Hence, with Its 3 core values; ‘Think Red, Make Friends, Be Amazing’ (Virgin Atlantic, 2023) Virgin and accurately pinpoint its new recruits to the expectations if the organisation. Promoting clear values helps to improve employee buy in and develop a greater understanding of the wider strategy (Jeske & Olsen, 2021). Virgin also attempts to differentiate itself through ethical agendas. Virgin publicises several promotions aiming at diversity, inclusion, environmental factors and supplier sustainability. Further, it regularly reports in its gender make up and pay (Virgin Atlantic , 2021). Subsequently, promoting wellbeing in the workplace and individualism can help with attraction, recruitment, and engagement with the consumer (Ablah, et al., 2019). Therefore, Virgin focus their differentiation on how their customers experience their services. Ultimately, Virgin’s basic product is providing the same service as all other airlines, in that, providing airline transport. Therefore, it must find ways to differentiate itself from its competitors. Clearly, with the combined efforts of strong marketing, brand awareness and clear onboarding Virgin is able to effectively translate its strategy into its product. Virgin is aware of the highly competitive nature of the market it services, through external brand identity and strong internal values it can project its strategy with precision onto the direct consumer.

1. Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. (AC 1.3)

A tool to analyse external factors is PESTLE. This tool is used to systematically identify external factors to be considered (Gupta, 2013). The tool is separated into 6 different external factors, in order to achieve an informed decision (Parera, 2017). The 3 factors that will be considered are; Political, Economic and Social. If we consider the 3 factors against the optics of a conveyancing law firm. The recent increase in costs has led to a nationwide cost of living crisis, which has led to a considerable strain on finances (JRF, 2022). This had led to a number of reactions within the economy. Firstly, with the inflation rates tipping 4% (and peaking at 9% in February 2023) (ONS, 2023) this has led to a reduction in spending, down 3% (ONS, 2023), leading to a drop in demand and ultimately, a drop in house prices (Land Registry, 2023). This culminates in a reduction in work for a firm specialising in conveyancing. Politically, this has lead to the government introducing the biggest ever increase in National Living Wage (GOV.UK, 2023), while this is positive news for employees, it adds further costs to a firm with a decreasing workload and revenue. Finally, social pressures may add additional pressures. Hence, since the pandemic there has been a shift towards flexibility and work-life balance, with around 22% of the working population spending at least one day working at home (UK Parliament, 2022). While this initially would be received as positive news for both a firm and employee, it has lead to some further pressures for the firm. For example, the average salary for a Solicitor in Wales is £46,000, while in London is £88,000 (Law Society, 2022). Whilst this has always been the case for most employment sectors, the additional flexibility has allowed employees to work fully remote, removing the geographic partitions and subsequent pay discrepancies within the regions. 

In terms of alleviating the pressures, for issues relating to Economic pressures the firm may wish to review its marketing strategy, focusing on houses lower in the price bands, possible marketing promotions and looking at the rental market. For Political pressure the firm may wish to review its staffing levels, full-time and part time reviews and possible redundancies. For social, while the firm may not be able to compete financially, it may wish to seek alternative benefits, such as 4 day working weeks, flexitime and building on its cultural strengths. 

1. When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)

Technology and the potential impact on employment has been ongoing throughout history. Therefore, there has always been a fine balance between the speed of technological growth and the societal acceptance of its implications (Shumpeter, 1962). Technology has always had a large impact on the workplace, with around 800,000 job losses due to technology replacements (Deloitte, 2015). However, within the same time frame technology has created over 3.5 millions jobs (Deloitte, 2015). Therefore, it seems that while advancements can impact a particular skillset, it creates a shift in skills whereby individuals are deployed into other higher skilled, less repetitive environments. 

The increasing use of IT throughout the workplace has lead to a number of benefits for employees and organisations. This has been the case since the pandemic, whereby, work patterns had to change to conform with temporarily rules. Working from home became the norm, and the utilisation of video conferencing, online meetings and online collaboration became necessary (Zoom, 2022). Subsequently, societal acceptance had improved as the technology promoted accessibility and helped to avoid organisational failure due to the restrictions at the time, with about 2.6 million simplifying their organisations through digital innovation (Lloyds Bank, 2021). This acceptance has lead to a continuation of working patterns and around 22% of the working population spending at least one day working at home (UK Parliament, 2022). While organisations may had been forced to innovate with technology during the pandemic, it is clear from the below chart that the technology implementation had resulted in benefits across the business functions
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As technology is further implemented and innovated, societal acceptance will evolve. As with AI and other developing technologies, resistance to change will continue; A simply online search on AI reveals top results, such as ‘Will AI take my job’ and ‘Top 10 jobs at risk to AI’. As technology continues to shape the economy, the risk to jobs will continue to factor into its growth rate. While practitioners assume the ‘human touch’ is irreplaceable (CIPD, 2023), with the rate of growth, and societal change, expectations on service delivery may evolve into people practice too.


1. Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)

Edgar Schein defines culture as ‘A pattern of shared basic assumptions learned by a group as it solved its problems of external adaptation and internal integration (…) A product of joint learning.’ (Schein, 2010). Therefore, culture is a culmination of shared expectations based on experiences such as history, external environment and leadership styles. Nonetheless, Schein attempts to identify culture through several defined layers; Artifacts & behaviours, Espoused Values and Basic Underlying Assumptions (Schein, 2010). Firstly, artifacts and behaviours are visible operations within the organisation. For example, artifacts may include a workplace who are all dressed in professional attire which may subsequently portray a formal working environment. Behaviours relate to communication styles, hierarchical structures and decision-making policies. Espoused values are those values outwardly portrayed by the organisation, such as mission statements and management messages, which usually include its strategies and aspirations. Finally, basic underlying assumptions are defined as They are comprised of unconscious thoughts, beliefs, perceptions, and feelings (Schein, 2004). Therefore, they are deep-rooted cultural conjecture, formed over a period of time. This layer is usually at the core of the organisation, so shapes its thinking and behaviour. For example, it may be widely known that the leader prefers appointments rather than the publicised open door policy.

Maslow’s Hierarchy of needs as a theory which sets a hierarchy of needs, set across five levels; Psychological, safety, love, esteem and self-actualisation. The needs are presented in a hierarchical pyramid form, with the basic needs the bottom and the high, intangible needs at the top, as set out below.
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Maslow states that needs at the bottom of the pyramid must be fulfilled before moving up the hierarchy (Maslow, 1943). Maslow follows to confirm that people’s needs take precedence over others (Maslow, 1954). For example, the basic need for survival would precede all other, further up the pyramid needs. Maslow states that only once a person has passed through all levels of the pyramid, can they be fulfilled.


1. Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2)

‘What marks the competent organisation is its capability to create value through its people’ (Burke, 2016). People practice has the scope to positively impact organisational culture and behaviour. For a law firm operating with high-demand employees; people practice is integral to success, with rehiring costs set at almost triple that of retention of that same employee (Society For Human Resource Management, 2022). Subsequently, strategic practices to create a performance lead culture and dynamic behaviours to promote organisational success (Ivancevich, 2007). Strategic approaches can include; careful selection and hiring, sufficient induction to align culture, promote employee voice and reward. Further, simple onboarding policies provide clarity for employees, with a mutual understanding and synchronisation of the organisations goals and ambitions. Recruitment schemes must remain fair and aligned with the company agenda, the perceived unfairness can be enough to deter quality candidates (CIPD, 2023). Further, uncertainty or ambiguity within the recruitment campaign can lead to further cultural issues, such as cognitive bias (Whysall, 2018). Further, a lack of onboarding structure can result in the opposite effect, whereby cultural imbedding is not approached, as seen below in 2017 report on how employees felt during the onboarding process.
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As shown, cultural familiarisation is highlighted as very low, providing evidence that integration is an important aspect of onboarding.


People management is integration to continuing professional development. Those who are involved within active CPD tend to be more engaged and promote the desired behaviour. (Shuck, 2014). Further, consistent feedback sessions, such as appraisals, organisations can monitor how successful its synchronisation is with its employees (Bandura, 2012). Nonetheless, organisations need to remain vigilant using quantitative measures due to their binary nature external measures could be misinterpreted (Tangen, 2004).

People practices are intertwined within multiple aspects of the organisation, it can be the success or failure to successful integration of team members. Through successful recruitment, onboarding cultural awareness and understanding can drive behaviours. Those behaviours can be successfully aligned through regular appraisals, and vetted through constructive feedback sessions. 



1. Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances’. Explain two different models or theories to managing change. (AC 2.3)

Kotter’s eight steps of change
Kotter’s eight steps of change outlines that change requires strong leadership and decision making (CIPD, 2023). Firstly, Kotter suggestions creating a sense of urgency (Kotter, 1996), creating energy, motivation and employee buy-in (Kotter, 2008). Secondly, form a powerful coalition, within this step it is important to convince other, influential team members that change is necessary. Through strong leadership and coalition, momentum can expand into the wider organisation (Kotter, 2012). Thirdly, create a vision for change; this involves the creation of a clear vision and strategy which everyone will understand. This can help individuals understand the reasons why the change is being implemented (Kotter, 2003). Fourthly, communicate the vision; the communication of the strategy needs to be frequent, powerful and become intertwined into all business functions in order to provide motivation (Barrett, 2002). Step five is to remove obstacles; while the change is in effect, it is important to identify likely headwinds, such as people, procedures, compensation schemes (Mouazen, et al., 2023). Therefore, ensuring the organisation is promoting and rewarding the intended goal. Step six is to create short term wins; organisations may wish to create shorter and accessible goals to create positive reinforcement. Easy wins can help with motivation, and ensures the project is kept on track (Rebull, 2019). Step seven relates to Building on the change, therefore, ensuring that the wins within stage six form part of the wider goal, to maintain focus, and not acknowledge success prematurely. Step eight is Anchor the changes in corporate culture; this is to ensure the changes form part of the core to ensure its longevity

McKinsey 7s model
This model covers seven factors to influence change; Shared values; strategy, structure, system, skills, staff and style (CIPD, 2023). Strategy refers to the business plan and how it is formulated in conjunction with the organisational values (Corporate Finance Institute, 2023). Structure is simply the hierarchical nature of the organisation (Kaplan, 2005). System refers to the workflows and operational infrastructure (Alshaher, 2013). Skills relate to the capability and competence of the employees. Style is the culture outwardly relayed to the organisation by senior managers (Ashu, 2013). Staff is the HR related processes. Shared values are the core values and are intertwined with all other factors within the model (Chmielewkska, et al., 2022).

1. A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)
The Kubler-Ross change curve was developed in the 1960’s to help to explain emotions and  the five stages involved in the grieving process (Kubler-Ross, 1969). The curve helps to identify the key stages along a timeline, which individuals encounter, alongside the perceived performance along the axis. As shown below, the five stages include; Denial, anger, depression, bargaining and acceptance. 
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While the initial development focused on the way in which people grieve, it has since been adapted to help predict and explain the emotions involved within change management. Each stage explains the coping mechanisms involved as a person enters and exits a stage across the grief cycle (Leybourne, 2016). Denial and shock are usually the first reaction, this can sometimes be due to lack of information, fear or resistance to change and usually is short-lived, along with a temporary drop in performance (Malone, 2018). Stage two is Anger; this is where any frustrations and scepticism peak. This reaction is usually the result of realisation of the change happening, which may result in segregation within teams, with victimisation (Friedrich & Wustonhagen, 2017). Stage 3 is Depression; this can occur when motivation and performance are at their lowest, which can lead to hostility and attrition (Simpson, 2022). Stage 4 relates to Bargaining, this usually follows as people begin to accept the change is coming, but start to create compromises, in order to avoid accepting.  Stage 5 is Acceptance as the change becomes the norm, as people begin to understand why change has taken place and how to contribute.

1. The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing. (AC 2.5)

Employee wellbeing should remain at the heart of organisational strategy. Nonetheless, a recent report by the CIPD highlights a negative impact on mental health compared to previous years (CIPD, 2023). However, there has been some improvements, which include career development and employer relations. The degrading of focus on wellbeing seems to be already influencing the UK absenteeism, with the highest reported rate at 7.8% (Moss, 2023). Further, short term illnesses such as mental health, stress being the most common (CIPD, 2023). These figures subsequently cost UK organisations over £45 billion a year (Deloitte, 2022). This report also highlights than young professionals are the most vulnerable demographic, being twice as likely to experience mental health issues.
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It is evident that there is a clear relationship between employee wellbeing and organisational performance. Further, the cost of absenteeism cannot be ignored. Additionally, due to the vulnerability of young professionals, the ongoing absenteeism is going to continue to grow.

There are number of ways which organisations can improve their wellbeing policies. 
The CIPD highlights 7 key domains of wellbeing (CIPD, 2023), Health, good work, values, social, personal growth, lifecycle and financial wellbeing. The domains set a baseline for organisations to effectively implement a successful wellbeing policy. Setting values can help to create a sense of mutual respect between employees and employers. Hence, the employer and employee relationship becomes much deeper than merely transactional, creating a stronger emotional connection, further developing a corporate social responsibility brand (Budhiraja & Yadav, 2020).

1. The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)

The CIPD published the employee lifecycle as below. 

[image: A circular diagram with text and symbols]
									(CIPD, 2023)

The employee lifecycle involves several people practice roles. 

Attraction
The attraction involves a combination of a number of roles. From recruitment, development and HR strategy. For example, an organisation with a strong brand for HR strategies, such as flexitime, wellbeing and diversity policies may attract better candidates (Wilden, et al., 2010). Highlighting strong branding through campaigns, employee feedback and social media promotions directly link to the likelihood for job applications (Santiago, 2019). Therefore the input of people practices are integral to the attraction of quality, diverse candidates. These roles would include recruitment, wellbeing and diversity officers, people analytics.

Recruitment
The successfulness of recruitment relies heavily on the impact of attraction, without a quality talent pool, the recruitment process will fail (Catanzaro, et al., 2010). Firstly, an understanding of recruitment cost and time must be appreciated; the indirect costs averaging over six thousand pound (CIPD, 2022). However, the recruitment process must be fair so that the right candidates are hired.  These roles would include recruitment. 

Induction
Successful onboarding requires clarity of company values and strategy (Cable, et al., 2013). Failure at this stage will result in higher attrition and lack of shared values (Bowers, et al., 2023). Therefore, organisational policies and values form a key role in the success of inductions. HR managers need to ensure that the core values are clearly relayed, alongside company culture.  These roles would include employee relations, HR generalist.

Performance and development 
Organisations can monitor its performance through its strategy and goals. Employee performance is analysed alongside the same parallels. Therefore, people practices through policies and values can enable HR managers to identify and manage individuals who are in need of support and those succeeding. Through practices such as appraisals, employee voice and career developing; organisations are able to drive motivation and engagement by identifying individual development needs and goals. Tailoring meeting to help carve individual career prospects and promotion. Therefore, talent management, employee relations, rewards, learning and development, health and wellbeing roles are integral.

Retention
Through understand why people leave, people practice can enable organisations to reduce their employee turnover (CIPD, 2023). With ‘lack of career development’ being one of the top reasons for employee turnover, (Gurchiek, 2022) the importance of the other sectors of the employee lifecycle is paramount. Hence, highlighting the importance of understanding employee voice, feedback sessions, cultural awareness and behaviours. Similarly, to attraction, retention is the culmination and effectiveness of the remaining sectors of the employee lifecycle. Therefore, the involvement of recruiters, HR managers, equality and diversity officers, organisational design officers are integral.

Exit
Exit interviews help to understand how the Lifecyle has failed. This information can provide candid data on the successfulness of the polices of the organisation 


The entire employee Lifecyle and the people practice roles within it, help to provide valuable evidence to help HR business partners and those involved in organisational design to identify opportunities for change. Further, it is important that strategy from HR partners is clearly relayed to other HR functions, alongside multidisciplinary sharing and feedback.



1. Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)
People practices are intertwined into almost every aspect of business function. There are a number of ways which these practices can support organisations. As stated by Peter Cheese ‘…The recent turbulent years of change have emphasised even more the important of people at the centre of business, and the need to align people strategy with business strategy…’ (Holbeche, 2022). Shared values, common goals and mutual understanding of business direction help to facilitate organisational growth and innovation (Baines, 2014). Practice such as employee voice and empowerment can help create shared values. Efficiently promoting clear core values through effective onboarding and appraisals can build common goals and understanding (Cesario & Chambel, 2019). Through people practices organisations can engage further with employees who share and understand its strategies and ambitions. Providing a supporting environment for employees to thrive promotes a health culture (Verma, 2020). Motivating employees also improves their performance. Further, engaged employees help to positively drive group culture, which promotes a healthy and happy team environment (Smith, et al., 2016). People practices can also help to assist managers to identify skills gaps through processes such as appraisals, employees can highlight any learning and development needs. People practices also integrate into external HR processes within the employee lifecycle, such as attraction and recruitment. The promotion of HR strategies can improve attraction to an organisation, such as flexitime, easing the investment in recruitment. Further, people practices, through implementation of policies and core values can enable managers to effectively identify and manage performance issues (CIPD, 2023). As people practices integrate into strategy, accounting, HR, marketing and other business functions; practitioners are able to provide multidisciplinary viewpoints. In that, the input may have considerations from various departments, rather than department specific requirements. This can provide invaluable feedback in the development of the overall business strategy.

1. Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)

Employee voice is vital to the growth and agility of an organisation (Harley, 2020). With technological advances and the use of social media and sites such as Glassdoor, there has been a shift in the power dynamic, giving employees greater demands in job satisfaction, work life balance and personal growth (CIPD, 2021). Subsequently, the shift in demand has led to a turbulent labour market, creating competition for retention and attraction between organisations.  (Giunta, 2023).  Subsequently, organisations must remain relevant to the demands of their employees.

Surveys are an easy and powerful way to engage with a large number of individuals, enabling employees to engage with their employees with specific hot topics, at scale (Mitchell Hoffman, 2021). This type of engagement allows organisations to check culture, motivation and aspirations (Saks, 2019).Therefore, there are numerous advantages for organisations to utilise surveys (Wiley, 2010).  However, surveys are usually limited by their quantitative nature (Queiros, et al., 2017). To gain deeper insight, qualitative methods are required.


Technology  
Access to technology has increased over recent years, which has led to organisations seeking up to date methods of engaging with its employees (Bilqees Ghani, 2022). The use of social media and internal sites has given employees the platform to express their views (Peter Holland, 2018). Giving such access can promote engagement by creating empowerment, and a sense of purpose (Anusuya Yadav, 2022). However, the ease of such access gives opportunity for negative behaviour or a toxic environment (Graeme Martin, 2015). Therefore, strict policies and controls would need to be in place to minimise misuse. Conversely, organisations may wish to allow the same direct approach, but with more internal regulation, with the use of intranet and internal blogs (Kurth, 2020). While both forms of feedback can be rich in data, feedback itself can be more generic and widespread due to the fluid nature of forums and blogs (Ruck, 2015).

Focus groups.
Focus groups allows organisations to obtain a sample of views and culture. Focus groups can have major benefits for an organisation. Functionally, it provides a platform for qualitative employee voice, with the added benefit of live follow up questions or clarifications. However, it can also improve engagement, as employees become directly connected to business decisions (Othman, et al., 2018). 

For organisations to utilise the above methods with stakeholders, they must ensure they is sufficient engagement. The level of engagement has a direct link to the quality of employee voice (Ruck, et al., 2017). Therefore, when engaging with employee voice, there needs to be clarity on the reasons why and how feedback is actioned (Menguc, et al., 2013). Further, organisations may be to encourage feedback through reward. Using drivers such as financial incentives and leave can help to promote engagement. However, the ideal environment would be whereby stakeholder engagement is organic, driven by culture, sometimes through perceived professional development, personal branding or shared goal (Özçelik, 2015).
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employees; people practice is integral to success, with rehiring costs set at almost
triple that of retention of that same employee (Society For Human Resource
Management, 2022). Subsequently, strategic practices to create a performance lead
culture and dynamic behaviours to promote organisational success (Ivancevich,
2007). Structured onboarding and transparent performance management create
active and engaged employees, who tend to perform better (Bauer, 2012). Further,
simple onboarding policies provide clarity for employees, with a mutual
understanding and synchronisation of the organisations goals and ambitions.
However, a poor onboarding structure can result in the opposite effect, whereby
cultural imbedding is not approached, as seen below in 2017 report on how
employees felt during the onboarding process.

Footnotes s Research

People practice can provide a number of positive impacts upon an organisation.
From recruitment through to attrition, there are several ways which an organisation
and ensure its own success. People practice being more prevalent than ever with the
cost of rehiring potentially costing almost triple the cost of retaining (Society For
Human Resource Management, 2022). Therefore, Capturing and attaining
performance and adding value is critical to organisational improvement (CIPD,
2018). Ensuring HR takes a strategic role leads to inspiration and appreciation,
conversely its traditional demand-lead approach responds to needs of the
organisation (lvancevich, 2007). Strategic approaches can include; careful selection
and hiring, sufficient induction to align culture, promote employee voice and reward.
Organisations with robust onboarding and performance management tend to retain
and perform better (Bauer, 2012). People management also promotes professional
development. In that, employees who h: ity to develop and train have
higher levels of engagement and organisational buy-in (Shuck, 2014). The ways
which organisations can monitor the effectiveness of people practice can be through
employee performance and employee feedback. Employee performance can be
monitored in a number of wavs. for examole. sales fiaures within a sales

B B B

English (United Kingdom) [ E——

D Focus

H L Type here to search ° [e) (el (e

100%

C % leadership-resources.com/wp-content/uploads/201.. & ¥ O @

htps://hbr.org/2017/05 onboarding-isnt-enough

New Leaders Need More Than Onboarding

new hires. But only about half said
their organizations were effective at
facilitating alignment between leaders
and their teams, and fewer than a
third said they actively helped
executives adapt to the cultural and

al climate.

Administrative arrangements

Business orientation

Legal and procedural formalities

Aligning expectations with teams and bosses

Organizing meetings with stakeholders

Facilitating culture familiarization
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FROM_“ONBOARDING ISN'T ENOI
BY MARK BYFORD, M: WATKINS,

AND LENA TRIANTOGIANNIS, MAY-JUNE 2017 HBR.ORG

Finish update

Page 4 of 17

12014717, 11:24 AM

help leaders clear the biggest hurdles they
will face in their new roles: cultural and

political challenges.

Consider, in contrast, those companies that
devote substantial resources to helping new
executives become fully integrated. For
example, at a major global communications
and digital services company that develops
general managers through frequent country
rotations, all new subsidiary leaders are
strongly encouraged to go through a
structured integration program. Almost
everyone accepts this support, and that’s
telling: Leaders feel more comfortable
receiving help in an organization that
emphasizes learning at all levels. Sometimes
the program is preceded by an appraisal of the

critical “soft” skills that most executives sa
1651
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