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Business, Culture and 
   Change in Context


Currently, my role is a Human Resources Apprentice at Solo Service Group. Solo Service Group is a private sector who focuses wholly on providing cleaning services to schools, colleges, universities, South Wales Police holding cells, fire stations and more. At this moment in time, we employ over 3500 staff.
1.1
[bookmark: _Int_oTtx6hfE]	Change is inevitable however; every organisation needs to change with the rest of the world to stay afloat and be successful. At this moment in time there are “350” Bills going through parliament (UK Parliament, 2023a). This highlights the immense pressure put onto Human Resources to ensure all policies and procedures are kept up to date with new legislation to ensure employees contain their rights. An example of this would be the current Bill going through parliament which is to “extend eligibility to paternity leave and pay” (UK Parliament, 2023b, p 1). Not only does this effect the policies that need to be re- written but, also, the hours the organisation would need to cover for the paternity leave. At this moment in time male employees at Solo Service Group are entitled to two weeks paternity leave, therefore, is relatively easy to cover those hours however, the new Bill contains zero information regarding how much of an extension they would like to put on paternity leave resulting in confusion and worry for Human Resources in organisations contemplating whether employees could cope covering these hours.
	Solo Service Group provides cleaning services for other companies. This can result in employees having an unreliable job. If a company Solo Service Group provides for decides to close Solo Service Group may not have any hours for the employees cleaning at that site or may not be able to provide them with the hours, that they were previously on. This then forces Human Resources to make an addendum to their contract or redundant in the worst-case scenario. A solution to redundancy could “include short- term lay-offs, recruitment and pay freezes” (Anonymous, 2008). Solo Service Group gives employees three months' notice if they are a victim of redundancy or addendum to contract.
	Customers uphold every company, without customers a company would be unsuccessful and therefore, is an external factor that could affect an organisation. To retain customers, you have to keep up with other competitors and remain more appealing. To retain customers Solo Service Group has cut down on the amount of plastic they use. For example, we changed the cleaning products such as bottles, mops, etc to other materials for instance, paper, sachets and metal. Solo Service Group also stopped using single use products. This is since the public was being reminded of plastic pollution and #savetheturtles was trending on every social media platform. “Single use plastic ban” (Department for Environment, food & rural affairs, 23 May 2023) Customers believe that they are doing better for the planet using organisations that use less plastic. This then means that Human Resources need to stay up to date with new ideas. This effected Solo Service Group massively as the company would go through hundreds of bottles of cleaning products daily. Human Resources was at the forefront of coming up with solutions, which resulted in using the same products but containing them in eco- friendly materials.
1.2
	Human Resources in Solo Service Groups goals are small but will continuously make a change to the organisation. One main goal that is currently being implemented is to ensure that every employee has their own folder which includes every bit of information that we need to know about the employee. For example, hours per week, DBS and vetting information/ outcome, GP notes, site they currently work at, etc. This may sound small however, Solo Service Group currently has 3191 employees and finding a small fact about a singular person can be a task that takes a considerable amount of time. Our second main goal is to achieve eco- friendly travelling. Our large amount of contract managers can be travelling numerous hours to get to a site that they manage and therefore they can create a substantial amount of air pollution. To tackle this each contract manager will receive an electric company car. Solo Service Group is already in the process of this and more than 85% of our contract manager owns one. “Successful change management relies on four core principles
1. Understand Change.
2. Plan Change.
3. Implement Change
4. Communicate Change.” (Mind Tools Content Team, 2023). To achieve a successful goal Human Resources needs to fully understand why the change needs to take place and why to is necessary. They need to plan what will happen to implement the change and set themselves realistic time frames. It is important to set realistic time frames therefore the task does not get set to one side but also, if it is not meeting criteria’s at certain points in the process it can make people feel deflated and want to give up on the goal. They then need to implement the change meaning, putting all the hard work into action and finally seeing this goal implemented. Finally, it is important to communicate with others, so they understand why you made that change big or small. Give people closure on rumours and express the reasoning behind the change. 
1.3
	When Solo Service Group began the organisation believed that they would solely provide services for schools and buildings providing education, therefore, have maintained their original ‘customers’. The largest number of services that we provide go towards schools. Building providing education will always need cleaning however, when COVID-19 hit and the whole world went into a pandemic, schools no longer needed cleaning. Within this time cleaning staff were furloughed however, head office remained working. Human Resources and Health and Safety at this time re- wrote and updated policies, Human Resources also held Welfare Meetings with staff to ensure that employees mental health was still positive payroll continued to pay furloughed staff. Most departments jobs continued the same. 
1.4
	Technology plays a massive part in Human Resources; it cannot be understated. “Technology is the new bandwagon that everyone is jumping into; it is the new driving force of today’s world.” (Geet Gunjan Deka, 2019). Technology is constantly evolving and therefore, companies have many options to run a successful organisation. It helps keep communication for example, welfare meetings. These should take place preferably every month that someone is on sick at work. If someone is ill or does not feel mentally capable to travel to attend a welfare meeting it can take place via teams. This technology ensures that organisations are keeping working employees and other staff safe and highlights that they are not forgotten about. New softwares are constantly being downloaded to ensure all information is kept hidden and only accessed by people who need to see the information. Organisations hold personal information of employees for example, addresses, national insurance numbers, date of birth, right to work etc and therefore, the security needs to be there to ensure this information is kept safe. Developing technology provides this.
2.1
	“Workplace culture is the set of values, norms, and behaviours that shape how people interact, collaborate, and perform in an organisation.” (Brittany K, No Date). To achieve a positive workplace culture, it is important to squash any animosity within an organisation. Animosity is normally created when communication is not transparent enough. It is likely that a conversation needs to be held in a calm environment with an unbiased denominator. Human Resources is the role model that others look up to and follow. If the Human Resources department is showing the values of workplace culture others will follow, Human Resources set by example. 
2.2
	Organisations have a hierarchy. This highlights the power that is held in someone’s role over the organisation. “In any hierarchy an employee tends to rise to his level of incompetence and that’s where he stays.” (Dr Laurence J Peters, 1974). The person/ department with the most hierarchy has a duty to look at the organisation as a whole and interpret what needs changing. Each department could not reach their full potential without other departments. For example, Human Resources departments rely on payroll to communicate who is currently on sick leave so Human Resources can ensure the correct protocol is carried out. Another example would be- in Solo Service Group we provide cleaning services including, mopping. If the employee forgot to warn others about slippery surfaces and someone fell, Human Resources and Health and Safety would have to work together to ensure correct code of conduct is carried out. Each employee specialises in their department and often departments have to come together to make sure correct protocol is implemented. 

3.1
	Human Resources and people professionals will always be the forefront of creating and leading change however, Human Resources cannot always implement change on their own especially if this change will affect numerous departments. This is why there are eight main steps to creating change. Step one is to “Create A Sense of Urgency” (Dr. John Kotter No Date, a). To begin change you need to let others understand why the change needs to happen and how much you believe this will help the organisation. Maintain transparency and openness with colleagues and identify what the focus of the organisation is and how this change will benefit. If you do not do this, colleague may feel reluctant to take on the extra workload to create change because they may feel it is not necessary. The second step is to “Build A Guiding Coalition” (Ben White, No Date). To build a group of people who are going to be beneficial to the change you would need to persuade them this change is for the better. You need to engage staff who align with the change and the organisations values. You can do this by explaining unique selling points that would put you at an advantage of competition and explain how it would attract customers which then would build brand loyalty. Third step is to “Form A Strategic Vision” (Dr. John Kotter, Holger Rathgeber, 2023). It is important to have a clear concise plan. This ensures that different members of the organisation do not fall behind and prevents people from getting confused. If someone was to get confused, they could then start to feel less passionate about the change and therefore, be more likely to come to the decision that the change was not a good idea. Creating a plan also ensures, whether or not, the change is achievable. When creating this plan cost will be in discussion. If the company cannot afford to make the change at that moment in time it is something they could start to prepare for in the future. Fourth step is to “Enlist A Volunteer Army” (Dr. John Kotter, No Date, b) Once all information has been shared with colleagues and a clear, concise plan is made it will be obvious which departments need to be involved. A group of passionate people professionals need to group together to ensure that this goal is carried out in the most organised guaranteed way. The fifth step is to”Enable Action By Removing Barriers” (Dr. John Kotter, 2023a). Barriers could include, managing time. To solve this, workload could be spread out between more people or create longer deadlines. Another barrier could be rumours and gossip in the workplace. To fix this it is essential to maintain clear and concise information with colleagues involved in the change and others who are not. It is the colleagues who are not involved in creating the change which feel more uneasy and unsettled about the change not knowing all facts and details, this is why it is a necessity to let everyone know about the plans. The sixth step is to “Generate Short- Term Wins” (Dr. John Kotter, 2023b). To ensure moral is kept high small advancements in the change can be celebrated for example, getting over that first hurdle of putting everything into place to start the change is an achievement. It is also imperative to express gratitude to other colleagues who are doing an exceptional job at meeting deadlines. The seventh step is to “sustain Acceleration” (Dr. John Kotter, 2023c). It is a requirement to not let the change slip between the cracks. It is a simple mistake to push the goal to one side and only focus on other workload especially during peak times however, this means not meeting deadlines and not achieving what you have promised others. It is also a common made mistake to rush the process as your coming to the end of your plan and coming closer to implementing the change. Rushing the process can cause mistakes. Making mistakes could prolong the process because you will have to go back and rectify them. The final step is to “Institute Change” (Dr. John Kotter, 2023d). This does not mean immediately scrapping the old process. The old process needs to continually be there as a back- up until the new process had been trialled for a few months and everyone can be sure it is fool- proof. 
3.2
	Many emotions can take place whilst change is being implemented, people professionals need to be qualified and experienced in how to manage this. (Kübler-Ross, 2023) change curve demonstrates this perfectly. When announcing a big change in the workplace, “shock” can immediately take place. This is because people know that their department runs smoothly and does not see the big picture. It is necessary that people professionals give a clear message of what will take place. “Denial” is the second common emotion. Employees may not believe that this change is being implemented and people professionals need to evidently state that this change is needed and going to happen. Often then, “frustration” can be prevalent emotion. Employees who wholly focus on one department often cannot see how important it is that this change is implemented and can feel enraged. This can then lead to “depression”. A depressive feel can then be felt. This can then bring the mood in the workplace down. This can happen because the change is unknown. People professionals need to squash any rumours that are taking place and have a friendly conversation regarding the change and answer any questions concisely. Once the change is ready to be put into action, it is time to “experiment” the change. During this people professionals need to clearly understand the change and be ready to answer questions regarding from employees who are being effected by the change. This initial change can bring uncertainty and employees may need a people professional to talk to. Furthermore, the next step is “decision”. Employees have now trialled the new change and can be feeling more uplifted because they now have a first hand experience. Finally, “integration”. Employees need to refer back to people professionals, explaining how the change effected them and if any further changes need to be implemented.
3.3
	Organisational change is something that takes place often for example, changing legislation meaning, changing policies, inflation meaning, the cost of products going up and so much more. Organisational change can result in, redundancy due to not being able to afford to pay staff, reluctancy to change a persons job title so there is no need for a pay rise to occur, etc. Sometimes organisational change is forced onto a company. “The widely accepted view of inflation is that it ‘erodes the value of money’, but in business it causes very real difficulty” (Paul Hudson, 2023). This then does not only affect a persons job but the their mental health. Someone who may love their job but is forced to be made redundant may struggle with their mental health. This could cause anxiety, not knowing what to do next or not knowing what pay-check they will be on in the near future, or depressed being forced to leave a job they loved. 

Word count- 2651 words

 

Reference List
 UK Parliament (2023a) Parliamentary bills. Available at: https://bills.parliament.uk/ (Accessed: 23 October 2023).

UK Parliament(2023b) .  Paternity (Leave and Pay) Bill- private members’ Bill (presentation bill). Available at: https://bills.parliament.uk/bills/3290 (Accessed 23 October 2023).

Anonymous (2008). When redundancy is the only way. Available at: https://www.proquest.com/docview/425408122/FD5D44300B9C4D25PQ/2?accountid=130472. (Accessed 23 October 2023).

Department for Environment, food & rural affairs (23 May 2023). Single- use plastic ban: plates, bowls, trays, containers, cutlery and balloon sticks. Available at: https://www.gov.uk/guidance/single-use-plastics-ban-plates-bowls-trays-containers-cutlery-and-balloon-sticks . (Accessed 23 October 2023).

Mind Tools Content Team (2023). The Four Principles of Change Management. Available at: https://www.mindtools.com/ahpnreq/the-four-principles-of-change-management (Accessed 23 October 2023)

Geet Gunjan Deka (2019). Technology is Constantly Evolving. Are you? Available at: https://www.linkedin.com/pulse/technology-constantly-evolving-you-geet-gunjan-deka?utm_source=share&utm_medium=member_ios&utm_campaign=share_via  (Accessed 23 October 2023)

Brittany K (No Date). What are Some Signs of a Strong Workplace Culture. Available at: https://www.linkedin.com/advice/0/what-some-signs-strong-workplace-culture-skills-workplace-culture?utm_source=share&utm_medium=member_ios&utm_campaign=share_via (Accessed 23 October 2023).

Dr Laurence J Peters (1974). Available at: https://www.linkedin.com/feed/update/urn:li:activity:7122588250963087361?updateEntityUrn=urn%3Ali%3Afs_feedUpdate%3A%28V2%2Curn%3Ali%3Aactivity%3A7122588250963087361%29 (Accessed 23 October 2023).

Dr. John Kotter (No Date, a). A Sense of Urgency. Available at: https://www.kotterinc.com/bookshelf/a-sense-of-urgency/ (Accessed 23 October 2023).

Ben White (No Date). United Way of Greater Kansas City. Available at: https://www.kotterinc.com/non-profit/ (Accessed 23 October 2023).

Dr. John Kotter, Holger Rathgeber (2023). Our Iceberg Is Melting. Available at: https://www.kotterinc.com/bookshelf/our-iceberg-is-melting-2/ (Accessed 23 October 2023)

Dr. John Kotter (No Date, b). Our Approach to Learning + Development. Available at: https://www.kotterinc.com/learning-development/change-certification-program/ (Accessed October 2023).

Dr. John Kotter (2023a). Building A Guiding Coalition For Change. Available at: https://www.kotterinc.com/non-profit/ (Accessed 23 October 2023).

Dr. John Kotter (2023b). Our Approach To Learning + Development. Available at: https://www.kotterinc.com/learning-development/change-certification-program/  (Accessed 23 October 2023).

Dr. John Kotter (2023c). “Achieving Supply Chain Excellence”. Available at: https://www.kotterinc.com/global-consumer-products-company/ (Accessed 23 October 2023).

Dr. John Kotter (2023d). Change. Available at: https://www.kotterinc.com/bookshelf/change/ (Accessed 23 October 2023).

Paul Hudson (2023). Productivity: A Guide to Surviving Inflation. Available at: https://www.linkedin.com/feed/update/urn:li:activity:7023215976775081986?updateEntityUrn=urn%3Ali%3Afs_feedUpdate%3A%28V2%2Curn%3Ali%3Aactivity%3A7023215976775081986%29 (Accessed 23 October 2023).

Kübler-Ross (2023). Change Curve. Available at: https://www.ekrfoundation.org/5-stages-of-grief/change-curve/. (Accessed 23 October 2023)







