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Section 1-1 
Culture can be defined as the implied social order within an organisation. Culture shapes the behaviours and attitudes in durable and wide-ranging ways. Furthermore, the cultural norms within organisations define what is accepted, rejected, encouraged, and discouraged within groups. When culture is correctly aligned with the needs and personal values, it can unleash a significant amount of energy towards the organisation’s goals. In addition to this, the culture within an organisation can change flexibly in response to the changing demands and opportunities (Groysberg, et al., 2018). Strategic human resource management is a method that is adopted to effectively manage people, which supports the long-term goals of an organisation in a framework that is planned and coherent. This approach allows the different aspects of managing people to be collaborative and therefore create behaviours and performance which are required to create value (CIPD, 2020a). 
Culture and strategy are among the main levers at management’s disposal in the quest to sustain the organisation’s effectiveness and viability. The organisation’s strategy offers a structured logic, the organisation’s objectives, and positions people around them. However, culture on the other hand also expresses the objectives of the organisation through beliefs and values and guides the activities within the organisation through the group norms and the shared expectations (Nayager & Vuuren, 2014). Furthermore, the strategy gives a clearer focus and clarity within an organisation for decision making and collective action. It heavily depends on the sets of choices and plans to mobilise people and often is enforced either by rewards for successfully achieving the objectives or if these are not met then it would be enforced by consequences. Preferably, the strategy combines the adaptive elements which analyse and scan the external environment and predict when any changes are required to be able to maintain growth and continuity. Due to most leaders understanding the fundamentals, leadership, and strategy are closely linked. (Groysberg, et al., 2018).
Culture on the other hand is a far more elusive lever. The reason for this is because a lot of the culture within organisations is anchored in the mindsets, unspoken behaviours, and social patterns. Culture and leadership are also closely linked. The reason for this being, that influential leaders repeatedly imprint values and set new cultures and assumptions which continue for many years. Over time, leaders within organisations can shape the culture by their conscious or unconscious actions which may at times have unintended consequences. Successful leaders are aware of the different cultures in which they operate and can sense when any changes are needed and can skilfully influence the process (Farrell, 2018). 
It is argued that, it is more common for leaders who are looking to build high performing organisations to be perplexed by the culture within their organisations. To deal with it, many leaders will push this issue towards their HR function, or many others leave it to go unmanaged and as a result it becomes a secondary issue. Although leaders may have a well thought out strategy, because they lack an understanding of their culture’s dynamics, this inevitably throws their plans off its course (Farrell, 2018). Warrick (2017) argues that this does not always have to be the case. He states that culture can be managed. In order for leaders to be able to manage the culture, they must take the first step which is to become aware of the culture, this will allow them to minimize the risks and therefore maximise the value that it can bring.  

Section 1-2
French and Raven’s model of bases of power looks at the six elements that are applicable to social relationships (Bolman & Deal, 2017). It is argued that the balance for power in the employment relationship has shifted from the employer to the employee. There are some reasons for this shift, one of the reasons being the growing number of organisations struggling to fill posts and retain staff. Organisations have had to offer higher and more competitive rates of pay, lavish perks, and offer retention bonuses in order to retain and attract skilled staff. In addition to this, some organisations have been offering longer holidays and offering more flexible working options and many more staff benefits (CIPD, 2017). In some cases, where several employers are competing for the best talent, the candidate has the opportunity to interview the company to see if the work and company suit their needs. The interview process becomes a two-way process where employers must sell themselves to the candidates. The shift arises when there are more posts than there are workers. A recent survey revealed that 97% of companies said that they were experiencing skills shortages in the previous year (CIPD, 2017). 
Millennials have different expectations and priorities when it comes to working, this is different from previous generations. Although a good salary is still important, it is recognised that this generation considers a work-life balance to be a top priority. They also consider the culture of the organisation and also care about the values and beliefs of an organisation, such as diversity and inclusion (Bielenberg, 2019). Finkelstein  (2018) argues that two unparalleled factors affect the power dynamic. These two being the pervasive social networking networks that have democratized workplace, information which is accessed by employees and job seekers. The second one being the growing personal computing power which is creating option value for individuals. With high unemployment which has accelerated wage growth, the high workplace transparency, and the high worker option values, these trends have collectively shifted the balance which some refer to as ‘the age of the employee’. In order to navigate through this shift of power, organisations must now change how they once thought about talent. 
Similar to how successful companies were once built on the ‘customer first’ mindset, organisations must now change their focus to the ‘candidate’ and ‘employee first’ mindset. This should become an organisation wide initiative in order to be successful in the future. In order to do this, there must be buy-in from the top-down, those who are the key influencers should influence this mindset into all the different functions of the organisation. Organisations that are unwilling to move in this direction in the future will undoubtedly struggle to have a competitive edge and therefore will lose and fail to attract the skills needed to sustain the company (Finkelstein, 2018). Since the coronavirus pandemic, the employment retention furlough scheme appears to have held up the current employment figures (Duncan, 2020). However, it is reported that unemployment in the UK is up to 1.3 million, which is an increase of 50,000 between January and March of this year. The reason for this is because of the coronavirus pandemic which has had a significant impact on the labour market in the UK. In addition to this, it was found that there was a sharp fall in the hours worked in March when the current lockdown measures were put in place and this is forecasted to continue to drop in the April figures. It is yet to be seen what long term impact this will have on the economy and labour market and equally on this shift in power (ONS, 2020b). 

Section 1-3
‘HRM includes anything and everything associated with the management of the employment relationship in the firm. We do not associate HRM solely with a high commitment model of labour management or with any particular ideology or style of management’ (Boxall & Purcell, 2011). Four key areas of HRM which have an impact on organisation culture are performance management, training and development, pay and rewards, and employer–employee relationships. “Performance Management is the continuous process of improving performance by setting individual and team goals which are aligned to the strategic goals of the organisation, planning performance to achieve those goals, reviewing and assessing progress, and developing the knowledge, skills and abilities of people” (Armstrong, 2016). 
William Deming’s 1965 Plan-Do-Check-Act model of the performance management cycle demonstrates the natural process of management (Cokins, 2004). Performance management aims to communicate goals and expectations, raise staff morale, improve performance, identify opportunities for development, and reinforce control (Cardy & Leonard, 2014). This area of HRM often fails to have the desired impact on the culture because it can often be viewed as a tick boxing exercise and is often abandoned by managers which leave employees not developing. On the other hand, if reviews were to be carried out properly, employees would be recognised for their hard work and be given feedback with opportunities to develop in their careers (Armstrong, 2016). 
Learning and development undoubtedly has an impact on the organisation culture because managers can be trained in different areas which can then be implemented across the organisation. Training programs that highlight the importance of standards of behaviour can have an impact on the organisations culture (Paine, 2019). This area of HRM often fails to have the desired impact on the culture because even though HR and leaders may place an emphasis on different training programs, if the managers do not share the same beliefs, then this will result in the culture of the organisation being unable to deliver (MacLeod & Clarke, 2009). 
The HR function usually develops the reward and pay structures, these areas are key drivers in organisation culture. This is because if the pay structure is poorly designed and does not take into account the qualifications and skills of the employees, then this will harm the culture within the organisation. When workers have lower pay than the average pay, this hurts the culture. On the other hand, when there are clear, fair, and equal structures, this will be likely to attract more talent within the organisation. This area of HRM often fails to have the desired impact on the culture because the extrinsic motivation factors are replaced by the intrinsic (Frey & Osterloh, 2002). HR’s role in employer-employee relationships has a substantial impact on the organisation culture because they are the bridge between employees and management. Within some organisations, the HR function advertises for jobs, conduct interviews, and recruit into vacancies alongside managers. The interaction that employees have with the HR function has a significant impact on the overall culture within the organisation from the start to the end of the employment cycle (Leatherbarrow & Fletcher, 2014). This area of HRM often fails to have the desired impact on the culture because there may be a lack of open lines of communication and a lack of clear chains of command (Syed & Kramar, 2017). 

Section 1-b
The concept of employee engagement looks at the mutual benefits in the employment relationship which considers both the job satisfaction and wellbeing of the employees and also the good for the organisation in terms of the commitment and performance. Employee engagement consolidates a number of established concepts such as organisation commitment and work motivation. It also brings together other concepts which include passion, enthusiasm, job satisfaction, citizen behaviour, absorption, and energy in doing work and identifying with one’s work and playing to one’s strengths. There is no single definition of what employee engagement is with around fifty definitions (Briner, 2014; CIPD, 2019c). 

One of David MacLeod’s enablers for employee engagement is a strategic narrative. David MacLeod argues that if the organisation’s story is communicated to its employees then they should be able to see how their day to day work fits in with the organisation’s goals. In order to get a commitment from staff, the story should not be posted once but should be repeated to employees so that they can have a sense of ownership in the narrative. He gives an example of this in an engineering firm where employees were asked to use diagrams and explanations of innovations to a wall that had a timeline that depicted the company’s goals. Once the employees did this exercise, this in itself created interest as other colleagues also gathered around to see what was going on. This did two things, it enables the employees to visually see how their achievements would fit into the organisation’s big picture and it also encouraged them to want to share their skills and knowledge (XpertHR, 2020). On the other hand, a disadvantage of a strategic native enabler would be that the culture within an organisations always trumps strategy (Smith, et al., 2014).

Another enabler for employee engagement is engaging managers. Although it appears to be simple, if an organisation attempts to engage its employees without engaging their managers first, this will only yield limited results. The engagement and motivation of many employees often depend on how they may feel towards their managers. If managers are not engaged, then it would be very difficult for those managers to have the motivation to engage their staff. The advantages of engaged managers are that they are able to stretch and coach people, they are able to treat members of their teams as individuals and they are able to help their teams focus and help them to get their tasks done (XpertHR, 2020). 

Another employee engagement enabler is the employee voice. Listening to employees is crucial in giving them a voice however, it should not stop at the survey. Surveys are helpful in ascertaining how people may feel but they do not tell you the reasons why they may feel the way that they do. This is the reason why the employee voice is very important. It allows organisations to be able to have insight into the deeper issues of where things may have gone wrong and the reasons why. With public enquiries, it is noted that when something goes wrong, there is someone who knew about the issue beforehand yet failed to speak or in some cases they did speak up but were not listened to. When employees feel valued and listened to by their organisations, they are more likely to share ideas and also highlight issues earlier to avoid future risks within the organisation This will also increase how engaged there are in the workplace (Bridger, 2018). On the other hand, Smith, et al. (2014) argue that many managers struggle to genuinely listen to their staff. Another enabler for employee engagement is integrity. When an organisation’s values are not seen in the day to day actions of the managers and employees, this will hurt the organisation, leading to a lack of trust by the employees. Organisations have values by which they believe in however when these are not reflected in what is done in reality, this creates an atmosphere of distrust, on the other hand, when they are aligning, this creates trust within the organisation (MacLeod & Clarke, 2009). 

Section 2.1a
There are a number of different HRM models which include the Harvard model, the Guest model, and the Warwick model (Fleetwood & Hesketh, 2010). For his model, David Ulrich put an emphasis on the four roles which HR needed to adopt. These were change agents, administrative experts, strategic partners, and employee champions. He identified three functional areas of HR, the first being the strategic business partners who work most closely with the business leader and they would have an influence on strategy formulation and implementation. The second was the centres of excellence which would consist of small teams within the HR function of experts who specialised in leading-edge HR solutions knowledge. The third being shared services, who would handle the transactional services of day to day processes such as payroll and absence monitoring (Storey, et al., 2009). Organisations adopt the Business partner model because it is cost-effective as it requires smaller teams within HR to shows that they are being effective, otherwise they would face cutbacks. Another reason why organisations adopt the Business Partner model is because of the rising expectations of the HR function, with HR playing a role where they contribute towards the strategy, this allows the execution of the business plans and then delivers more tangible benefits for the organisation. In addition to this, the Business Partner model is used because of the acceleration of competition. This is because HR is central to the competitiveness of the business, the skills delivered, creative and motivated workers, and allows for flexibility (Hunter, et al., 2016).  
On The other hand, it is argued against the Business Partner model that the HR function should not be split into different sections such as training, employee relations, and recruiting. Some organisations are moving towards a more traditional generalist model of HR where HR employees are trained to know all the different areas. Another argument is that one danger of the Business Partner model is that it runs the risk of creating silos within the HR function when it becomes fragmented (Poell, et al., 2015). In addition to this, Hunter, et al. (2016) argue that Business Partners have failed to convince senior managers that they have the relevant business insight.

Section 2.2a
It is argued that workers are not owned by their employers and the working arrangement is mutual on both sides. Because employers have more power in the relationship, there are laws to protect the workers from unethical practices. Some of the ethical pitfalls of a purely capitalist approach in the current business climate are that workers have a right as humans to be treated as individuals and not just as members of groups. Furthermore, there can be consequences for employers who are prejudiced in their recruitment processes which in turn deny them a wider talent pool and therefore suffer effects of reputation and competitive damage.  In addition to this, unfair discrimination is illegal under the Equality Act 2010 although the arguments in support of and against positive discrimination continue (ACAS, n.d.). Some examples of organisation who failed to act ethically can be seen with Amazon’s working conditions and Sports Direct. It Was reported that the staff they were not treated as human (BBC, 2016; Sainato, 2020).
Social enterprise describes an organisation that has a purpose to combine its profit-making and revenue equally with the need to support and respect its external environment as well as its stakeholder network. This is done by listening and investing in the trends which are shaping the world.  It is reported that social enterprise has become valuable to organisations (Deloitte, 2019). One of the core behaviours of the CIPD professional map is ethical practice. This means that leaders are to develop trust by being role models in their ethical behaviours and applying the values and principles when making decisions (CIPD, 2020d). There is an increasing number of organisations that are recognising that corporate social responsibility policies and ethical practices produce increased motivation, employee commitment, an enhanced brand, enhance customer loyalty, and minimises risk. It helps to attract talent, have a positive impact on employee relations, and also reduce the turnover within organisations (CIPD, 2020c). Organisations have the opportunity to positively affect their ethical climate and additional to this, to be able to encourage their workers to behave and act ethically. It is argued that ethical leaders have a positive influence on the ethical behaviours of their workers. Unethical leadership is likely to result in with workforce acting unethically; an example of this is when policies and procedures are not followed and applied consistently. For this reason, it is of vital importance that policies and procedures are followed, but more importantly, that they are non-discriminatory, fair, and equitable (CIPD, 2019g). 
Whether or not an organisation has a human resource function, they will still require guidance on a number of areas such as learning and development, recruitment, diversity and inclusion, workforce planning and human capital reporting. With input from stakeholders, HR experts globally have developed British and International standards that guide these areas. The standards are different from the law however, the practical details are often integral to the drafting of legislation and policy guidance by the government. The standard-setting bodies which bring the guidance together include the British Standards Institution BSI and the International Standards Organisation (ISO). Standards are crucial for organisations as they ensure the safety of products and services, and they also ensure a well-organised coordination of processes and systems across supply chains which are ever more complex (CIPD, 2019h).  Codes of conduct can be either professional where they apply to a sector of professionals; for example with the CIPD or they can be applied to an individual organisation. Codes of conduct show the standards of work and behaviour required by those who follow them. They are often based on ethics that are duty-based and they also provide a system of regulation where conduct can be monitored, complaints received, and where sanctions can be given for improper conduct (CIPD, 2019h). 

Section 2.3b 
Leadership is the ability to influence people to enable them to meet a common objective. Leadership is also about analysing the progress and being able to provide appropriate feedback. There are many definitions of leadership and there fails to be a single definition that satisfies all. It is argued that leadership covers three fundamental elements which are oneself, other people, and the task which needs to be done. This later element is the concept of the ‘purpose’ which simply states the reason why the task needs to be completed. When the reason for this is shared, it allows people to be collaborators who are able to give their insight into the task at hand. This allows the work and their efforts to be more meaningful as they are able to see the point of why the task is required (CIPD, 2019d).
One of the challenges that leaders are facing today is agile or flexible working. Flexible working describes the different types of working where workers are more flexible in how long, when, and where the work takes place (CIPD, 2020b; CIPD, 2019). Flexible working is on the increase with 92% of millennials identifying this as a top priority for them when looking for work. 52% of men and 80% of women would like to have more flexibility in their future roles. While only 30% of workers would like a pay rise, there is 70% of UK workers would consider flexible working more attractive in a role. With an ageing workforce, it is reported that most workers who are over 50 would like to reduce their working hours and be able to work more flexibly (Burnford, 2019). 
The Flexible Working Regulations 2014 now make it a legal right for workers to be able to request flexible working after being employees for at least 26 weeks (UKGov, 2014).  Flexible working is beneficial for organisations as it helps with widening the talent pool to staff for hard to fill posts, furthermore, it helps with staff retention, increases productivity and gives the organisation a competitive edge (Burnford, 2019). On the other hand, flexible working blurs the demarcation between home and work life. It can also bring challenges to managers with managing a remote workforce. Managers will need to overcome this by adapting their skills or acquiring new skills (Mitchell, 2019). More recently, since the Coronavirus pandemic, it is reported that there have been 8.7 million workers in the UK that have worked from home out of the 32.6 million in employment. This increased significantly due to the government guidance for people to work from home where possible (ONS, 2020a). Business leaders are now reported to say that they plan to continue with flexible working as the norm after the current lockdown. The CEOs of WPP and Barclays have reported that they want to keep their workforces healthy by reducing the people in the office and travel during rush hours (Guardian, 2020). 

Section 2.4a 
To allow for continuous learning, there needs to be a chance is how leaders act and think. Profitable organisations, so do by putting people values at their core. With the changes in the future to demographics, social, and technology, leaders must have empathy. They should encourage adult learning and should lead the way by example and by creating a safe space to learn (McKinsey, 2019). AI is going to change the way that we work, not only the nature of work that we do but also the workplace. A number of the tasks that we do will be carried out by machines and humans will be working alongside AI. This will result in the loss of some occupations and the creation of new roles and opportunities. It is reported that around 15% of the workforce around the world which equates to 400 million workers are likely to be displaced by AI by the year 2030. This could increase by 30% which is equivalent to 800 million workers in the fastest scenario, with the slowest scenario being around 10 million workers in the global workforce (Manyika & Sneader, 2018). 
For a long time, HR has been utilising technology to move away from being so process-driven so that it could focus on the higher strategic function. The use of AI will support this further. Technology is already supporting HR with processing data and significant metrics; this will only accelerate. AI will continue to change the way that we work but this also means that the skills required in the new environment will need to change. Organisations must bring people along with the change as the new technology builds an impetus. If this is not done, then the benefits which AI brings will not be seen (Davenport, 2018). HR can now take the lead as we see AI growing in importance and becoming a key driver for organisations. Although there are many benefits to AI, there are also downsides however, HR is best placed to deal with these issues. Issues such as accountability for the impact that the introduction of AI has on the workplace, analytical functions that AI will generate, any security issues that may arise, and the ethical implications, all these are issues that HR will have a role to resolve (Castrounis, 2019). The most significant impact on AI is likely to be the skills of workers. There will be a shift in the importance of what we considered to be soft and hard skills. If organisations are not reskilling in preparation for the changing environment, then they risk having a shortage of the necessary skills to be able to survive as AI increases (Cameron, 2017). It is argued that there are only a few organisations know what skills they readily have within their current workforce or the skills shortages which are required for the future. The role of HR is important in this as it could look ahead to ascertain what skills will be needed and therefore be able to develop a transition for the organisation to move towards sourcing the skills as required (Zarkadakis & Bird, 2019). HR can also ensure that as we capture the benefits of using AI as it rapidly evolves, they would need to ensure that they proactively guard against the risks which may come with it and also mitigate any dangers (Manyika & Sneader, 2018).
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