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1.Evaluate the advantages and disadvantages of the organisation structure-
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Figure 1 – Mrs Bucket Cleaning Services Organisational Structure.
Figure 1 above illustrates how Mrs. Bucket Cleaning Services is organised using a functional, hierarchical structure. Here, the manager or CEO of the organisation is typically at the top, with all other managers or teams below (Taylor, Woodham, 2022a). Mrs Bucket uses this structure as it is designed to make decision-making more efficient as a single central authority makes decisions. An advantage of this organisational structure is that it allows many managers and employees to have clearly defined roles and responsibilities within the organisation to achieve the strategic goal (Taylor, Woodham, 2022b). There will always be someone responsible for a decision. A disadvantage of this structure would be the lack of communication between management and employees, which could make decision-making difficult as management approval cannot always be obtained quickly. This could lead to a lack of loyalty and the organisation failing to achieve its goals.
Seren Support Services operates under a different organisational structure, namely a departmental structure. The organisation is divided into departments that focus on various products, services, and geographical areas (Taylor, Woodham 2022c). Because the company has a large number of customers requiring individual attention and a diverse geographical range of departments, Seren Support typically works in this structure. The services and products are spread over a larger geographical area, which increases their availability and attracts new customers, which is the main advantage of this structure. Using this structure in an organisation will also improve company culture. The cost of this structure would be a disadvantage. Although this could have a positive impact on the overall costs of the organisation, the operating costs would be higher, and it could also feel like different departments are competitors even though they are part of the same organisation (Indeed, no date).

2. Analyse connections-
A good business strategy is shaped by its people. Most organisations today recognise that people are fundamental to sustainable value creation, which is why they are often referred to as the company's “most important asset.” (Peters, 2023). At Mrs. Bucket Cleaning Services Ltd. there is a strategy that indicates that the plan has been determined in advance (Lynch, 2003). A planned strategy does not necessarily mean that it is “fixed” as organisational management teams regularly review and adjust it to reflect changes outside the organisation (Taylor, Woodham 2022d). “Challenging the perception of the cleaning industry” is Mrs. Bucket Ltd.’s stated strategy (Mrs. Bucket, 2023). This suggests that they want to dispel the misconception that they are just a cleaning company that uses buckets and mops; They want everyone to know that there is much more to what they do, and that cleaning is not just about mopping. In a cleaning company, the primary responsibility is to ensure that sites are cleaned to the highest possible standards, to maintain a high audit success rate, and to keep customers satisfied with the quality of service they receive. To ensure that customers are satisfied with the service, Mrs Bucket conducts regular audits and customer feedback surveys. In response to customer feedback surveys and changing market conditions, the organisation continually reviews and changes its strategy, products, and services if necessary. The technological world is constantly changing, and Mrs. Bucket keeps pace with the introduction of a variety of robotic devices that speed up cleaning and allow the organisation to have more customers and perform better and more effective cleanings. Some of these robots complete the tasks themselves, allowing cleaners to focus on other tasks. These are products are the foundation for achieving business results. As Iteam (2024a) state, it means ensuring the health and safety of people, while making the job easier, simpler, more efficient, and even fun.












3. Analyse three external factors or trends currently impacting your organisation –
A positive external factor that Mrs. Bucket has is the ethical desire of customers and society to be more environmentally friendly and sustainable. Mrs Bucket is very committed to supporting the environment. They use all organic hygiene products at every cleaned location. These products replace harmful, non-renewable cleaning chemicals with environmental biotechnological alternatives that improve human and environmental health (Biological Preparations, 2023). The positive outcome for using these products is that they are cost-effective but at the same time environmentally friendly and it is an ongoing product. As you can see from the figure below from the report published by Bio Hygiene in 2022. 
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Figure 2 – Bio hygiene data driven insight.
Deloitte (2023) states, A third (34%) of consumers said their trust in brands would be increased if they were recognised as ethical/sustainable by an independent third party. A similar proportion (32%) said their trust in brands would be increased if they had a transparent, accountable, and socially and environmentally responsible supply chain.
Economic – Cost of living is another external factor that would be beneficial, with Mrs Bucket paying all cleaners a real living wage, which is now £10.90 per hour and will rise to £12.00 per hour in April 2024. The only wage rate in the UK is the real living wage determined by the cost of living. More than 14,000 British companies pay it voluntarily because they believe their employees should be paid enough to meet their basic needs (Livingwage, 2023). Candidates find it more attractive to accept a job offer from an organisation that pays a true living wage because they can see that Mrs. Bucket understands the hardships caused by the COVID-19 pandemic and is committed to helping through annual raises. Because the pay is higher, more candidates will apply for jobs, increasing Mrs. Bucket's pool of potential hires and profits. The organisation Red Kite HR Services said in an article about Real Living Wage and how it has affected employees. “At Mackman Group, we have found that since paying real living wage, we have reduced the turnover rate of our employees, bucking the trend of a fast-moving industry that is struggling to retain talent” (Boyden, 2023).
Covid 19 is an additional external factor that continues to impact business organisations. Like every other organisation, Mrs. Bucket was affected by COVID but this was temporary as there was a huge demand for cleaners as all organisations wanted to ensure their spaces were cleaned to the highest possible standards so workers could return to their premises and were able to work in a safe atmosphere. As a result, Mrs. Bucket's clientele expanded, and financial profits continued to increase. The figure below shows the percentage of how having a hygienic working environment plays a crucial part in maximising your employee’s well-being and therefore productivity at work (Mrs Bucket, 2024)
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Figure 3 – Mrs Bucket clean environment figures. 







4. Assess the scale of technology within organisations and how it impacts work – 
As a CIPD (2017) report states. Technology plays a vital role in the world of work and organisations are taking advantage of digital tools to improve their learning and development approaches. Technology has changed the way organisation’s function and how work is conducted and is now considered to be an integral part of an organisation.
The use of technology at Mrs. Bucket Cleaning Services Ltd. has increased significantly everywhere, be it at the headquarters or among the cleaning staff. A momentous change in Mrs. Bucket's use of technology is the way cleaning tasks are performed, which now include robotic devices and cleaners. The I-mop, one of the robotics they use, has the following statistics. According to Iteam (2024), “the I-mop family cleans up to 70% faster than traditional wet mopping and up to 30% faster than traditional automatic scrubbing.” Cleaners have more time to complete other tasks within the organisation, meaning more tasks can be completed, ultimately resulting in greater financial gain for Mrs. Bucket and a higher audit rate for the customer. There is one downside to using robotics, and that is the cost – both equipment itself and of the training required to operate it.
AI (artificial intelligence) is used in the organisation Flo Gas. They use AI for their performance management system. One way they do this is by sending weekly performance feedback forms via email. This indicates that they are generated and not staffed by a manager. The following findings from a study of AI in performance feedback are presented in a report by CIPD (2022): -Generated performance feedback can be a useful management tool. Compared to human managers, AI-generated feedback improved employee job performance by 12.9%. One benefit of using AI for performance reviews is that it frees up management time that can be used for other purposes within the organisation. It is possible to generate individual answers. Again, there is a downside in the form of cost, but AI also makes it harder to evaluate bespoke generation.


5. Explain Edgar Schein’s model of organisational culture -[image: Edgar Schein's organization culture model with the three components of Artifacts, Espoused values, and Underlying assumptions. Artifacts   The visible constructed environment of an organization, including its architecture, technology, office layout, dress code, and public documents. Espoused values are the reasons and/or rationalizations for why members behave the way they do in an organization. Underlying assumptions are unconscious beliefs that determine how group members perceive, think, and feel.]
Figure 4 – Edgar Schein's organizational culture model.
According to Schein's theory, organisational culture represents a significant barrier to change, and effective leadership requires an awareness of this factor. His theory introduces three levels of culture: artifacts, espoused values, and underlying assumptions. Although visible, artifacts are difficult to understand (Peek, 2023). Understanding the various facets of an organisation's culture can be facilitated by using Edgar Schein's organisational culture model. By understanding the interactions between behaviours, espoused values, and underlying assumptions, leaders and managers can effectively manage and shape their organisation's culture. Organisations can drive change initiatives, attract, and retain top talent, and create a positive and productive work environment by using this understanding to help them align culture and strategy. By leveraging the mock model, organisations can develop a robust and flexible culture that promotes long-term success. An organisation that works with this model is Timpson. “The Timpson philosophy is to provide exceptional customer service, and to accomplish this, we employ an 'Upside Down' management approach. We hold the belief that the most effective approach to providing exceptional customer service is to provide autonomy to the personnel who provide services to customers. The management teams delegate authority, yet retain responsibility, and we have only two rules: Look the part and put the money in the till” (Timpson, 2022)
Another model that explains human behaviour is expectancy theory. Victor H. Expectancy theory describes how people choose a particular course of action from a set of options (mind tools, no date). According to expectancy theory, the intensity of three expectations determines how motivated we are to act in a particular way: 1. Performance increases with increasing effort. 2. Rewards are given for exceptional performance. And finally: the result - your reward - will be attractive.
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Figure 5 – Victor Vroom’s expencatnacy theory of motivation.
The theory assumes that an employee is more motivated to achieve a goal if it is more valuable to them. Their chances of receiving this fulfilling reward increase with the effort they put in to succeed (Channell, 2021). An example of this in an organisation is: An employee assumes that they do not have enough time to complete a task effectively. This could be the reason efforts do not produce a satisfactory result restoring employees' expectations, demonstrating their commitment, and/or helping managers understand the importance of the rewards offered by the company are all outcomes of eliminating the root cause of lack of motivation.


















6. Assess how people practices impact both on organisational culture and behaviour –
A well-established organisational culture allows employees to understand their organisation and believe that their opinions matter in leading the organisation toward a common goal. It is crucial to continually assess an organisation's culture as a shared set of values ​​impacts employee satisfaction and retention, as well as the quality of customer service provided (CIPD, 2023a). The majority of employees are aware of the more obvious aspects of HR practices, such as, hiring and firing processing and paperwork. However, other customs influence culture and behaviour; employee well-being, pay, training, and appraisals are just a few of them.
The Mrs Bucket organisation believes in the following. “The foundation of our organisation is the workforce at Mrs Bucket. Mrs. Buckét's employees are excellent. Not only do we provide all our employees with the training they need to be successful in our cleaning academy, but we also offer them a fantastic working environment and a wealth of benefits in recognition of their commitment to Mrs. Buckét and all the arduous work. We want your time with us to be pleasant! Building relationships with each one of our employees and treating them with respect are things we take immense pride in” (Mrs Bucket, 2023).[image: No alternative text description for this image] 
Figure 6 – Mrs Bucket Cleaning Academy.
With a benefits package, it encourages employees to stay with the organisation and perform well. The indication of superior performance will be show on the audits for the cleans and will show on the engagement survey. For example, an organisation that offers a competitive salary and benefits package is likely to attract and retain more skilled and committed workers (Satyendra, 2020).
 People's behavioural patterns generally serve to improve work relationships by achieving organisational, social, and human goals (Armstrong and Taylor, 2020). Implementing diverse and inclusive policies has a positive effect on this within Mrs Bucket. Better team dynamics and cooperative methods of performance improvement are the goals of these policies. This will be demonstrated in the listening groups and in the employee review meetings with managers. It demonstrates that employees will not be subject to bias and that diverse viewpoints are encouraged. These can have a significant impact on employee motivation, organisation reputation, and the ability to attract and retain talent, creating mutual benefits for employees and organisations (George, 2023). Nonetheless, the presence of such policies and procedures may have a negative impact on employees, as frequent modifications to workplace policies may result in increased work-family conflict, chronic stress, and diminished loyalty (Singh, 2023).




























7. Explain two models or theories to managing change -
Organisations around the world are challenged to innovate and adapt to a mixed economic growth environment characterised by ongoing change and uncertainty (CIPD, 2015). One model that can be used in organisations to manage change is the Lewins change management model. 
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Figure 7 – Lewin’s change management model.
Lewin’s change management model works in three-stages: unfreeze, change, and refreeze. This model shows how people accept change by first reacting, pushing back, and adapting (Mind tools, no date). Most organisation use this model to manage organisational change (Indeed, 2023). Before an organisation can adopt a new way of working, it must first be prepared to accept that change is required, which involves dismantling the status quo. It is crucial to convey an effective message that explains why the current approach is unsustainable. It is most practical to frame this in terms of observable variables, such as declining sales, subpar financial results, or troubling customer satisfaction surveys. In the change phase, employees begin to overcome their uncertainty and look for innovative approaches. Individuals begin to act and think in ways that reinforce the new course. The last step, sometimes called freeze but also “refreezing,” shows how the change is amplified. At this point, employees have adapted, and the workplace is returning to normal. The changes are taking on a new normal. Organisational leaders are reinforcing change during this time to prevent employees from feeling pressured to return to their previous habits. They can do this by monitoring the progress of the change to ensure it is working, comparing expected versus actual progress, and rewarding those who support the new change (Indeed, 2023). However, there are no step-by-step instructions.
Another theory used to manage change within an organisation is called the Maurer 3 Levels of Resistance and Change Model. Because it focuses on the reasons why change fails (Maurer, 2021). The Maurer 3-stage model for resistance and change is different. Three crucial levels of resistance are at the heart of this model: I do not understand it; I do not like it and I do not like you.
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Figure 8 – Maurer 3 levels of resistance and change model.
Do not get it - people tend to reject things they do not fully understand. Organisations are already setting up for failure if employees do not understand the change or the need for it. Employees must gain the knowledge necessary to understand why the change is necessary.
Do not like it - Implementing change can be severely hindered by emotional reactions. Employee resistance is likely to be high if they are upset or even afraid of the change. The secret to successfully implementing the change is to anticipate and overcome this expected hurdle.
Do not Like You - While they do not have to be best friends with everyone affected by the change, employees may argue more if they do not trust management's judgment and experience. Employees will be more accommodating if the management team is knowledgeable and confident about the need for change and the steps to put it into practice.
Recognizing and comprehending resistance can be immensely helpful, even though the Maurer 3 Levels of Resistance and Change Model works best when used in conjunction with a detailed manual (Sharma, 2022b).







8. One model that explains how change is experienced - 
According to the Kubler-Ross change model 1960’s, which was initially used to explain the grieving process. An organisation may need to go through stages to undergo an overall organisational makeover, whether they are seeking change or are faced with an unavoidable change (Connelly, 2020). These include going through, denial, anger, bargaining, depression, and acceptance, as some examples. [image: Kubler Ross Change Curve Model PowerPoint Template - SlideSalad | Curve ...]
 Figure 9 – Kubler-Rodd change model curve. 
The figure above shows, there are many distinct phases throughout the model, but they do not have to occur in any particular order and people go through different phases at various times. Given the scale and speed of change that organisations are constantly experiencing, it is imperative that people understand these phases and recognise the need to embrace the changes taking place around them. Encouraging people to go through each step to implement the change and maintain it in the future is crucial. However, it cannot be assumed that every employee will progress through the change curve at the same pace and in the same way (CIPD, 2023). A positive aspect of using this model is that the model can help prepare for change by predicting possible emotional reactions from individuals and organizations making appropriate plans (Tahir, 2019). However, changes do not affect everyone in the same way. Individual needs may not be considered if employees are assumed to follow the curve. It works better to understand employee reactions to complicated, large-scale change projects or those that are likely to have a negative, significant impact on employees.



9. Assess the importance of wellbeing at work and factors which impact wellbeing –
CIPD (2023b) have identified a few interconnected "domains" of employee wellbeing, please see figure below with a list of these - 
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Figure 10 – CIPD 7 ways to wellbeing.
Promoting employee well-being benefits both the workforce and the organisation (CIPD, 2023a). Promoting well-being can reduce stress and promote productive organisations where employees and businesses can thrive. One of the main factors affecting employee engagement and organisational performance one’s health and well-being (Suff, 2023). Ideally, managers are provided with the ongoing support they require to assist their teams, enabling them to engage in sensitive conversations with individuals and refer them to professionals when necessary. It is important to promote good self-care practices for all employees. Based on the idea that a successful employee well-being strategy must encompass much more than just several standalone projects. Employee well-being is linked to engagement, productivity, and retention. Several factors, including leadership, workload, and relationships with colleagues, can impact employee well-being. There is evidence on this, CIPD (2022b) research has revealed that the quality of leadership, or rather, the perceptions of leadership quality, has a significant impact on both the performance of an organisation and the well-being of its employees. It could be as simple as ensuring that all employees have utilised their full break times or scheduling meetings with employees at specific times of the day that are convenient for them, such as morning hours for the employees who work best in the mornings.

10. Discuss the links between the employee lifecycle and different people practice roles- 
The collection of stages that workers go through during their employment is known as the "employee life cycle" (Armstrong, 2020). 
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Figure 11 – Employee lifecycle.
The figure above, the employee lifecycle starts with strategy. The strategy should be based on the overall strategy of the organisation. Workforce planning is a core business process that aligns changing organisational needs with people strategy (CIPD, 2023d).
Some of the phases of the employee lifecycle comprise of recruitment, onboarding, performance management, and exit. Each stage of the employee lifecycle is intertwined with distinct individuals' practice roles.
For instance, the recruitment process is strongly associated with the People team and sales team. The onboarding process is associated with the line managers, and the performance management process is associated with both the people team and line managers. Exit is also associated with the profession of Human Resources professionals along with recruitment and line managers.
Recruitment works closely with the sales team to ensure they understand how many new employees to recruit. They also collaborate closely with the people team to ensure that they are attracting and recruiting the right individuals to join the organisation.
Line managers are responsible for overseeing onboarding and ensuring a seamless experience for employees regarding the organisation. This ensures that the selected candidate has successfully integrated into the organisation, has established rapport with team members, and comprehends the organisational values and culture.
The execution of performance management is overseen by Line managers, who collaborate closely with the People team to ensure that continuous improvement of individuals' skills and competencies is conducted. It may include opportunities for growth and development or for promotion. Development is also associated with appropriate rewards. The goal is to make sure that, once assembled, the workforce is highly motivated and willing to give its all at work, and that absences are minimized as much as possible (Taylor, 2021).
The people team and line managers are responsible for overseeing the exit process, which may involve conducting exit interviews to gain insight into the reasons for employees' departures and to identify strategies to enhance the company's retention rates. Retention rates are higher and reputation appeal increases when employees have a positive experience (Green, Peters, and Young 2019). The recruitment team would then be informed that there has been a leaver so they can recruit for that position. 

















11. Analyse how people practice connects –
The idea of vertical integration provides the clearest explanation of the relationship between people practices and broader organisational strategies. This suggests that human resources professionals need to connect their people strategies and practices to the organisation’s strategy. For instance, in the event of an organisation's downsizing, people managers would also need to reorganise the workforce by reducing the number of new employees (Taylor and Woodhams, 2022b).
Aligning and supporting broader organisational and people strategies is a critical function of people practices. To achieve strategic goals, each organisational function, including marketing, sales, finance, and technology, sets specific goals. This can be achieved by examining how potential and current circumstances affect performance versus performance. These results can be used to align each department and employee directly and indirectly with the organisation's strategy (Armstrong and Taylor, 2020c).
According to Taylor and Woodhams (2022a), talent management includes an organisation's strategies and actions to recruit, onboard and train personnel with the ultimate goal of attracting, developing, and retaining the talent required to achieve its objectives. This ensures that the right people are in place to achieve the organisation's goals by coordinating these practices with the organisation’s talent strategy.
Performance management practices, such as establishing performance objectives, conducting performance appraisals, and providing feedback and coaching, can aid employees in enhancing their skills and thereby contributing to the success of the organisation. By ensuring that performance management practices are coordinated with the organisation's overall personnel and business strategies, it ensures that employees are capable of achieving the organisation's objectives. In the end, this may have a significant impact on the commitment and engagement of employees (Taylor, Woodhams, 2022c).
A robust organisational culture and engagement that prioritises employee welfare and fosters their well-being is imperative for the overall success of the organisation. Implementing employee engagement surveys, flexible working arrangements, and health and well-being initiatives can contribute to the establishment of a favourable workplace culture and encourage employee engagement, ultimately resulting in increased productivity and business performance (CIPD, 2012)






12. Discuss processes you have –
A two-way conversation about a variety of strategic issues impacting the organisation within the workforce is referred to as ICE, "information and consultation of employees” (CIPD, 2023c). Organisations have distinct internal customers. Which consist of senior management and employees on either a short or long-term contract usually make up these bases (Armstrong and Taylor, 2020d). 
Practitioners can use a variety of techniques to gather information and develop plans to meet the needs of internal customers. These could include, listening groups, pulse surveys, new employee surveys or even exit survey/interviews. Every approach provides a different chance to hear directly from employees about their experiences working, sometimes in an anonymous manner. It is also possible to confirm whether employee needs are being satisfied by looking at personnel data derived from performance or attendance metrics. The outcome of employee performance holds significant importance in the realm of management and organisational affairs (CIPD,2022a)
Another way to ensure internal customer needs are met is through digitalization. Content creation has become a crucial part of every organisation marketing plan and has an enormous impact on employee satisfaction. Internal customers in this digital age are more likely to engage positively and come back for more if they feel the content they consume is engaging (Duncan, 2023).
An example of this is Mrs. Bucket Cleaning Services' own social media platform, where surveys are regularly published, or a member of the people team responds to inquiries daily and weekly surveys are conducted on developments in the workplace.
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