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We are the largest independent chartered accountancy firm in South Wales and so pride ourselves in providing a wide range of services to our clients (Bevan Buckland LLP, 2022). We provide accounting, bookkeeping, payroll and tax services to various clients, from small independent businesses to SMEs to those who are self-employed. In addition to these services, we also provide strategic, practical and specialist advice to our clients including financial/retirement planning, technology support (such as Xero and QuickBooks training) as well as both personal and business tax advice. 
Our main customers are spread across a range of sectors such as healthcare, charity and housing associations to name a few. As the services we provide and the clients we work with are so diverse this requires our workforce to possess a range and mix of specialist skills, knowledge and expertise. 
In accountancy it is especially important to know our clients/customers well in order to ensure Anti-Money laundering guidance is adhered to (CCAB, 2020). It’s important to fully understand our clients business and needs, not only to ensure that Anti-Money Laundering processes are followed correctly (ICAEW, 2020) but to ensure that we are providing the best possible service to our clients (Islam et al, 2021).  

A discussion of the organisation’s business goals and why it is important for organisations to plan for how they will achieve these (AC 1.2)
Currently Bevan Buckland are one of the top 100 firms in South Wales, however, our overall main goal is to become one of South Wales’ 16 dominant firms, this is naturally the next step for the firm. In order to achieve this, we need to set clear objectives which will be short term goals and support us in working towards our main goal. Our first objective is to grow and widen our workforce. At present we have a FTE of 105 employees, and whilst this is a huge increase in comparison to 2019 (FTE of 67) we need to continue to grow so we have capacity to broaden our services and client base which will support us to achieve our main goal. Expanding our workforce is important, however, it is equally important to ensure that we are retaining our current employees by providing opportunities for their development through training support and a clear progression route. An addition, one of our sub-goals is to provide employees with health and wellbeing support by providing free access to health and wellbeing services (Bevan Buckland, 2022). As our employees are our most important asset, we want them to feel valued and care for.  
It's important for organisations to plan how goals will be achieved as this gives a clear direction and motivation to everyone in the organisation. Otherwise, it is difficult to know what actions need to be taken and also what individuals’ roles are in working towards the goals. In order to be able to measure, set timescales and ensure that we are able to achieve these goals we need a clear and detailed plan of how we are going to achieve them (Waite et al, 2021). This helps to ensure that our sub-goals are relevant and in line with our overall mission.
An examination of the key external influences impacting or likely to impact the organisation’s activities. (AC 1.1)
PESTLE is an external analysis tool that is used to analyse external influences such as economic pressures (i.e. cost of living crisis), social expectations (i.e. flexible working) and technological advancements. Technology is one external influence that has an impact on Bevan Buckland. In 1969 the use of electronics, IT and automated production were introduced into the workplace (Schwab 2016). The use of technology in the workplace has allowed businesses to make improvements to processes and how they function. Novuna (2021) found that 76% of small-to-medium enterprises (SMEs) have used technology to boost operations and support more effective working. In addition, research by Burns and Igou (2019) shows how technological devices, such as Virtual Assistants and Artificial Intelligence can enhance the efficiency of accountants. This research shows how voice control technology can be used support smoother workflow processes for accountants such as updating schedules and converting speech to text. Use of this technology could benefit Bevan Buckland by minimising the amount of admin tasks our accountants need to do and increase productivity by increasing capacity to focus on more complex tasks such as tax calculations. 
Technology is also an important factor for us to consider as an organisation because if we don’t adapt to technological advancements then it may become a threat to Bevan Buckland as the need for digital accounting and use of cloud-based accountancy software is growing. In a blog post by Alexander & Co (2019), they discuss the development of advanced accountancy software and therefore has altered the way that accountants work. Changes in legislation such as, Making Tax Digital (HMRC, 2022), have also contributed to the need for accountancy firms to utilise technology as since April 2019 it was made mandatory for these records filed digitally. This shows that the way in which we work needs to encompass these changes so we can continue meet the needs of our clients. Embracing the use of technology in accounting and making Digital Accounting one of our specialisms will also help us stand out against our competitors. With the increase in digital accounting and use of cloud-based accountancy software, we have the opportunity to expand our client base even further as physical location is less of a restriction as a result of these technological advancements. 
Business, Culture and Change

What is meant by organisational culture and why it is important to foster an appropriate and effective workplace culture (AC 2.1)
One definition of organisational culture is the basic assumptions which a group has created or developed at 3 levels; basic assumptions, values and expected behaviours/norms (Schein and Schein, 2016). Similarly, organisational culture could also be defined as a shared view of how the organisation is different to others (Van den Berg and Wilderom, 2004). These definitions suggest the importance of defining the organisation’s values and the expected behaviours which uphold those values in forming workplace culture. Our values have been agreed by our employees however, it is important that as an organisation we operate in a way that reflects our values. As people professionals we are responsible for ensuring that our organisation’s procedures and policies are formed with our values at the forefront so we can better support the encouragement of behaviours that are in line with our values. This will help to foster an effective culture in addition to defining what sets us apart from our competitors.
However, there may be more to organisational culture than just norms and values. Handy (1993) explained that there are 4 sub-cultures. Role culture (where the structure is hierarchical), power culture (Power is held by one person and decisions are made by them), person culture (everyone has independence, a people focussed culture), task culture (project focused and result-driven). As a firm we can foster an effective workplace culture by incorporating all of these subcultures depending on organisational needs, for example, when there are projects that need completing we could foster a task culture or foster a person culture if an increase in employee motivation is needed. 
An organisation’s culture has a pivotal impact upon the effectiveness of an organisation and in achieving goals. A positive workplace culture will support employee engagement, lower turnover, collaboration and support across the organisation, openness and honesty and the opportunity for employee growth.
As people professionals, to foster a positive organisational culture, we need employees to feel that they belong and have a place at the firm. Therefore, we need to create a diverse and inclusive environment by ensuring we are aware of any bias and address this (Waite et al 2021). Each individual person brings their own skills, strengths and expertise. One of our main goals is to broaden our services, a diverse workforce is crucial in achieving this. By addressing our biases we can ensure that we recruit in a way that gives us a diverse workforce and to support employee retention we can release policies that are inclusive such as our equal opportunities policy, which will also support us in complying with the Equality Act 2010. 
A short review of different technologies available to people professionals and how these can be, or are, used to improve working practices and collaboration (AC 1.4)
There is a range of technologies we can use to improve working practices across Bevan Buckland. Following the covid-19 pandemic the number of people working from home increased substantially, there was therefore a need to utilise technology to allow collaborative working to continue. There was an 894% increase growth in the use of Microsoft Teams from March to June 2020 (Curry, 2022). As a firm we have used and continue to use Teams to support communications through weekly firm-wide meetings to provide updates as well as facilitating collaborative working through creating specific teams for projects and using screen sharing. We are also able to utilize sharepoint to work collaboratively with others online as users can work on documents simultaneously (Microsoft, 2022). 
At Bevan Buckland we now have HR software and systems in place for record keeping. Prior to this, in 2019, we were using excel spreadsheets to keep records such as sickness and filing documents on paper records in physical folders. This was inefficient as this restricted collaborative working but also made it difficult for us to hold information in accordance with GDPR (Data Protection Act, 2018). We can utilise our HR system, BreatheHR (2022), to record employee personal details, store documentation, absence and performance management. We can also use this software to assess trends such as sickness trends, in order to identify whether further support is needed for certain employees. As the system is online it allows our entire people team to work collaboratively in order to provide the most efficient HR support/service to the firm. 

Why it is important that organisational change is planned, and effectively managed (AC 3.1)
In organisations change is always necessary as businesses and the external environment are constantly changing (George, 2021). Our firm has changed a lot due to natural growth and development since the business was founded over 100 years ago.  As people professionals we have an important role in implementing and supporting organisational changes which support the development, performance and productivity of the firm. It’s important that we fully understand the internal and external factors influencing Bevan Buckland and any changes that need to be implemented to address them. There are different types of changes, Kindler (1979) describes two types; incremental, which are small steps in a process of a change and transformational, which is where there is a break with how the organisation previously operated and is a more significant change. It’s important to carefully plan and manage change so that we can have a full understanding of the impacts and possible issues the change could cause to the firm’s function and business. One way we can do this is through project planning, which allows us to outline clear objectives, schedule timeframes and allocate tasks to those involved. We can use Kotter’s 8 step change model detailed below as a guide for managing changes in our organisation. This model is easy to follow and shows us a step by step process of managing change. However, one possible issue is that this process could be time consuming due to the number of steps involved, and so for changes that need to be implemented quickly it may not be appropriate to follow this model.
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Kotter's 8 Step Change Process (2019)
This will allow us to ensure that the process of implementing the change is organise and smooth, but also so that our People team can ensure that the rest of the firm are aware of the plan and know how and when the change will impact them.
How organisations are whole systems, in which different areas and aspects such as structure, systems and culture, are all interrelated and how people professionals work and actions could impact elsewhere in the organisation (AC 2.2)
There are many different organisational types such as sole trader/self-employed, private limited, public limited, third sector and partnership. Bevan Buckland is a Partnership as the firm is owned by our seven partners who invest in the firm and are responsible for decision making. The structure of organisations will vary depending on size, type of organisation and their function, however, most are made up of various departments. More traditionally organisational structures tended to mostly be hierarchical now organisational structures have become less hierarchical as control is more widely spread allowing them to be more flexible to change (Waite et al 2021). 
As our organisation is a SME we do have multiple departments across the firm but perhaps not as many as large international organisations. For the last few years our firm has been split into the following departments; Technical Services, Business Support/Administration, People Operations, Payroll Services and Operations. Everyone in each of these departments needs to work collaboratively for the organisation to function effectively. Using a holistic approach through understanding that each department and each person’s job role are interrelated. McKinsey (2008) examined the 7-S framework which shows how an organisation’s structure, systems, style, staff, skills, strategy and, at the centre, shared values, are all interconnected. Similarly, Galbraith’s star model also shows how an organisation’s strategy, structure, reward systems, Human Resource Management and business processes are all interconnected and can influence each other. Both these models indicate that work and actions in one area can impact on other areas of the organisation. As people professionals the work we do has a direct impact on other areas of the business. For example, any changes we make to procedures and policies has a direct on any employees that those procedures/policies are applicable to. The work that we do as people professionals must always have the employees and firm’s goals at the forefront, as our main role is to support employees which then in turn assists the efficiency of the firm as a whole. 



The nature and importance of different roles that can be played by people practice professionals, in relation to change agendas. (AC 3.2)
As people professionals there are many different roles that we might play in relation to change, such as change champion, facilitator, gatekeeper and record keeper. According to George (2021) people professionals are ‘stage directors of change’ as we work in the background to implement and drive change in organisations. A case study conducted by the CIPD (2015) on BBC Worldwide shows how their HR team worked to facilitate and drive the change. People professionals are facilitators of change as organisational changes have an impact our tasks, for example team restructures, culture, policies and procedures are ways that people professionals can facilitate change across the organisation.
 People professionals also play the role of a change champion, which involves being an ambassador for the change and communicating the impacts of the change to employees. In a CIPD podcast (Lamb, 2015), James Sutherland (HR Consultant at Zurich) explains how they used champions to not only communicate the change but also to gather responses and feedback from employees. The role of a change champion can allow people professionals to evaluate the effectiveness and response to a change as well as ensuring that the change is clearly communicated to the rest of the organisation.

How organisational change can impact people in different ways, such as changing their role or status or financial situation, and the different ways people may respond to change (AC 3.3)
Organisational change may impact people in different ways. Changing someone’s role could have either a positive or negative impact on the person. For example, if their role was changed in a way that meant they had more responsibilities and this is something they wanted then it would have a positive impact, however, if their role was changed to a job role that they did not want then this could impact them negatively. This is why it is important that as people professionals we manage change effectively by ensuring that changes and explanations for changes are clearly communicated as well as consulting those directly impacted by the change throughout the process. 
Other changes may impact on someone’s financial situation, for example, if Bevan Buckland decided to stop providing opportunities for overtime to employees this could negatively impact their financial situation as the would be earning less each month. It’s important that we look after our employees and support them where possible. During the current cost of living crisis an increasing number of employees are worried about money (People Management, 2020). This is why the cost of living bonus and salary increase we are giving to our staff is so important as this is a change that will have a positive impact on the financial situation of our employees. 
Each of our employees is different and so naturally they will all respond to change in different ways. The change curve theory (Kübler-Ross, 2014) suggests that when change happens there are 5 responses; shock and denial, frustration, bargaining, depression and acceptance. Kübler-Ross identified these as coping mechanisms used to deal with change. This theory can help us to understand the different response people may have to change. This is important because if we can foresee how people may react then we can also manage the change more effectively by considering possible responses and supporting our staff where needed. 
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