

[bookmark: _GoBack]







Organizational performance and culture in practice
[Name of Student] 
[Name of Institute] 










Table of Contents
1.1	Advantages and disadvantages of organizational structure in the organization	4
1.1.1	Advantages and disadvantages of organizational structure in other organizations	5
1.2	Connection between organizational strategy and services and customers	6
1.3	Three external factors impacting Abu Dhabi shipbuilding organization and organizational priorities arising from identified factors	7
1.3.1	External factors impacting ADSB	8
1.4	The scale of technology in organizations and its impact on work	10
1.4.1	Technologies used at the workplace	11
1.5	Edgar Schein’s model of organizational culture	12
1.5.1	Artifacts	13
1.5.2	Espoused Values	13
1.5.3	Underlying assumption	13
1.5.4	Theory about human behavior	13
1.6	Impact of people practices in ADSB on organizational culture and behaviour.	14
1.6.1	Examples	14
1.7	Theories for change management	15
1.7.1	Lewin change management model	15
1.7.2	McKinsey 7’s model	16
1.8	Model elaborating change	17
1.8.1	Creating a sense of urgency	17
1.8.2	Building a Guiding Coalition	17
1.8.3	To form a strategic vision for change	17
1.8.4	Communicate the vision	17
1.8.5	Remove obstacles	17
1.8.6	Create short-term wins	18
1.8.7	Build on the change	18
1.8.8	Anchor changes in corporate culture	18
1.8.9	Kubler Ross model	18
1.9	Importance of well-being at work	20
1.9.1	Factors impacting well-being	21
1.10	Linkage between employee lifecycle and people practice roles.	21
1.10.1	Stages of the employee lifecycle	22
1.10.2	Role of people professional at each stage	24
1.11	Linkage between people practice and other organizational areas	27
1.12	Processes for engaging with internal customers	28
2	Reference	30









 



[bookmark: _Toc171699686]Advantages and disadvantages of organizational structure in the organization                  
Currently, while working as a Talent Acquisition Officer at Abu Dhabi Ship Building Corporation (ADSB), I have thoroughly understood the existing organizational structure that has been created to perform operational activities. With a flat hierarchical structure, decision-making is carried out from top to bottom. The flow of the strategic decision process is undertaken by the Chief Executive Officer, who distributes the information among tactical managers across various organizational departments (Luciano et al., 2020). Decisions are transmitted to the strategic manager, who leads and controls their respective department. Finance, marketing, sales, human resources, supply chain, etc., follow strategical instructions conveyed by strategic management to execute within an organizational setting. While consisting of 495 employees, Abu Dhabi Ship Building Corporation has a wide variety of operations and business activities that require a sustainable organizational structure to inform operational managers and workforce deployed across business settings (Ibrahim and Hock.,2020).           
A flat hierarchical structure encourages adaptive collaboration, and the flow of decisions is rapidly executed (Koçak et al., 2023). It supports higher employee engagement as, due to the lack of presence of middle managers, laborers at lower job positions gain opportunities to communicate responsibly with strategic managers and convey their viewpoints. A flat hierarchical structure supports responsible interaction between strategic managers and laborers working at lower designations. Increased employee morale is measured with a higher level of engagement that supports innovation and creativity. A flat hierarchical structure encourages decentralized decisions in which bottom-to-top decision-making is executed (Saiti and Stefou., 2020). A higher level of workplace productivity is achieved with clear and concise communication in which employees become productive and showcase their skills while performing operational tasks.  A higher level of workplace engagement and productivity is achieved through a flat hierarchical structure as employees are highly motivated to perform while working within a hierarchical-flat organizational structure.     
However, a flat hierarchical structure could be disadvantageous due to the non-presence of middle-level managers. Middle-level executives have the capabilities and skills to adequately assign tasks to employees at lower designations, as a flat hierarchical structure avoids the presence of middle managers (Sokwalla., 2023). Strategic management's direct interaction with employees might raise challenges for the workforce due to the complex nature of tasks and ways of elaborating responsibilities to workers. Employees might feel more comfortable and convinced while working with middle-level managers; however, it could be more complicated to report directly to the executive managers of the organization. 
However, one of the major drawbacks has been the higher ratio of employees, due to which decision-making and process flow require time and strategies. By conducting team meetings and group discussions, strategic decisions are conveyed to workers to make them aware of milestones that need to be accomplished and organizational objectives to meet.  
[bookmark: _Toc171699687]Advantages and disadvantages of organizational structure in other organizations
Dubai Ship Building and Engineering Corporation performs similarly to Dubai Ship Building Corp and practices a functional organizational structure that enables a transparent flow of decision-making from strategic management to lower job positions (Schoonees., 2023). Based on vast organizational staff, a formal workflow process has been executed with the aim of engaging employees towards tasks that are decided by strategic management. With a top-to-bottom approach, a centralized decision-making approach is carried out, through which employees are informed regarding what is expected of them.   
For optimal consumption of technological resources, a sustainable mechanism is practised to inform employees in a timely manner. Decision-making is distributed departmentally to inform employees regarding how to perform tasks and what is expected of them based on their job responsibilities (Joseph and Gaba., 2020). Dubai Ship Building and Engineering Corporation executes its business operations; likewise, Abu Dhabi Ship Building Corporation executes its operational decisions with the objective of maximizing stakeholders' expectations and meeting strategic business objectives. The organizational structure being practised in both organizations is similar to the functional hierarchical pattern, which has been devised with the objective of supporting equivalent involvement from employees deployed at lower job positions. By allocating operational managers for each department, employees are designated with tasks to perform on a regular basis. Based on workers' specializations, i.e., mechanical engineers, etc., are placed within the mechanical engineering department from where they perform their corresponding tasks (Zhao et al., 2022). Likewise, operational functioning across other functional departments within Abu Dhabi Ship Building Corporation and Dubai Ship Building and Engineering Corporation are executed, respectively. 
However, a major challenge that arises is excessive time consumption during operational decision-making when informing employees about the change in managerial approach. The strategic flow of decisions from strategic management to lower organizational hierarchical structure requires full-scale understanding to get jobs done; however, due to the complex hierarchical structure, operational decisions are conveyed with increased time.   
Conclusion of the evaluation   
In my opinion, organizational structure is an essential component in aligning businesses and organizations. It is necessary for multinational organizations to consider relevant organizational structures to execute long-term operations within a business setting. By evaluating the organizational structure used by companies while analyzing firms' internal structure for Abu Dhabi Ship Building Corporation and Dubai Ship Building and Engineering Corporation, it is evident that flat and functional hierarchical structures are adequate to execute the operations of the organization. The implementation of the organizational structure depends on the size of the firm, the employee's level of skills and capabilities, and the amount of resources available. Both companies have executed functional hierarchical structures with the objective of supporting the internal operations of the businesses while valuing employees positioned at lower job positions. In my opinion, companies should implement an organizational structure based on internal factor evaluation to execute a suitable approach to support the business's internal stakeholders. 
[bookmark: _Toc171699688]Connection between organizational strategy and services and customers
ADSB provides services regarding building, repair, maintenance, refit, engineering consultancy, refurbishment, advanced technological deployment, etc., with the aim to become one of the leading naval & commercial shipyards while offering sustainable and innovative business services to clients (Thompson., 2022). Organizational strategy practised while providing services includes cost effectiveness, selection of superior designing, utilizing skilled and capable workforce with technical expertise, using quality and sustainable raw material, etc., with an objective to provide naval and maritime authorities with quality infrastructural facilities that would assist them while carrying out their mission (Butt., 2020). By restructuring through digital technological models, our strategy is to rebuild and renovate their operational designs through engineering consultancy services based on our technical experts and skilled labourers. 
With quality-driven MRO services, customers are able to perform commercial activities while relying on maintenance services and technological restructuring processes that ADSB provides. With an integrated maintenance support system, in-service maintenance is offered to clients with a guarantee of utilizing spare parts and technological equipment for longer durations (Ingemarsdotter et al., 2021). ADSB’s customers consult and reach their management and functional teams for managing out-of-service maintenance functioning with the aim of enhancing their vessel availability and restructuring the internal design and outer layout of ships. 
Warehouse facility management is strategically managed and organized to control and manage high-quality stock and inventory items to be used further for consumption purposes (Rutagira and Awichi., 2020). The organizational strategy has been aligned to manage infrastructure within warehouse centres to preserve products and inventory items. With four large air conditioners, six open spaces, including satellite stores that monitor distribution at project sites, enable the effective management of products. 
ADSB’s services have been recognized for more than the last two decades as providing comprehensive system integrating capabilities; respective services regarding command, control, communication, and weapons management are performed by an experienced and skilled team of System Engineers that enhance combat systems while providing custom specification and sales support. Additionally, with a wide range of sensors and effectors, ADSB has been able to maintain sustained relationships with OEMs to purposefully meet clients' expectations. ADSB’s unique and innovative organizational strategy assists in maintaining in-depth relationships with OEM suppliers globally, which enables them to manage their supply chain functions (Pitkänen., 2024). To endure long-term relationships with strategic suppliers, ADSB has been emphasizing providing resourceful services, including installation, integration, refitting, etc., to their clients.    
[bookmark: _Toc171699689]Three external factors impacting Abu Dhabi shipbuilding organization and organizational priorities arising from identified factors   
External factors have a considerable impact on organizational growth or decline depending on trends adopted and the way firms adopt those elements while processing their business operations. ADSB has a sustained relationship with financial investors. As a UAE-public listed company, EDGE PJSC has owned nearly 50% of ADSB’s shareholding. Operational decisions, strategic functioning, and tactical ideas are executed with the objective of resourcefully facilitating financial investors with the corresponding shareholding within ADSB shareholding. Organizations value financial investors' priorities by providing them with respective financial gains. The primary objective for entities is to effectively accommodate financial obligations that they are liable to investors (MacNeil and Esser., 2022).   
ADSB has been undertaking strategic business decisions with the aim of maximizing revenue and profitability while accommodating clients' expectations. Based on the long-term recognition that ADSB has maintained in terms of providing designed construction services, maintenance facilities, etc., higher revenue margins are generated (El Azhary., 2023). The business objective for ADSB is to provide high-quality and reliable services to business clients to maintain customer satisfaction. Being a public limited company, ADSB’s primary focus is to provide the expected rate of returns to shareholders based on their amount of percentage of shareholding in the company. 
To understand how external factors have impacted organizational operations for ADSB, three major factors have been taken into consideration that are as follows:
· Legal 
· Environmental 
· Economic   
[bookmark: _Toc171699690] External factors impacting ADSB 
External factors have considerable influence on ADSB's business operations, and it is necessary to consider these factors to perform business activities effectively. Legal factors would impact the business operations of an enterprise (Shao et al., 2020). ADSB, while executing business operations, should adhere to legal policies, i.e., tax regulations, etc., to firmly perform business functions. Additionally, environmental factors influence a company's reputation. To sustain itself in a diverse market and to compete with industry rivals, ADSB needs to consider environmental obligations to address ecological challenges responsibly. Being the largest service-providing entity, i.e., maintenance, repair, refitting, etc. ADSB is legally liable for integrating sustainable practices within business operations to overcome operational wastage. With cost-effective strategies, ADBS would responsible manage environmental concerns. 
Economic influence on businesses could be adverse or effective depending on economic conditions within a country (Guerrero et al., 2021). Higher inflation, unemployment rate, etc., would raise complications for entities that are unable to effectively execute their operations. ADSB functioning on large-scale operations would adversely be influenced by the economic downturn. ADSB’s business revenue is highly dependent on a larger workforce that effectively contributes to bringing sustainable outcomes. However, higher unemployment would force ADSB to raise the employee turnover margin, which would adversely impact their business operations. During pandemics, the hostile impact has been measured on the business functions of ADSB, which potentially lowers revenue growth rates (Grzelakowski, 2023). Therefore, external factors would have an adequate impact on ADSB's business operations.      
Organizational priorities arising for ADSB 
The initial external factor that ADSB should consider is economic; as one of the well-recognized shipbuilding corporations, ADSB has been supporting the recruiting of employees at various job positions to effectively contribute to minimizing the extent of the unemployment rate. With the placement of local and expatriates, fair recruitment policies have been implemented to ensure that the employment margin is increased (Shortland and Perkins., 2020). By providing repair and maintenance services to commercial vessels, ADSB has been supporting regional services for the last 25 years, which demonstrates its economic contribution. 
Secondly, ADSB is committed to adhering to environmental sustainability concerns as strategic objectives have been aligned with the aim to contribute towards Net Zero Carbon emission margin. ADSB has been consistently advancing its efforts to ensure that it performs efficiently, reduces environmental impact, and implements sustainable operational strategies to minimize business waste. Its implementation, however, has raised a negative impact in terms of higher investments in adopting sustainable procedures to overcome environmental wastage. Adopting cost-effective practices requires the adoption of technological measures and sustainable digital equipment to ensure that waste management practices are responsibly fulfilled (Javaid et al., 2022).   
Thirdly, change within government policies, being an external factor, has an adequate impact on organizational policies and operational procedures. Operational change management practices have largely impacted based on tax regulations, legal terms and conditions, operational obligations to meet, etc. (Lauer., 2020). ADSB has restructured its compliance policies with the objective of effectively implementing new government regulations while ensuring that sustained adherence to UAE’s government policies is practised while carrying out operational activities. Organizational priorities that have been restructured include compliance policies, operational activities, etc., as external factors have impacted ADSB’s business operations.     
[bookmark: _Toc171699691]The scale of technology in organizations and its impact on work
The implications of digital technologies have positively impacted operational decisions and business activities performed within organizational settings. With time, the integration of artificial intelligence has become a necessity to bring improvements in workplace operations and to bring accuracy and precision to the employment approach (Ramachandran et al.,2022). From small-scale firms to leading multi-national corporations, technological adoption has facilitated entities in terms of supporting their operational decisions and raising performance and productivity margins. During the COVID-19 outbreak, digital technological implementation supported consistency within a working process as virtual communication technologies enabled employees and employers to responsibly coordinate and perform tasks with the aim of generating expected outcomes. 
Though operational functioning has been replaced with sustained technological adoption, it has impacted employees' sustained contribution within an operational phase. Working operations have been substituted from traditional to updated functioning, which has brought improvement to the operational setting (Javaid et al., 2022). Although the working process has been reorganized and employees gain ease while performing tasks with digital technological processes, in many organizations, employees’ capabilities are replaced with digital equipment. The adoption of digital trends has replaced conventional working procedures that have adversely affected the performance level of employees with expertise and skills. 
A study conducted by Cetindamar and Abedin. (2021) mentioned that employees who were dependent on traditional working processes have been impacted due to a lack of technological expertise and digital awareness. During the pandemic, numerous employees have come across varied challenges due to a lack of technological know-how, which has negatively impacted their performance margin. However, many organizations have been able to restructure their operational activities while effectively implementing advanced technological equipment and digital tools.  
Multi-national organizations invest in digital training with the objective of developing skills and respective technical capabilities among employees (Irizar., 2022). With an increased need for automated systems, companies have been emphasizing improving technical capabilities within their workforce with the aim of maximizing operational productivity margins. Firms have adopted technological approaches to ensure that accuracy and precision can be practised within the operational business phase.   
Many corporations have shifted fully to the digital phase with the aim of accommodating clients' priorities and stakeholders' expectations (George and Schillebeeckx., 2022). Operational efficiencies have been maintained with the sustainable execution of digital technological mechanisms that have supported firms to fulfil customers' changing priorities and clients' preferences responsibly. Higher operational productivity and increased revenue and profitability have been possible outcomes that have been achieved with resourceful technological implications.
[bookmark: _Toc171699692]Technologies used at the workplace  
Nowadays, various digital technologies are used in the workplace to support organizational settings and business operations (Baptista et al., 2020). The following are two major digital technologies used in the workplace: 
· Cloud computing
· Video conferencing    
Cloud computing  
With cloud-powered productivity sites, different groups of workers can efficiently work on similar projects (Berry., 2021). With Google Workspace and Microsoft Office 365, workplace collaboration can be maintained through which collective teamwork is promoted, which supports organizational productivity. Team members can effectively discuss tasks and provide their perspectives to effectively fulfill group-based activities. Cloud computing software enhances IT security systems as it preserves firms' data and enables companies to protect themselves from external cyber-attacks. Additionally, it enables the reduction of malfunctioning within computer systems. To avoid external malware, viruses, and cyber hacking, multinational firms utilize cloud computing software to protect personnel information and customers' data (Aljumah and Ahanger., 2020). 
Video conferencing 
Video-conferencing technologies, including Zoom, Microsoft Teams, Asana, etc., are used to effectively engage workers within organizational settings. Video-conferencing technology supports operational working to promote group-based collaboration and interaction with employees. During pandemics, virtual conferencing through digital technological mediums, i.e., Zoom, Asana, etc., enables companies to effectively maintain workplace contribution through team-based collaboration (Kalaitzidou., 2022). Employees are able to communicate through distant locations as video-conferencing technology supports complex tasks to be adequately accomplished within the expected time frame. It has become resourceful for managers to organize meetings with subordinates during pandemics while timely informing the workforce about strict deadlines to meet and outcomes needed to attain.   
Impact of digital technologies on working practices and work of people 
Digital technologies have supported workers while improving individual productivity and motivating employees to effectively collaborate with their team members. With cloud-computing technology, IT managers are able to reduce the extent of external interference in a firm’s security system while enabling employees in the IT sector to effectively mitigate vulnerable cyber threats that could be destructive to the system’s data and information (Latifian., 2022). Additionally, video conferencing technology enables employees to effectively resolve their queries and operational concerns by discussing them with their team members and operational supervisors to overcome performance challenges adequately. With cloud computing and video conferencing technologies, working productivity for employees is potentially improved, leading to organizational efficacy and higher workplace retention (Diawati et al., 2023).   
[bookmark: _Toc171699693]Edgar Schein’s model of organizational culture 
Edgar Schein’s organizational culture model has been structured based on three layers of organizational culture, which are as follows:
· Artifacts
· Espoused Values
· Underlying assumption 
[bookmark: _Toc171699694]Artifacts
Artefacts represent various cultural values that are practised within organizational settings, including dress codes, job titles allocated to employees and employers, organizational design of workspaces, etc. (Schrag., 2022). Artefacts might vary from organization to organization as they represent organizational cultural practices utilized within specific corporations. 
[bookmark: _Toc171699695]Espoused Values
Espoused values are deeper aspects that organizations value as part of their cultural practices, i.e., employees' behaviours, team-based contracts, employment agreements, the firm's mission and vision statement, etc. (Thuy., 2021). Likewise, artefacts and espoused values demonstrate cultural values and organizational dimensions that are prioritized across operational functioning. 
[bookmark: _Toc171699696]Underlying assumption
Underlying assumptions portray way-deeper values that organizational members consider and prioritize within organizational settings. Underlying beliefs are assumptions among employees regarding their approach to performing operational tasks. Their individual approach and pattern of performing activities describe their assumptions to meet organizational objectives. For example, workers could espouse assumptions regarding remote work to be effective and resourceful; however, employees could have underlying beliefs that being physically present within organizations is essential to gain sustained organizational recognition (Gibson., 2021). 
[bookmark: _Toc171699697]Theory about human behavior 
The theory of reasoned action demonstrates human behaviour as it objects to elaborating on the relationship between human attitudes and behaviours (Palm et al., 2020). The theory further prescribes that human actions constitute their self-beliefs, attitudes, and behavioural practices. The theory emphasizes that humans behave based on their behavioural intentions and cognitive capabilities that assist them in undertaking informed and responsible decisions. For example, with an organization, employees can behave responsibly while performing assigned tasks. It indicates that their behavioural control and self-understanding cognitive beliefs, etc., make them realize the responsibilities that they need to perform at their respective job positions (Zafar., 2020). 
Organizational productivity highly depends on sustainable human behaviour and social cohesion maintained among employees who work in teams/groups towards assigned tasks. For example, employees' relationship with their co-employees depends on their self-attitude and their social intentions towards other staff members. Organizational behaviour adopted by employees within teams depends on their intentions and cognitive capabilities, which positively or negatively influence engagement with employees within an organizational setting (Pereira and Mohiya., 2021).  
[bookmark: _Toc171699698]Impact of people practices in ADSB on organizational culture and behaviour.
People practices adopted within organizations majorly influence engaging workers within the operational setting. Constructing a sustained organizational culture requires the implementation of sustained people practices (Al Aina and Atan., 2020). With fair recruitment initiatives, a positive organizational setting is organized in which employees from varied cultural backgrounds effectively contribute towards operational goals. With talent recruitment policies and employee hunting strategies, the hiring of qualified and experienced employees is performed with the aim of bringing in a skilled workforce who could perform organizational tasks. 
To maintain an effective organizational culture, local and expatriates are prioritized placement in their respective job positions. By promoting employee feedback, valuable opportunities are provided to employees to contribute responsibly and provide their suggestions to raise organizational productivity (Malik et al.,2021). Additionally, with well-defined human resource policies and operational procedures, employees are guided regarding how to behave ethically while performing organizational tasks in groups/teams.  
ADSB’s organizational culture is majorly dependent on valuing cultural diversity and supporting organizational behaviour to enrich social cohesion and increase coordination among staff members. ADSB supports workplace orientation to engage workers and to make them knowledgeable regarding each other individual cultural priorities and ethnicities. 
[bookmark: _Toc171699699]Examples
ADSB should invest in cultural training activities to support employees in effectively performing tasks in teams/groups and to raise organizational productivity. To support sustained organizational culture, team meetings are conducted by operational managers to ensure that employees become familiar with their team members and perform tasks with mutual and shared understanding (Srisathan et al., 2020). Additionally, human resource managers at ADSB monitor and evaluate employees' cultural bonding to identify the effectiveness of orientation meetings organized within an operational setting.  
In addition to fair recruitment policies, human resource managers at ADSB adhere to the company's human resource policies and procedures to ensure that well-talented employees are prioritized at various job designations. With key performance evaluation, human resource managers identify whether the teams deployed have been effectively able to reach operational milestones or if there still exists a need to restructure employees by innovating workers while placing them in groups (McGee and Crowley-Koch., 2021). To promote organizational culture, managers encourage workers to perform tasks in groups and resourcefully emphasize constructing positive employee relations within the organizational settings. By conducting team meetings, employees' suggestions regarding the effectiveness of performing operational tasks with their team members are considered. 
[bookmark: _Toc171699700]Theories for change management
Theories for change management are considerable when used within organizational settings, which are as follows: 
· Lewin change management model 
· McKinsey 7’s model 
[bookmark: _Toc171699701]Lewin change management model 
Lewin constructed a change management model in 1940, which has been structured in three phases including:
· Unfreeze
· Change
· Refreeze
Unfreeze
To change the existing operational phase with the objective of implementing a new approach or process as a change management function. Organizational change is a pre-requisite that demands resourceful innovation that could bring expected outcomes. Human resource managers contribute a pivotal role in restructuring organizational policies and operational procedures with the objective of improving existing operational performance (Gadzali et al.,2023). Based on collective willingness from internal stakeholders, the transition is firmly implemented. It is the strategic responsibility of management to communicate effectively the rationale behind change to overcome operational constraints. 
Change
Implementing change could be challenging for organizational teams as supporting restructured decisions requires time (Heim and Sardar-Drenda., 2021). For example, bringing new employees within the organization could have been a complex phase for the remaining employees; however, maintaining sustained social cohesion requires time and effort and sustained response from employees placed within an organizational setting.  
Refreeze
The refreezing stage describes that new innovation has been effectively executed within the organizational setting. Employees get adjusted to a new group of the workforce and perform tasks as per expectations to meet future needs (Bieleń and Kubiczek., 2020). However, to encourage employees, operational managers would emphasize providing on-the-job training to overcome operational challenges and conduct orientation sessions to ensure that employees get familiarised with their coworkers. 
[bookmark: _Toc171699702]McKinsey 7’s model  
Mckinsey 7’s model provides a sustainable organizational structure and presents elements that could be resourceful in structuring human resource policies, as well as a people professionals approach within a firm's setting (Mizrak., 2023). With sustainable operational strategy, structure, system-shared values, innovative skills, style, staff, etc., organizational goals are effectively managed. Human resource policies could be operationalized with adherence to transparent strategies based on which their implementation could be effectively ensured. The organizational structure demonstrates the chain of command and organizational hierarchy within an organization. 
Additionally, organizational systems describe operational practices and workflow procedures that could lead to expected operational productivity. In addition, by prioritizing shared values, diverse cultural practices are promoted within an operational setting. With a participative leadership approach and supportive managerial practice, a diverse group of employees are aligned and directed toward organizational productivity (Biswas et al., 2021). Skills among employees support workers in performing operational tasks responsibly. Staff contribution is necessary within operational tasks to attain the expected productivity margin.      
[bookmark: _Toc171699703]Model elaborating change     
To understand how change is experienced within an organizational setting, Kotter’s 8-step model would be resourceful which comprised of various factors: 
[bookmark: _Toc171699704]Creating a sense of urgency
To construct urgency for change by mentioning the resourceful need for operational innovation. Organizational restructuring decisions require engaging employees and convincing them regarding the need for re-innovation as a resourceful strategy to bring expected outcomes. Human resource managers perform a pivotal role in guiding and directing employees while adhering to organizational change practices (Alqudah et al., 2022). 
[bookmark: _Toc171699705]Building a Guiding Coalition  
Convincing people regarding the effectiveness of change requires the implementation of an effective leadership approach to convince workers towards change practices (Onyeneke and Abe., 2021). Change coalition demands collective collaboration among managers and employees to responsibly emphasize expected outcomes. Aligning operational staff towards organizational goals would enable effective and resourceful change management dimensions.
[bookmark: _Toc171699706]To form a strategic vision for change 
To bring a change approach within an organizational setting requires strategic vision while measuring its effectiveness and resourceful implementation for a long-term period. For, i.e., technological integration as a resourceful, innovative strategy focused by an organization to implement could require measuring its impact on operational productivity (Ganbold et al.,2021). 
[bookmark: _Toc171699707]Communicate the vision
It is necessary stage to communicate and convey strategic vision to organizational staff to make them knowledgeable regarding the significance of change practices (Dühring and Zerfass., 2021). Guiding employees to make them responsible for effectively performing towards organizational change dimensions could be a resourceful approach in bringing change management dimension. 
[bookmark: _Toc171699708]Remove obstacles
By conducting training sessions and team meetings, employees would be guided regarding the change practice required to be executed. By strategically guiding workers toward operational milestones, expected outcomes can be attained (Simons and Dávila., 2021). By appointing effective leaders and productive managers, barriers to change practices can be adequately managed. 
[bookmark: _Toc171699709]Create short-term wins 
By constructing short-term goals, employees will be encouraged to perform operational tasks effectively. Appreciating workers for achieving milestones could motivate them to accomplish expected outcomes responsibly (Weiss and Hartle., 2023). 
[bookmark: _Toc171699710]Build on the change 
To maintain strategic innovation, operational managers must responsibly emphasize identifying areas of improvement and the success ratio of the approach implemented while accomplishing milestones (Lobo and Samaranayake., 2020). For consistent productivity, evaluating short-term goals could be resourceful, and operational tactics could be resourceful in attaining expected change practices.  
[bookmark: _Toc171699711]Anchor changes in corporate culture
It is necessary to measure that expected change has been resourcefully implemented within the organizational setting (Al Balushi., 2020). The organization’s leaders contribute responsibly in directing operational tasks while aligning activities with long-term change that is strategized to attain within the expected time scale. By timely informing employees, their engagement is effectively maintained within an operational setting.     
[bookmark: _Toc171699712]Kubler Ross model 
Kubler Ross Change Curve Model was presented by Kubler Ross in 1969 and comprised of 5-stages that depict how people experience change (Gerhardt and Puchkov., 2023). The stages are as follows:
· Denial
· Anger
· Bargaining
· Depression
· Acceptance 
Denial 
Denial is the initial stage in the change model at which employees get shocked by change practices or organizational decisions (Jaskara and Permana., 2022). The majority of workers execute defense mechanisms while resisting to change practices. At this stage, a major decline in employee productivity margin occurs as workers get disengaged, and it becomes complicated for employees to accept change practices and perform within changed operational dimensions. 
Anger
Anger is the second stage within the change model, which demonstrates employees' reactions based on change decisions executed within an organizational setting. Implementing change becomes challenging for a firm’s management due to higher resistance from the workforce due to unexpected strategies being used by operational managers (Chavan and Bhattacharya., 2022). Organizational change could be, i.e., business restructuring, change within leadership approach, business expansion decision, etc., which could lead to change within workplace policies, operational procedures, performance practices, etc. 
Employees might get higher burnout and attrition due to the workplace burden imposed by senior managers on the workforce (Costin et al., 2023). It could be a possibility at this stage that organizational managers would impose additional burdens and implement an aggressive approach to fulfill operational milestones. Higher disengagement and dissatisfaction among the workforce could be measured at this stage of the change.  
Bargaining 
Bargaining is the third stage of the change model, at which employees get familiarized with organizational strategies and managerial approaches being executed with organizational change practices (Corr., 2022). At this stage, workers become less oppressive and emphasize negotiating with operational managers and co-workers to effectively perform tasks to meet operational goals. By finding optimal solutions, employees focus on efficiently managing workplace activities to enhance organizational productivity.  
Depression  
Depression is the fourth stage in the change model in which employees get highly depressed, as this stage could be more challenging for workers in comparison to previous change stages (de Klerk., 2023). Employees might get more demotivated due to non-supportive organizational policies, lack of mistrust between employers and employees, inadequate workplace relationships, lack of cooperation from operational managers, etc. It could lead to higher burnout and turnover within organizations. Employees prioritize leaving the organization at this stage due to more challenging and hectic operational scenarios.
Acceptance 
Acceptance is the final stage within the change model at which employees lastly accept changed practices while supporting operational change policies (Yoade et al., 2020). Workers accept terms and conditions and value to work with the operational approach being implemented by operational managers. Employees seek to attain opportunities to effectively work towards change practices while reducing their resistance towards changed dimensions. To improve organizational efficacy, workers support change that is being prioritized and promoted by strategic management. Acceptance, being the final stage within the change model, requires endurance from employees working within organizations. The remaining workers who survive within organizations during the post-downsizing phase or afterward to a higher turnover rate of employees mostly accept change practices and effectively contribute to bringing organizational productivity (Chadha., 2021). 
[bookmark: _Toc171699713]Importance of well-being at work 
Employee well-being is a necessary aspect that organizations need to value to ensure that labourers are psychologically motivated to perform their job responsibilities. A study conducted by Dziuba et al.(2020) concluded that employees who are highly satisfied within organizations positively perform tasks to attain expected outcomes. Workplace retention depends on the extent of motivation among staff, which adequately impacts their productivity rate. However, during the post-pandemic period, the extent of emphasis on employees' health and well-being has been reduced, potentially influencing their performance (Oleksa-Marewska and Tokar., 2022). 
Higher employee turnover has been measured among the workforce within corporations where less emphasis has been provided to employees' health and well-being. Multi-national organizations value employee health and well-being while adhering to safety principles and quality standards at the workplace with the aim of providing a secure working environment to staff deployed within operational settings.  
Quality inspection managers evaluate on-site locations to evaluate working procedures and resources implemented to ensure that employees are working within secured working conditions. ADSB emphasizes conducting employee training and orientation sessions to inform them regarding the significance of maintaining secure practices while performing operational tasks. By training workers regarding first-aid emergency services, safety precautions could be executed, and health hazards could be minimized (Kulangara, 2020).  
[bookmark: _Toc171699714]Factors impacting well-being
There are numerous factors that effectively impact employee well-being and staff motivation in the workplace setting. Factors vary depending on individual priorities and workers' preferences within organizations. In many organizations, employees value financial aspects as their priority, which contributes to keeping them motivated to perform tasks. Higher workplace productivity could be measured among employees who prioritize financial compensations, incentives, etc., that contribute resourcefully towards their motivation margin (Shammout., 2021). 
Additionally, for other employees, supportive organizational management and sustained leadership guidance responsibly motivate them to perform operational tasks. These groups of workers value workplace encouragement and effective leadership support from operational managers that effectively contribute towards expected outcomes (Nguyen et al., 2020). Higher workplace engagement could be measured among workers who prioritize effective leadership guidance from operational supervisors. In addition, other groups of workers value social cohesion in the workplace. By resourcefully engaging with team members, employees are motivated to perform operational tasks responsibly. 
[bookmark: _Toc171699715]Linkage between employee lifecycle and people practice roles. 
For each stage of the employee life-cycle, people's practices contribute essentially to fulfilling varied stages of the life-cycle. For example, while recruiting resourceful candidates for a vacant job position, human resource managers would emphasize strategizing by developing innovative job advertisements that mention the considerable skills and capabilities needed by employees who are to be placed in their respective job positions (Holbeche., 2022). Investing in talent hunting could be resourceful for organizing and extracting a talented and experienced pool of candidates for further placement in respective job positions.   
Additionally, with onboarding decisions during the post-selection phase, one of the resourceful strategies within people practice could be to conduct orientation sessions to inform employees regarding their job responsibilities and to familiarize them with other groups of employees within an organizational setting. Further organizing training sessions could be a resourceful approach to improve employee performance for staff who are underperforming (Knowles and Knowles., 2021). Based on key performance indicators, operational managers are able to evaluate the working productivity rate among employees based on which training could be a resourceful approach to raising operational productivity. 
For example, by conducting team meetings, managers could evaluate employees' corresponding interest in performing tasks. Additionally, it could be a resourceful strategy to strategically guide employees regarding how to effectively contribute towards expected outcomes. Further, during team meetings, employee feedback/reviews could be obtained to assist operational managers in strategizing toward business goals (Vainikka., 2024). To maintain employee motivation, it is necessary that managers overlook and value workers' priorities and their corresponding perspectives while strategizing toward organizational outcomes. 
By organizing group-based meetings, sustained interaction among workers is prioritized, through which employees gain an opportunity to effectively interact with their co-workers, which assists them in strategizing toward shared objectives (Raverkar., 2021). Through investing in employees and adopting sustainable people practices, each stage of the employee life-cycle could be adequately managed. Employee satisfaction and retention highly depend on strategies implemented by operational and human resource managers as essential people practice roles and responsibilities. Organizations that invest in their employees are able to retain them for long-term durations; however, firms that lack spending towards their workforce result in higher job turnover margins.  
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Employee lifecycle is comprised of various stages, which are as follows:
· Attraction 
· Recruitment  
· Onboarding
· Retention
· Development
· Off-boarding 
· Happy leavers 
Attraction 
Attraction is the initial phase within the employee lifecycle at which organizations attract candidates who have a corresponding interest in various employment positions (Gladka et al., 2022). Organizations should influence candidates to make them realize that it would be convenient and resourceful to work at their respective job positions. Firms construct HR recruitment strategies and emphasize job postings to reach well-talented and experienced candidates by developing innovative job advertisements that attract employees as per the suitability of the organization. 
Recruitment   
Recruitment is the second phase within the employee life-cycle in which organizations consider selecting employees who are capable of being placed at respective job positions. To narrow down from an interested set of candidates is performed at the recruitment phase, through which organizations are able to select well-talented and experienced workers. Recruitment is the process of identifying, screening, and selecting qualified candidates for jobs whose expertise is similar to the respective job responsibilities needed for vacant job positions (Aliyu., 2021). 
Onboarding 
On-boarding is the placement of employees who are being selected through various phases of recruitment, including screening, selection, etc. (NAGAMANI and NIKHITHA., 2023). The onboarding phase involves introducing newly hired employees to organizational functions and with other workers. Orientation sessions are organized by human resource managers with the objective of familiarizing newly hired workers with other operational staff. Additionally, during the onboarding phase, employees are familiarized with their respective job responsibilities and task expectations.  
Retention
Retention is the fourth stage within the employee life-cycle that involves sustained efforts practiced by organizations with the aim to retain employees at respective job positions. With fair and transparent employment policies, workers are motivated to perform with dedication and consistency to achieve the expected organizational outcomes. With financial remuneration, workplace benefits, a supportive working environment, an effective leadership approach, etc., organizations effectively contribute to retaining employees for a long-term duration (Aburub., 2020). 
Development 
During the development phase, organizations emphasize employee skill development initiatives to ensure that advanced capabilities are initiated among workers who are placed within an organizational setting (Mikołajczyk., 2022). By initiating training and development measures, firms emphasize advancing workers' performance and productivity ratio. Additionally, with career-growth plans and career advancement opportunities, employees are motivated to emphasize learning innovative skills to gain sustainable employee opportunities. 
Off-boarding 
Off-boarding is the sixth phase within the employee life-cycle, in which organizations consider laying off decisions for employees who fail to perform towards expected outcomes (Dedic and Zavaher, 2020). Less-performing candidates and inexperienced workers are laid off and replaced with well-talented employees to bring organizational efficacy. Additionally, off-boarding could occur if employees consider attaining an opportunity within any other organization and decide to resign from their respective job positions while working with the company. 
Happy leavers 
Happy leavers are the final stage of the employee life-cycle in which organizations positively depart highly talented employees who effectively contribute and consistently perform with dedication (Luong., 2022). Firms support these kinds of employees and value their re-joining in the future. 
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At each phase of the employee life-cycle, people professionals perform a pivotal role in managing these stages while effectively supporting employees within organizations (Sambrook., 2021). The below illustration is an overview of people professionals involved at each stage of the employee life-cycle: 
Attraction  
At the initial phase of attraction, human resource managers contribute responsibly to job advertisement postings with the objective of attracting the right candidate for each vacant job position (Mahapatro., 2021). Human resource managers, being a major people profession, have a strategic responsibility to measure corresponding employment needs for each job position that would assist in developing innovative job advertisements to attract qualified and experienced candidates for the job position. 
Recruitment   
People professionals involved in the recruitment phase hire managers who have the potential expertise to evaluate the skills and abilities needed for the respective job designation. Recruitment specialists contribute effectively to the recruitment and selection of candidates who are considered for further onboarding (MANDAL and SHRIVASTAVA., 2023). Recruiting specialists in the pre-recruitment phase collaborate with operational department heads to gain insights about corresponding requirements needed among staff members to be hired for the respective vacant job position. 
Onboarding 
HR managers act as people professionals at this phase of the employee life-cycle while considering on-board well-talented and experienced workers who have the respective skills and capabilities to perform at their respective job designations. On-boarding is an essential phase of recruitment as HR managers are strategically responsible for hiring candidates as per their job requirements to fulfill expected operational outcomes (Calderón-Valencia et al., 2021). Additionally, HR managers engage within the orientation phase to familiarize newly hired candidates with their respective organizational functioning. Further, they are responsible for socially familiarizing employees with each other and demonstrating the operational responsibilities required at their respective job positions. 
Retention
People managers act as people professionals at this phase of the employee life-cycle as they oversee employee retention strategies to ensure that workers placed at various job positions remain motivated and consistently perform to bring expected organizational outcomes. People managers are responsible for initiating team-based meetings to ensure that operational lacking and task-based complexities are identified among employees and possible way-outs can be executed. With investment in employee training, organizations should consider skill improvement among less-performing workers (Gemedu and Dhason., 2023). People managers identify employees by conducting meetings with them to understand their priorities and concerns and to ensure they remain motivated while working at respective job positions within organizational settings.  
Development
HR managers act as people professionals at the development stage of the employee life-cycle to support employees in gaining promotion to higher job positions. Additionally, they emphasize engaging workers in career development programs to support them in effectively deciding the right career path to secure their future (Gati and Kulcsár., 2021). Additionally, training managers are responsible people professionals who emphasize conducting training sessions to improve respective skills among the less-performing workforce. Based on innovative training techniques, training managers emphasize enhancing corresponding capabilities among lower-performing employees. 
Off-boarding  
HR supervisors, HR department heads, strategic human resource managers, etc., are essential professionals who play a key role in the off-boarding phase of the employee life cycle. Based on employee performance reports, key performance evaluation statistics, and monitoring and evaluation dimensions, the HR department head decides rather which employees are to be laid off (Alves and Lourenço., 2023). Under-performing employees are laid off based on HR policies executed within an organizational setting. Individual performance analysis enables strategic human resource managers to make decisions responsibly to off-board employees from respective operational departments of the organization. 
Happy leavers    
Like-wise off-boarding phase, strategic human resource managers contribute responsibly to ensure which employees within the organization need to be positively departed from the organizational setting (Sepahvand and Bagherzadeh., 2021). To happily depart experienced and skilled workers, the head of the HR department contributes to ensuring that well-deserving employees are securely off-boarded. Heads of HR departments depart employees with good gestures to ensure that employee would rejoin their organization in the future. 
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The effectiveness of people practices is not confined to supporting employees within organizational settings; however, its efficacy could be resourceful while aligning with other divisional areas across firms. People practices assist while recruiting employees for other functional groups within an organization. For example, human resource managers could attract candidates for vacant job positions across other departments based on innovative job advertisements (Rowsey., 2022). Mentioning the working experience, skills, etc., needed for respective job positions would enable resourceful candidates to be brought to the respective job positions. Additionally, organizing orientation sessions as an effective people practice stage would enable familiarizing employees with their co-workers from similar departments (Tiainen., 2023). 
For example, conducting training sessions as an effective people practice approach would assist in improving performance margins among underperforming workers within an organizational setting (Neely-Morrison., 2021). Guiding them regarding what is expected from workers who are placed in other operational areas would contribute to improving their productivity rate while performing tasks across placed organizational departments.  
It is evident from the mentioned examples that the need for people practice is necessary across each operational area within the organization as higher organizational productivity depends on resourceful human resource strategies executed within a timely manner. During cross-departmental collaboration, people practices become resourceful in familiarizing workers with each other (Negishi., 2022). By organizing team meetings, human resource managers would interact with employees from different departments to make them aware of other workers who are performing across various operational departments. Further, by evaluating the performance ratio among employees based on key performance indicators, human resource managers would identify those staff from other departmental areas who are under-performing towards expected milestones. 
To attain overall business growth and operational stability, strategizing towards innovative human resource practices could be resourceful while aligning employees from varied departments and strategizing towards shared business objectives. A study conducted by Sundquist and Melander. (2021) mentioned that organizational departments are interlinked with each other as organizational productivity depends on equivalent efforts paved by employees working across varied operational departments. With innovative people practices, each area of an organization will be associated with expected organizational outcomes. Therefore, with the implementation of resourceful people practices, each organizational department would be supported to work towards the business vision. 
[bookmark: _Toc171699719]Processes for engaging with internal customers 
It is necessary to understand the preferences of internal customers within a business setting. Being a talent acquisition officer, I value promoting employee relations at the workplace. It is necessary to understand employees' perspectives or other business stakeholders who are interlinked with organizations. As a consultancy approach, I would prioritize utilizing team-based meetings to understand employees' priorities while working at various job positions and across varied organizational departments. By obtaining constructive feedback from employees, managers strategize to effectively innovate operational tactics to ensure that higher workplace productivity can be achieved with increased organizational motivation among the workforce (Nasir et al., 2022). Additionally, I have been focusing on organizing face-to-face meetings to identify individual concerns and operational challenges that internal customers might face while performing with other co-workers. 
For example, by conducting surveys, employees' feedback could be attained, which would assist operational managers in understanding their approach towards their team members and leadership tactics utilized by departmental managers (Mutha and Srivastava., 2023). Measuring the extent of interaction among employees with their group members would acknowledge managers regarding the extent of conflicts or social cohesion among the workforce. Organizational disputes could be measured based on feedback-based surveys gathered from employees working within organizational settings. Additionally, by undertaking survey-based polling, operational managers could identify the effectiveness of leadership practices used while strategizing employees toward operational tasks. 
By organizing individual face-to-face interviews, respective employee priorities would be measured based on which respective guidance would be provided to enhance employee satisfaction. Business growth highly depends on internal customers' motivation margin, as it is necessary to understand their needs while performing within an organizational setting (Kurniawan et al., 2021). By using innovative processes, constructive feedback could be achieved from internal business stakeholders that would contribute to retaining internal customers for the long-term phase. Being a talent acquisition officer while working in employee relations, I have the strategic responsibility to understand individual concerns and strategize operational tactics with the aim of motivating and retaining internal customers that would be productive for organizational growth. Through my experience and evidence-based practices, I would strategize to implement resourceful processes through which timely feedback would be achieved from workers placed within an organizational setting.       
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