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Work and working lives in a changing business environment
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Question 2

To what extent are technologies maturing in the late 2020s creating a great deal of
under-employment and unemployment as people in organisations are being replaced

with machines?

Technology is changing the entire world and it has also changed the way labour is being
perceived these days. The use of computers in the workplace was the first time when the way
of perceiving labour changed. According to Horvath and Szab6 (2019), computers have been
a driving force behind the emergence of the notion that people are replacing human resources
in organisations. It is imperative to consider that even after the invention of several useful
technologies influencing the labour market, it is not possible to state that the technologies
likely to mature in the late 2020s would create a great deal of under-employment and
unemployment. In the late 1970s, microcomputers were used in the workplace which made
several functions redundant in the workplace (Espejo, 2022). During this era, microcomputers
were the first to use standard workbooks. At this time, business software such as database
management and word processing were also introduced. Still, the rate of unemployment has
continuously reduced for the last few decades. Since, the 1970s to 2022, the unemployment
rate in the UK has shown fluctuations (Statista, 2023). However, it has not been higher
compared to the unemployment rate of 2022 (Statista, 2023). The below figure shows the
unemployment rate in the UK from March 1971 to November 2022.
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Figure 1: Rate of unemployment in the UK from 1971 to 2022
(Source: Statista, 2023)

In recent years, certain disruptive technologies have emerged which have contributed to
confusion over whether technologies will replace humans. The emergence of Artificial
intelligence or Al is influencing the growth of almost all industries (Li et al. 2021). For
industries where customer service is important, Al is majorly replacing the need for humans
to be working at these jobs. For instance, in the UK, Amazon introduced the Amazon Fresh
store which is entirely cashless (Browne, 2021). In this kind of store, employees pick up
whatever they want and walk out without physically paying for the products. In the case of
repetitive and routine work also, Al is replacing the labour forces in several countries. For
instance, M&S has replaced their switchboard staff with AI (Hellard, 2018). On the other
hand, according to an MIT professor, a new study revealed that every robot added to the
workforce has an impact of replacing 3.3 jobs across the US (Dizikes, 2020). Therefore,

technologies are slowly replacing the job of certain positions in major companies.

On the other hand, other kinds of technologies such as autonomous vehicles and virtual
reality are also disrupting the employment of people. Virtual reality is reshaping the customer

experience by 2020 (Hoyer et al. 2020), This is allowing brands to cater to digital customers



who favour self-service compared than human interaction. The provision of service is
becoming easier with the use of virtual reality. For instance, in the NHS, major therapies are
being provided with the help of a virtual coach without any real-life therapist
(Ggmmh.nhs.uk, 2022). Therefore, the employment of a therapist is becoming redundant in
some cases. Moreover, by the end of 2020, another disruptive technology which has
witnessed significant momentum is autonomous vehicles. The UK market is taking full
advantage of the emerging market of autonomous vehicles which can create up to 38,000 jobs
and it can be worth an estimated £42 million (Gov. uk. 2022). Therefore, it is clear that
certain jobs will definitely become obsolete after the significant use of technology in the

workplace by various companies.

On the contrary, it is imperative to consider that even though it is a reality that certain boring
jobs humans are being replaced. However, it is interesting to understand that technology will
not completely replace humans and jobs. According to Orduiia (2021), robots are trained to
conduct high-repetitive tasks which are often assigned to entry-level employees. However,
more roles focused on convoluted tasks with competitive salaries will also increase in their
place. It is evident that young professionals would have a wide range of interesting careers to
choose from. This means that new jobs will be created for employees across the world.
According to Buera et al. (2022), the present technological progress leads to a higher relative
demand for skilled workers. This also highlights a lower relative demand for workers
performing routine activities. This also highlights that the wages of skilled workers are
becoming significantly high in comparison with the wages of unskilled workers (Lee and
Clarke, 2019). Hence, for skilled individuals in any specialised field, it is possible to gain a

higher earning.

Additionally, the job markets are changing completely with respect to the need for employees
for positions. According to Roberts and Mayo (2019), people entering the workforce usually
struggle to land roles with high salaries as they are forced to compete with senior candidates.
However, if new kinds of roles are appearing, the competitive advantage of the employees
with senior roles is eliminated. This helps with creating roles that have not been done before
(Tu and Wu, 2021). Therefore, new entrants to the workforce are less expected to be
compelled to compete with the seniors which will increase their chances to be pioneering.
This means that workplaces are becoming highly efficient and unique. On the other hand, the
soft skills of the employees cannot be replicated by technology. According to Kobis and

Mossink (2021), an algorithm cannot replace the creative ability of humans. Machines can



only learn from information and data whereas humans have the capability to create and
imagine. Therefore, algorithms cannot replace human creativity. It is also clear to the
employers. Hence, current-day employers are focusing on hiring employees with relevant soft
skills (Low et al. 2021). For instance, in the UK, around 97% of employers state that soft
skills are the reason behind business growth (Trvst, 2022). Therefore, the soft skills of the
employees will definitely save them whereas the ad skills will be slowly replaced by different
disruptive technologies. Hence, the danger of technology replacing human jobs will be severe

for a few roles.

It can be concluded from the above analysis that technology is not probably replacing labour
across industries as each of these entities have their one traits that the other would not have.
Humans would not be able to relate the precision, memory, accuracy and consistency
provided by technology. Still, humans have the capability of critical thinking which helps

with developing new technologies.



Question 5

Three distinct opportunities for people management in organisations arise from
increased use of social media for employees and potential recruits and selecting the

opportunity having great long-term importance.

The current day workplaces cannot ignore the relevance of social media. Social media is
usually used for accessing news and information and social interaction. It is a valuable
communication tool with otters locally and worldwide. Therefore, for people management
also, it is not possible to ignore the impact social media networks have on the operations of
this particular part of the organisation. According to Thompson et al. (2020), with the use of
social media, it is possible to witness significant opportunities for future employees and
employers. Hence, the following section shows the emerging opportunities prevalent for

employees and potential recruits in the future due to the use of social media.
Increasing the visibility of the job opportunity

In the current era, practically, all the ideal candidates to be considered for any position at the
company are on social media. Social networks can be expected to be the one-stop solution for
employers to find the right candidates (Reviglio and Agosti, 2020). Twitter is already popular
for its capability to host chats regarding job searches. On the other hand, Facebook is
enjoying an active user base of billion (Houghton et al. 2020). Furthermore, LinkedIn is also
crucial as a job-hunting platform. Therefore, at any kind of platform, there are several people
who are potential recruits from a specific job role. Wherever employers are looking, social
media networks can serve as an interesting platform for the identification and recruitment of
talented individuals. An average company in the UK is spending a quarter of its recruitment
budget on social media (Sandout-cv.com, 2022). It is interesting to acknowledge that social
media networks can reach several people at the same time which means that employers are
likely to offer a caliber of talent which can be difficult to be matched by other kinds of
platforms. It has been found that 50% of UK office employees are finding work through
social media (Gentle, 2021). Therefore, with significant social media penetration across the
world, it is possible to attract the right talents to the organisation. However, it is often

witnessed that hiring biases take place due to recruitment (Balsmeier and Woerter, 2019).

Promotion of knowledge sharing and social learning



The main goal of social media networks has always remained central to creating meaningful
social connections. In fact, for several social media platforms such as Facebook, it is advised
by the company to connect with people who people know in real life (Syvertsen and Enli,
2020). This principle of social media works is being used by real-life employees and
employers. In the opinion of Van Der Lippe and Lippényi (2020), providing employees with a
path to connect with relevant co-workers for solving problems helps with promoting social
learning. For example, Apple has been termed as a successful company which encourages
employees to engage in interactions with their coworkers (Azenkot et al. 2021). This is
making the employees happier and more satisfied. Social media is also helping employees to
discover knowledge when they exchange information and collaborate (Zhao et al. 2020). In
this context, it is interesting to acknowledge the theory of social identity. According to the
theory of social identity, it is evident that the groups to which people belong are an important
source of self-esteem and pride (Cooper et al. 2021). Groups give a sense of social identity

which reflects in the sense of belonging to the social world.
Mental health promotion for the employees leads to better performance

In the recent era, for working professionals, using social media during work has become a
common phenomenon. Employers have also started allowing employees to use social media
during work. According to the PRC survey, it is evident that the most supported reason
behind using social media at work is that it allows employees to take mental breaks
(Olmstead et al. 2020). The organisation should not discourage employees to take occasional
mental breaks from work. In contrast, Nakat and Bou-Mitri ( 2021) communicated that
employers are encouraging employees to take periodic and brief breaks while working.
Allowing the employees to use social media will help in simplifying these breaks. Workers
can take a break whenever they choose rather than going to a break room to read a newspaper
or interrupt the work of another employee. This is one of the most interesting ways to provide
employees with the leverage to take advantage of social media and communicate with
different people. However, UK workers spend more than 2 hours per day procrastinating
(Bean, 2017). This includes around three hours and five minutes of a working week on social
media. Therefore, it is possible that increased social media use can also contribute to the loss

of resources for organisations.

Opportunity with the greatest long-term importance and justification



Among the above opportunities, the most relevant opportunity for the employees is the
promotion of knowledge sharing and social learning through the use of social media.
According to Kazemian and Grant (2022), with social networking communities, technologies
can enable people professionals as well as leaders to foster knowledge sharing on enterprise
platforms across dispersed workforces. The design of social networking sites is such that it is
acting as a collaboration network (Cinelli et al. 2021). This has several features that have
been designed to facilitate knowledge sharing among the organisation's employees. For
example, there are several work-related groups on the social media platform Facebook in
which working professionals post their professional queries. They get replies from people
from different organisations across countries which provides a new perspective to the

employees. Therefore, a great deal of knowledge sharing is expected.

On the other hand, specific social media platforms become more useful for knowledge
sharing. For instance, Pew Research showed that how-to videos are bringing 51% of all
US-based YouTube users to this site (Balch, 2020). This means that Youtube is significantly
helpful for employees. On the other hand, social media platforms also help employees to
witness significant networking opportunities. As per Vithayathil et al. (2020), the social
media platforms such as Twitter and LinkedIn help employees to build a professional
network. This includes searching for jobs and showcasing knowledge. Hence, this social
learning is further motivated through his. Hence, in future, his needs will be provided with

major importance by his employers.



Question 11

Critically evaluating the case for and against the implementation of this right

concerning your organisation, providing full justification.

Flexible working has become crucial in every business sector and company worldwide. It
refers to the working hours, freedom in working, flow of information and the level of
communication, activities and processes related to employee needs and many more such
implementations in an organisation (Chung and Van der Lippe, 2020). This is due to the
evolving nature of business operations and working methods that have compelled businesses
to adopt more aligned and effective ways of executing responsibilities. This has increased the
stress and workload on employees, which can negatively affect their physical and mental
health. This considers the rights of employees to request flexible working from the very first
day of their employment. However, to understand employees' rights, it is imperative to
determine the different types and forms of flexible working and identify the arguments in

favour and against the concerned right at work.
Different forms of flexible working

Flexible working has a broader meaning as the term comprises a wide range of working
patterns and styles. These include traditional methods and contracts between the employer
and employee for a certain time and length of work according to the staff's needs. In addition,
flexible working also includes non-contracted and innovative working schedules and methods
mutually and informally agreed upon between employers and employees. Job sharing is a
form of flexible working in which the work is split between two people to reduce the
workload and time that needs to be contributed by a single person (GOV, 2018). Working
from home is another highly innovative and efficient method of working that has become
very popular since the Covid-19 pandemic. It allows employees to carry out tasks that are
doable at home or anywhere else other than the designated area of work. Another form of
flexible working is part-time work, in which employees work less than full-time hours by

either reducing their working days or working less than the designated work hours.

Flexitime is also a form of flexible work where employees choose when to work under
certain "core hours" (GOV, 2018). However, they fulfil the designated working hours by
working 12 to 8 instead of 9 to 5. These were some forms of flexible working among various

methods and ways. They provide flexibility and work satisfaction to the employees to a



considerable extent, allowing them to work to their full potential and with high motivation.
However, entrepreneurs and experts also believe that flexible working hours can sometimes
make employees lazy and instigate misbehaviour within the employees. Moreover, it is also
believed that flexible working can hamper the organisation's work efficiency and

performance and negatively impact its culture.
Arguments in favour of flexible working with justification

As stated by Davidescu et al. (2020), flexible working is the future of business organisations
and the entire business world. A flexible working organisation can have better productivity
and performance with a more satisfied and motivated workforce. Angelici and Profeta (2020)
also opine that flexible working enables organisations to retain talent and further attract the
highest levels with better work culture and environment. The employees can have a better
work-life balance, allowing them to have free time to spend with their family members and
loved ones or learn a new skill. Their physical and mental health and well-being are also
maintained with a balanced workload, which allows them to have a stress-free life and
encourages them to acquire new talents and abilities. Thus, flexible working is not only good
for the employees but also provides several benefits and advantages to the organisation in the
form of better employee retention, work productivity and performance and many more. In
addition, it establishes the organisation as a responsible and caring employer, which allows it
to attract top talents and build a strong connection and brand image among customers (Chung

and Van der Lippe, 2020).
Argument against flexible working with justification

Choudhury et al. (2021) state that flexible working is more catastrophic for employees than
beneficial because the initial comfort and happiness blind them. Flexible working comes with
serious negative impacts in the long run that do affect the organisation to some extent, but the
employees receive far worst outcomes. In the opinion of Kelliher ez al. (2019), flexibility is a
slow poison for employees that they are unaware of and can have a detrimental impact on
their capabilities and career opportunities in the future. This is because employees often
procrastinate and unproductive work in the name of flexible work, such as working from
home. Moreover, flexible working creates communication gaps and difficulties among
employees, affecting their teamwork abilities and quality of work. Flexible working can make
employees isolated from each other and the organisation, which further results in potential

difficulties in career progression (Davidescu ef al., 2020). Thus, flexible working is related to



various negative impacts and challenges for employees, raising several concerns for its

implementation.
Flexible working at Panda Retail Company.

Panda Retail Company is one of the largest retail chains in Saudia Arabia and has more than
188 stores across 40 cities. The company serves over 100 million customers every year and
employs over 17,000 staff dedicated and committed to delivering the best shopping
experience to the customers (Panda, 2023). Flexible working is imperative for an organisation
with such as huge workforce to keep the employees satisfied and enable them to work at their
full potential. It will also improve the company’s image as a responsible employer and
increase the motivation of employees to work in the company's best interest. However, the
negative impacts also need to be given due importance, and Panda Retail Company needs to
take effective measures to overcome challenges and difficulties. The employees need to be
provided with effective training, and a career development campaign must be implemented to
ensure that flexibility at work is not being misused (Angelici and Profeta, 2020). Panda Retail
Company can enjoy increased productivity and a boost in employee performance if flexible
working is implemented effectively and carefully. Thus, the employees need the right to

request flexible working from the first day of employment.



Question 14

“Critically analyse how People Professionals can ensure that well-being remains an

organisational priority. Justify your suggestions."

Critically analysing the business case for promoting employee well-being concerning

people practice interventions within organisations

Employee well-being can be understood as optimising the health and wellness of the
employees working within an organisation. Employee well-being is important for an
organisation as it helps the employees in order to perform better. It also helps in the
enhancement of job satisfaction and increases employee morale, and helps in effective
employee turnover for an organisation (Cemazar, 2020). It has been found that over the years,
organisations around the world have been focusing on employee well-being. In contrast,
numerous organisations are building different building strategies to slowly decrease
employee stress levels. Like, as introducing new policies and strategies for mental
well-being, financial well-being, physical well-being and many more. Thus, mental health is

one of an organisation's most serious concerns regarding employees' well-being.

According to the health and well-being 2020 report of CIPD, organisations globally are
thinking and working for the financial well-being of their employees. On the other hand,
nearly 37% of the respondents have experienced increased stress-related absences within the
organisation over the last year. Not just that, around 60% of the employees have stated that
common mental health conditions are also increasing over time within the organisation. The
survey report also mentions that the two main causes creating stress upon the workforce or
employees within an organisation are the management style and the heavy workload the
employees are handling. Even it has been found that 33% of the people professionals have
reported that stress-related absence has increased in the past here within the organisation.
Hence, organisations are taking no measurements to decrease employee stress levels (CIPD,
2020). This clearly shows that the organisations and their strategies must work effectively,

improving employees' well-being.
Critical analysis of how organisations take care of employee well-being as their priority.

One of the most common focuses of all organisations regarding employees will be mental
health. Some organisations have developed well-being strategies like fostering a mentally

healthy working environment, creating new well-being policies and developing more



effective communication with the employees. Although in some cases, it has also been seen
that the organisation is doing nothing regarding improving employee health and well-being.
The organisations have been ignoring the well-being of the employees. They have increased
the work pressure upon the employees even more since the pandemic to earn more profit by
increasing the employees' productivity. The increasing work pressure upon the employees has
negatively impacted the mental health of the employees as well as their work. On the other
hand, many organisations are very much concerned about the well-being of their employees.
It has been found that these different organisations are considering different factors like
mental health, physical health, good work, lifestyle choices, values and principles and many
more for better employee well-being (CIPD, 2020). Yet, according to the report of CIPD, to
some extent, only a few organisations have put forward their strategies for developing the
well-being of the employees. It has been found that different organisations develop different
strategies to enhance or maintain the well-being of their employees. Strategies like holding
wellness programmes and providing alternative therapies (People Matters, 2022). Providing
financial support like health insurance, effective and flexible work-life balance, and
relationship counselling has helped different organisations build the effective well-being of
the employees within the organisation effectively. The following figures will clearly
demonstrate the different organisations' willingness to develop the well-being of the

employees within their organisation in detail.

Figure 1: The position of health and well-being in organisations (% of respondents)
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Figure.1 Position of health well-being within the organisation

(Source: CIPD, 2020)

Figure 2: To what extent is your employee health and well-being activity designed to promote:
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Figure.2 Employee health and well-being activities designed by the organisation

(Source: CIPD, 2020)

Suggesting different ways organisations can effectively respond to the rising level of the

stress-related absence.

In the above analysis, it could be seen that there are negative as well as positive aspects of
organisations developing different employee well-being strategies. It has been said that the
organisation, since the pandemic, has strongly failed to develop effective strategies for the
well-being of the employees. Many different studies can be adopted by multinational
organisations to manage the stress level of the employees and to ensure employee well-being
and the organisation's development at the same time. The most effective strategies which can
help organisations effectively respond to the increasing level of stress-related absence by
implementing open communication within the organisation. This can be done by
implementing effective leadership development through which leaders can connect with the

employees, communicate effectively, and understand the employees' needs (Peart, 2019).



Better offerings like incentives, paid leaves, extracurricular activities, and many more can
help the employees facing financial and mental health issues to have alternatives that help

them address the different problems they have been facing within the organisation.

Organisations should also start considering flexible work schedules, which will help the
different employees in being able to work as per their comfort. Apart from that, the
organisation should be transparent in their different works and expectations towards the
employees. This would help the organisation in building up good trust among the employees,
which will help them place in being able to share their stress and be able to decrease their
stress level and work properly within the organisation. The organisation should also start
receiving or gathering employee feedback regarding the issues (Hoppe, 2019). This will help
the organisation collectively understand the main problem and issues faced by the employees
and can develop effective strategies that help mitigate the different issues hindering the work
and operations of the company as well as the concentration level of the employees. It is very
much important for any organisation to focus on the development of well being of the
employees as it helps the organisation in assuring better growth and the development of the
organisation with the help of the employees. Panda retail can also adopt these different
strategies, like providing better offerings, creating a transparent workplace, and building
communication and relationships with the employees(Hoppe, 2019). In order to make sure
that the employee well being is being prioritised within the organisation. Prioritising the
well-being of the employees will help the company make sure that employees are working at

their best level and help the company achieve the different targets and aims set effectively.
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