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1.1   COVID-19 an infectious respiratory disease caused by a discovery of coronavirus (World Health Organisation, 2020). The ramifications for organisations, individuals and society of the spread of COVID-19 is at every level (CIPD, 2020a). Nptc strategy in response to COVID-19 is continuing to monitor, develop, change and innovate services in order support and guide our employees and continue to provide a service to our borough (Neath Port Talbot Council, 2020a). Organisations are operating in a Volatile, Uncertain, Complex and Ambiguous (VUCA) environment (Bennett & Lemoine, 2014). To analyse the external environment, many tools can be used to inform strategic planning. The scope of strategic external environmental analysis is vast, incorporating technological, socio-cultural, environmental, political, legal, economic, and ethical contexts (Farnham, 2015, p. 139).

PESTLE audits six of the external influences to inform organisational strategy (CIPD, 2020b). PESTLE facilitates an understanding of a broader business context, encourages development and strategic thinking and anticipates future threats to minimises their impact. The analysis spots business opportunities and is a simple framework to use. Farnham (2015) later developed STEEPLE that balanced stakeholders interests, workplace ethics, production, business relations, purchasing, consumption, employee welfare and human rights including corporate social responsibility. It is argued that the tool has various limitations that can affect results and need to be undertaken regularly to be effective to anticipate future developments that could affect the organisation in the future due to the pace of change of the VUCA environment in which we currently operate. Users can oversimplify the amount of data used to inform a decision, and its outcome can be based on assumptions (Business to you, 2016; CIPD, 2020b; Frue, 2018).

Critiques include the collaboration of other analytical business tools to be used in conjunction. SWOT, PRIMO-F and Porter’s Five Forces will facilitate a clear understanding of the wider business context, taking into account the internal environment.  CIPD (2020c) suggest that opportunities and threats will energy through STEEPLE, whilst strengths and weakness can be analysed through PRIMO-F. Organisations use these tools for strategic planning, organisational change, business and product development, research reports and market planning. It can be used from departmental or individual perspective to look at what to deliver, identify stakeholders and how.

Farnham (2015) pp 141 explains the process of environmental analysis. "Divided into four analytical stages, scanning the environment, monitoring specific environmental trends or patterns, forecasting the future direction of contextual changes, and assessing current and future contextual changes".   

1.2   Cheese (2020) explains our profession has never been more challenged as we continue to support organisations and workforce through these tough times, balancing options from financial, legal and ethical perspectives and continuing to ensure fairness by supporting people. Cheese (2020) continues to explain “the crisis will change many things, not least the recognition of people at the heart of the business, the importance of wellbeing and how we really can break the mould of inflexible working patterns”. The crisis has already tested our resilience, adaptability and preparedness but now is the time to shift our focus to efforts to support employees to return to work whilst addressing needed changes in upcoming months (Cheese, 2020; PWC, 2020a). 
According to the latest CIPD and People Management survey, 52% of HR professionals expect to furlough employees. The survey found a quarter of respondents expected to cut jobs permanently, with 1 in 10 expected to lose between 11 and 29 per cent of the workforce. Economics predicts unemployment will spike, therefore, it is important to prioritise strategies during these times for example, a robust change management process or a succession plan  (Cheese, 2020). 
For organisations to strategically prioritise business needs, firstly, it is important to understand the business strategy. Secondly, define the strategy by providing a roadmap for creating an advantage to address business challenges and achieve business objectives (Deloitte, 2009). As many organisations rotate through the Business Life Cycle Model as a result of the pandemic, it is important to note businesses have different business priorities, which in turn demands different HR strategies/responses (Farnham, 2015). 
In response to the current environment, businesses are adapting and changing their organisational and HR strategies. Changes in leadership approaches, corporate social responsibility, and wellbeing and engagement strategies. Organisations need to be proactive, adaptable and reconsider their organisational strategy if they are historically more aligned with the classical/rational strategies (CIPD, 2020d) (Farnham, 2015; Personnel Today, 2002). Although this is not the case at present whereby emergent/logical incrementalism strategy as noted by Quinn (1980) whereby strategy can be influenced by external factors that influences direction. 
In response to COVID-19, Best Practice Model argues high-performance workplace that can be determined through workforce planning approaches. Proactively analysing the current workforce supply and future demand to build the required capabilities and capacity (PWC, 2020b). The Cranfield report identifies two core drivers for achieving resilience, Defensive – stop bad things from happening and Progressive – make good things happen with two core approaches being consistency and flexibility incorporating the 5sight model (Denyer, 2017). Having a change ready culture will assist in this transformation including employee voice and building trust and encouraging innovation. 
In these uncertain times, the scenario-planning model has been used predetermine outcomes, particularly unexpected ones (Roxburgh, 2009). Nptc's has adopted this method and in response developed FAQ’s for employees and managers to gain critical answers in line with best practice advice.
1.3 In the fast-moving environment, robustness has never been more important for individuals and organisations to become paramount to thrive and survive (CIPD, 2011; Makin, 2019). According to People Management (2019) one tried and tested way to introduce resilience framework. This could be one of the three concepts mentioned in the Cranfield Report to help organisations develop a fit for purpose approach (Denyer, 2017). Nptc response is to ensure the organisation's strategic priorities are met through its contingency plan is not only for its employees but for its borough whom it provides a service. Npt Safe and Well, a free service that has been created in response to COVID-19 to support vulnerable residents in the borough. The purpose of the service is to ensure nobody is left alone and that people have someone they can go to for help (Neath Port Talbot Council, 2020b). Employees who are unable to work at home or continue their normal duties have been voluntary redeployed to the scheme and other critical services that have seen an increasing demand (Neath Port Talbot Council, 2020a). The current strategy is to over-resource ready for the peak demand in the upcoming weeks/months. Recruitment of 50 new care staff since the outbreak to come with the demand which has been significant as usually Nptc struggles to recruit for these roles and has met our workforce planning strategy whilst building resilience.  

To support Nptc during these unpredictable times, the HR function can no longer be seen as a support function. This is when the Ulrich Model applies to adopt an outside-in orientated approach (Mahjan, 2019). Thus means HR departments adding value to the organisation by becoming a shared service, business partners and centres of expertise. 

People Management and CIPD poll revealed employers are concerned about staff wellbeing and employees not being able to work from home during the outbreak (Churchill, 2020a). It is also important to take a holistic approach to employee’s health and wellbeing (CIPD, 2020e). Developed by Carol Ryff, the six-factor model of Psychological Wellbeing theory is a useful tool use during these times. Best practice models could be adapted for employees who able to work from home to continue high-performing work systems (Appelbaum, et al., 2000), high-committed HR (Guest, 1997), or high-involved HR (Wood, 1999). The Harvard model of best practice, developed by Beer et al (1985) is one of the earliest well-known, path-finding approaches (Farnham, 2015). Despite this, Nptc has adopted Guest (2001) theory of competence, commitment, motivation and effective job design. Positive employee behaviour, in turn, will impact establishment-level outcomes such turnover, low absence, and wastage, as well as high quality and productivity (Farnham, 2015). Nptc has adopted Pink’s (2009) motivational theory explains new approaches to motivation can, in turn, improve productivity. People are driven more when motivated through their creativity rather motivated by incentivised rewards.
CIPD recommends regular honest communication with employees and stakeholders on the steps the organisation are taking to protect staff in line with public health advice, financial impact, as well as informing employees on sick pay and leave policies (CIPD, 2020f). 

SECTION 2
2.1 a.  We are on the cusp of the fourth industrial revolution, a technological revolution where exponential growth in technologies, data, cyber-physical systems, and analytic technologies will blur boundaries between the digital and physical world creating hyper-connectivity (Diloitte, 2019; Marr, 2018). How the “future of work” will look like has been discussed for the past decade, whilst the coronavirus crisis has hurried the arrival and the future of work is here (World Economic Forum, 2020a). The increase in technology has been prevalent. Before the pandemic, research suggests pessimistic views of technology in the workplace putting jobs at risk (PWC, 2020c). 

At the start of 2020, The World Economic Forum outened the jobs of tomorrow in preparation for a new economy. Roles concentrated among professionals that communicate product and services, support the planet, care for people and manage new technologies (World Economic Forum, 2020b). Humanity must serve these innovations so we can continue to prosper. “Technologies that are emerging today will soon be shaping the world of tomorrow and well into the future – with impacts to economies and society at large” (World Economic Forum, 2019). By 2030, AI will replace 800 million workers across the world (McKinsey Global Institute, 2017). PWC (2017) estimates that UK GDP could be up to 10.3% higher in 2030 as a result of AI and equivalent of an additional £232bn to the economy.
Whilst we accelerate into digital transformations, the shift to remote working could reveal gaps in IT infrastructure. The pandemic increased by remote workers, therefore, it is important to assess remote working strategy such as agile approaches to strategically manage flexibility to ensure workers who can work from home can do so or temporarily relocate to meet business needs. (CIPD, 2020f). Strategies such as workforce planning and digital upskilling could come into focus (PWC, 2020a). In recent years, companies, governments and workers have begun to prioritise reskilling and upskilling to better prepare for the disruption of the Fourth Industrial Revolution. Whilst it is clear that the pandemic will accelerate digitalisation and the use of AI across a range of industries and sectors. It is critical to note that retraining workers and proactively building provisions around upskilling and reskilling to best prepare workers for the post-pandemic economy (World Economic Forum, 2020a). Nptc has already taken steps to improve gaps by upskilling and retraining employees through workforce planning and secession planning exercises to build resilience. Nptc was the first local authority in Wales to introduce robotic software to processing back-office administration freeing up 56 hours of office time whilst increasing savings and allowing existing employees to be reskilled/retrained to other essential roles (Bradfield, 2019; Say, 2019).
2.2 b. Since 2010, £77 million has been cut from Nptc budget (Neath Port Talbot Council, 2017). The amount does not take into account EU Funded projects. Between 2014 and 2020, £2 billion of funding from the European Structural Investment (ESI) funds were granted in Wales. Before the pandemic, and the announcement of BREXIT, WLGA confirmed Nptc will no longer receive EU funding past 2023 (Gov.uk, 2020). The historic decision to leave the EU is decided, the nation’s citizens feel hostility and the country is divided and is affecting corporations (CIPD, 2018). Whilst many feel austerity lead to the UK Brexit crisis, it is still the case that austerity affected the UK's response to COVID-19 (The Guardian, 2020; Fetzer, 2019). 

Gulliver, Director of Human City Institute believes that in 2010, the UK heavily invested in physical and social capital and not only did the country be in a better position to confront the virus, but the nation's economy would have grown faster. He explains, reducing public debt over a longer time frame, and BREXIT would probably have been avoided (The Guardian, 2020).

Whilst business's move through the Business Lift Cycle Model, HR functions are having to adopt strategies to survive in the current economy. Whilst BREXIT displayed reduction to funding, this resulted in plans to implement workforce reductions and reallocations through redeployment of staff or redundancies through workforce planning exercises whilst maintaining peace for employee relations and tight cost control for compensation and benefits. This could be said for the impact of COVID-19, whilst many workers are unable to work in their usual roles, we have seen growth in other services across Nptc and therefore encourage adequate recruitment, managing succession whilst encouraging job mobility to deal with the added pressure on essential services. 

At present, environmental sustainability is a megatrend. The "green" fad or realistic model for organisational change, thinking beyond the performance imperatives of strategic HRM and considering a holistic approach such as multi-stakeholder model or McKinsey’s 7S change management process model should be considered to examine how various parts of the organisations work together (CIPD, 2019) (Peters & Waterman Jr, 2015). Employers are urged to start discussing plans for returning to work after COVID-19. Encouraging the workforce to take alternative means of transport, rethink the layout of offices, screens to keep workstations apart and maintaining social distancing guidance (Churchill, 2020b). Nptc’s change management process takes into account the effect of these changes whilst monitoring employee morale, performance, agility, and if possible future business growth.
2.3  a.  Corporate social responsibility has become increasingly apparent over recent decades and outlines the long-term strategy an organisation needs to impose to add value to the organisation's activities whilst ensuring a positive impact on the environment, financially, society and its economy to reduce the risk of corporate disaster. Traditionally, the model of CR included markets, community, workplace and environment. Whereby recently, it addresses the organisations ethical activities (CIPD, 2020g). HR role takes various forms, including supporting a broad CR strategy, volunteering schemes and employment and people management practices.
There has been much evidence to illustrate the decline in our carbon footprint. It is recorded to be the largest ever annual fall in CO2 emissions (Evans, 2020). As businesses change the way they operate due to COVID-19, resulting in a reduction of carbon emissions. Companies and governments should not overlook the lesson COVID-19 is teaching us now is the time to ensure that these changes are embedded in the organisation's practice (World Economic Forum, 2020c).  In 2019, a survey revealed half of UK boards spent no time discussing climate change (Palmer, 2020). CIPD (2020g) explains that many ethical considerations are enshrined in law. However, typically aims to go beyond legal obligations are taking voluntary measures and initiatives to become more environmentally sustainable. HR's role is important in building and maintaining ethical cultures whereby CSR is recognised. Embedding CSR into core HR practices and CSR strategy and publicising the importance and promoting success.  
Two approaches can be considered to become environmentally sustainable. These are through championing initiatives across the organisation and to its stakeholders, and through services, it delivers via its employees with the use of an advanced sustainability practices (Deloitte, 2020). Including Senge (2008) model of 3-Nested-Dependencies model, that explains the power of sustainable thinking. Nptc has set out these notions to become a more sustainable organisation and a more sustainable borough. Nptc has introduced a scheme whereby technology has been implemented to improve the service it provides. The scheme, "same time, do it online" online services and reducing carbon emissions by introducing average speed restrictions on the M4. 
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