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CIPD	Chartered Institute of Personnel Development.
ELDEST PIG	Economic, Legal, Demographic, Ethical, Social, Technological, Political, International, Green.
ONS	Office of National Statistics.
PESTLE	Political, Economic, Sociological, Technological, Legal and Environmental.
SME	Small or Medium-sized Enterprise (less than 250 employees).
SWOT	Strengths, Weaknesses, Opportunities and Threats.
ST	Severn Trent
STEEPLE	Sociological, Technological, Economic, Environmental, Political, Legal, Ethical.
VCL 	Viscose Closures Limited.
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Organisations have been forced to adapt to the changing working conditions because of the pandemic (Worley and Claudy, 2020).  From an organisational perspective implementing a strategy provides a framework for integrating the organisation’s major goals (Quinn, 1980).  At Severn Trent (ST) the overall goal was to improve employee experience (Powell, 2022).  The HR 5-year plan was centred around engaging employees and giving them ownership of targets.  At ST there was a clear plan or set of guidelines which could suggest ST define strategy as plan (Mintzberg,1987). The pandemic influenced how the goals were achieved as technology was used to replace in-person briefings and notice boards were used to get messages to those without email for example (Powell, 2022).  These are examples of how an organisation can adapt a strategy and achieve a positive outcome (McKinsey & Company, 2022).  Had ST resisted changing how its strategy could be achieved because of the pandemic the result could have been very different.  
ST is in stark contrast to Viscose Closures Limited (VCL).  VCL has no published, long-term strategy.  The HR department does not have a 5-year plan.  It could be argued that VCL follows the emergent approach to strategy (De Wit and Meyer, 2010) meaning there is no defined goal and strategy develops as time progresses. Whilst this approach works at VCL it may not work at ST.  ST has 7,000 employees and VCL has 50.  In an organisation such as ST, which is a regulated company, an emergent strategy may not be appropriate as resources need to be planned from a central department and management control is planned (Farnham, 2015).  At VCL there is one budget and management control is more ad hoc and adaptive. 
In conclusion, the value of long-term planning could depend on the size and type of organisation and that organisation’s ability to adapt to external and internal factors. 
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Environmental analysis tools such as PESTLE and SWOT can be used to promote systematic and strategic thinking about the business environment of an organisation (Taylor and Perkins, 2021).  A PESTLE (Political, Economic, Social, Technological, Legal and Environmental) analysis (CIPD, 2021) can reveal long-term trends and supports workforce planning, strategic business planning, and organisational change (Farnham, 2015).  
The PESTLE tool offers a simple and straightforward approach using a list of relevant headings enabling analysis of an organisation’s business environment (Taylor and Perkins, 2021).  It also highlights new opportunities and can provide advance warning of threats.  Moreover, it can reveal the direction of change allowing the business to adapt to work with that change (Mindtools.com, no date). 
Capturing too much data for effective analysis is the main drawback of PESTLE (CIPD, 2021).  Furthermore, future developments which may impact an organisation are difficult to predict due to the pace of change, especially in the current endemic situation (Cheese, 2021). PESTLE is more effective when used with a SWOT (Strength, Weaknesses, Opportunities, Threats) analysis because this model explores external factors on an internal level e.g. product line (Srdjevic, et al., 2012, p. 3381). 
The PESTLE model may now also be outdated despite an additional “E” which was added to reflect the increase in the interest in ethical matters and corporate social responsibility resulting in STEEPLE (Taylor and Perkins, 2021).  To make the model more relevant by considering the ageing population, globalisation and international labour markets Taylor and Perkins (2021, p.10) suggest additional letters are required resulting in the acronym ELDEST PIG analysis. 
In conclusion, environmental analysis tools such as PESTLE and SWOT can be useful starting points for discussion around strategy (Taylor and Perkins, 2021).  The addition of forecasting, Delphi forecasting, cross-impact matrices and scenario analysis would add further assist with the formulation of organisational and HR Strategy.
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The most appropriate example of the skills required by HR professionals and the way the HR function could be organised to support the organisation through constant change can be demonstrated by how HR reacted throughout the pandemic.  Overnight, the spotlight was on HR and “HR played a blinder during Covid” (Morrison, 2022).  HR was at the heart of many decisions made during the pandemic and this should remain. 
Key skills include: 
· Ability to make quick decisions that could potentially have impacted employee safety when it came to the implementation of Covid-19 safeguarding measures in the workplace (HSE, no date).  
· Adapting to remote managing of their teams and helping managers manage remotely.  
· Becoming knowledgeable about mental wellbeing. 
· Resilience was also key as HR was required to support employees who may have been experiencing real hardship (Hougaard, et al., 2020).
As is demonstrated in the case study at ST, HR adapted their way of communication to suit the workforce using email for some and noticeboards for others (Powell, 2022).  VCL adopted a similar approach as communicating with homeworkers and those working on-site with no access to email was a challenge.  
Priorities for ST during the pandemic included improving employee experience, engaging colleagues and giving ownership of targets to employees, not using furlough or redundancy, and focussing on diversity and inclusion.  These all have people as their focus demonstrating Severn Trent’s commitment to its employees.  This has been recognised by an increase in employee engagement and a satisfied workforce.  At VCL an employee survey was carried out in August 2021 which also revealed a satisfied workforce demonstrating the success of people strategies implemented during the pandemic (Parfitt, 2021).
A priority for ST was to bring as many people back to the office in the summer of 2020 when restrictions were lifted (Powell, 2022).  HR at VCL took a different approach to this and a hybrid working policy was implemented (VCL, 2021).  This was successful initially, but it became evident that the lack of collaboration was harming the business.  This had a knock-on detrimental effect on productivity (VCL, 2021a).   The hybrid working policy has recently been revoked at VCL and employees have been instructed to return to the office on the same working pattern they had before the pandemic.  This has impacted HR as there has naturally been a surge in flexible working requests from those employees who are unable to return to the office full-time.  
HR should be seen as the facilitators of change and not the preventers of change (Morrison, 2022).  Whilst it is recognised that some policies and procedures are required it does seem there is a heavy focus at VCL outlining what employees should not do in extensive policies and procedures.  At Netflix for example their expense policy is simply guidance where employees are requested to act in the best interest of Netflix (McCord, 2014).  There is not a universal approach that works for all organisations but what is evident is that the skills demonstrated by HR professionals throughout the pandemic will remain a requirement as there is always another change on the horizon as the environment could be considered VUCA (Volatile, Uncertain, Complex, Ambiguous) (Changeandstrategy.com, no date).    
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Some of the key external influences and competitive forces that have made recruitment and retention major issues for many organisations include demographic, social and technological trends.  
The UK is an ageing society (Taylor and Perkins, 2021).  The ONS reports that in mid-2020 the median age of the UK population was 40.4 years (ONS, 2021). The size and age structure of a population affects the availability and demand for labour (Farnham, 2015).  This is something organisations need to be aware of concerning recruitment to ensure recruitment packages are appealing, appropriate and inclusive to the age demographic they are trying to attract (CIPD, 2021a).  For retention, including age-appropriate well-being policies such as a menopause policy can have a positive impact on employee experience (CIPD, 2019).  Awareness of these trends is also key for effective succession planning (Farnham, 2015).  Furthermore, older workers may need to work more flexibly particularly if they have caring responsibilities or a long-term health condition for example (CIPD, 2015).
Migration across the world is increasing (Taylor and Perkins, 2021) but since 2016 the UK has seen a fall in net migration which could be attributed to the Brexit referendum (Wadsworth, 2018; Tyrell et al., 2019).  The effects of globalisation are reflected in that in most years since 1990 more people have entered the UK as migrants than have left the UK (Farnham, 2015).   This is important for organisations to be aware of as migrants are now less accepting of lower wages as they were before, many are graduates who may be more difficult to attract due to their higher expectations (Farnham, 2015).
A significant labour market trend has been the growth of female participation.  The ONS reported in 2022 that the female employment rate aged 16-64 from January to March 2022 was 72.3%, versus 53.7% for the same period 40 years ago (ONS, 2022).  Organisational awareness of this is important for similar reasons to those listed for the ageing population.  Organisations will also need to be aware of gender pay gap reporting requirements.  A significant difference between genders could harm an organisation's ability to recruit and retain with the Equality and Human rights commission reporting that 61% of women applying for jobs would look at the gender pay gap of a potential employer (Equality and Human Rights Commission, 2018).  However, only companies with a headcount of more than 250 employees are required to report on gender pay gap which applies to 0.1% of the total business population in 2021.  99.9% of businesses in the UK have less than 250 employees (Department for Business, Energy and Industrial Strategy, 2021).
Social structure has evolved with fewer people considering themselves working class than 20 years ago (Farnham, 2015).  To attract employees, organisations must be aware of this and advertise promotion opportunities and pathways for progression etc (Schlechter et al., 2014).  This has implications for retention as roles change to become more highly skilled leaving fewer unskilled jobs.  This is known as the hourglass approach (Goos and Manning, 2003).  Organisations could consider improving reward packages and/or paying professional membership dues for employees to retain them. 
Technological advances have also impacted organisations' ability to recruit from a wider talent pool as the pandemic highlighted that remote working can be successful in some roles (Jornod, 2020).
In conclusion, to be well placed in a tight labour market to recruit and retain talent an organisation should be aware of key external influences.  HR can put these into context for the organisation with appropriate strategies and policies. 
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If public policy were to suggest that organisations strongly consider implementing a standard four-day working week this could have positive and negative effects on organisations. 
Potential positive effects:
· Trials in Iceland and Japan indicate that the 4-day week has led to an increase in productivity (Jamieson, 2022).
· Employees have more time away from the workplace to relax which reduces the risk of burnout (Valcour, 2016).  Benefits of this:
· Employees are more focussed and productive.
· Employment tribunal claims for stress-related illnesses are likely to decrease (Jamieson, 2022).
· Employees are more engaged and less likely to take sick leave (Henley Business School, 2019).
· Smaller carbon footprint:
· Less time spent in the workplace could have a positive impact on the environment as fewer people would be travelling.  This could make an employer’s brand more attractive (Bustam, S., et al., 2021). It would also positively impact employees as they would have one day less to pay for fuel costs, public transport costs etc. 
· Lower energy consumption (gas and electricity) for the organisation and the corresponding cost reduction would also be a benefit which is of significant relevance at the current time when energy prices are high (Department for Business, Energy and Industrial Strategy, 2022).
Potential negative effects:
· Negative impact on customer service.  This would be particularly relevant for organisations with a customer base outside the UK who may not be working on a 4-day basis (Williams, 2016).
· Loss of business.  Customers enquiring on a Friday may go to a competitor who is available to respond to their query.  The risk for this and the impact on customer service could be mitigated by organisations implementing a rota system where employees work 4 days, but the business operates over 5 days.  However, this is likely to result in the need to recruit additional employees (Jamieson, 2022).
· Employees may feel as though they must do 5 days’ work in 4 days which could have a detrimental effect on wellbeing (Henley Business School, 2019).
· Reduces flexibility on the 4 working days.  This may not be manageable for all employees who would rather have more flexibility with start and finish times over 5 days instead for example (Green, 2019).
The Trade Union Congress (TUC) is calling for the change to a 4-day week to ensure employees share in the benefits which the increase in technology will bring to the economy (Bell, 2019).  The fourth industrial revolution and its technological advances could make it possible for a business to continue while humans still have work/life balance (World Economic Forum, no date).  However, this is still some time away as in practice there is a lag between the hype of digital transformation and the impact on performance and productivity gains (Cheese, 2021).
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Several pieces of legislation/government policies have impacted Viscose Closures Limited (VCL) in the last 5-10 years:
1. Plastics Packaging Tax
2. Brexit
3. Introduction and an annual increase of the national minimum wage
The Plastics Packaging Tax came into effect on the 1st of April 2022 and directly impacts VCL as a manufacturer of plastic packaging components (gov.uk, 2021).  The estimated additional cost to VCL to cover this in 2022 is £80k.  Initially, this will have a detrimental effect on the business.   However, what can potentially be a positive outcome is that VCL is already manufacturing and supplying a range of products which do not contain plastic such as cellulose, which is derived from wood pulp, and is not subject to the tax.  Historically the non-plastic products have been considerably more expensive, however with the additional cost of the plastic tax, the non-plastic products become more attractive as they become more price competitive.  The cellulose product is also higher margin meaning more profit for VCL if demand increases.  Moreover, the product is bio-degradable which makes it environmentally friendly and aligns with the environmental ethos at VCL (viscoseclosures.com, no date). 
This will develop over the next 12 months or so and is being monitored closely.  Changes to the demand profile at VCL will impact workforce planning, training and development and recruitment as employees may be required to move between departments to meet customer demand. A cross-training programme is already underway to improve functional flexibility (Taylor and Perkins, 2021). 
Brexit impacted VCL from a supply chain perspective rather than an employment / HR perspective as employees are all based at Swansea HQ.  The supply chain has become increasingly volatile and lead times for products and raw materials from European suppliers have increased.  Increased prices and cost of freight have also had a negative impact.  All of this has resulted in price increases for customers of VCL.  There is concern that as prices continue to rise there will not be the option to pass all of this to customers as there would be the risk of losing them.  This is being tracked as there are clear implications for HR if customers are lost.  A lack of orders from customers will have an impact on the number of staff required and could ultimately lead to redundancies as a worst-case (ACAS, no date).
The National Minimum Wage Act 1998, and the annual increase of this have had a negative impact on VCL.  This is because the minimum wage is generally awarded to employees with the lowest skill at VCL.  However, due to this now being £9.50 per hour it is rapidly catching up with the pay rates of more skilled workers at VCL.  The annual pay increase has not been rising at the same rate as the minimum wage.  For example, in 2021, the annual pay increase was 2% at VCL and the national minimum wage increase was 6.6% (gov.uk, no date).  Higher wages are beneficial to employees, but this adds an extra burden to VCL as the wage rates of skilled workers need to be increased further to mitigate the risk of them feeling undervalued and leaving the business (Norbury, 2019). 
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