


Section 1 
Question 1 
[bookmark: _Hlk92803838]The CIPD professional standards has supported my delivery of effective HR service during the pandemic. The CIPD (2021) professional standards map, and code of professional practice (CIPD, 2020) provides people professionals with a list of standards and codes that they must adhere too to maintain professional integrity. 
By using Rolfe et al (2001) reflection model to evaluate the success and improvement of the delivery of my HR services to the business, during the pandemic I focused on important core behaviours and knowledge skills of the CIPD professional map to further support the business. 
The What 
I found that the area of the professional map I used within HR were the following:
Ethical Practice – Throughout the pandemic ethical practice was considered in every decision relating to workplace practices and advising managers and stakeholders. The situation of the pandemic led to quick decision making and created added pressure to the HR team and we found that we sometimes had to compromise on ethical decisions if the matter is classified as urgent from the demands of the business (CIPD, 2015).  For example, The organisation I work for is a small SME that provides cosmetic beauty products to international markets, as part of the organisational structure we have both production and warehouse departments containing a total of 60 employees that work in close proximity to each other. Within HR we were concerned that this was a risk to employees and the business in line with government legislation. The stakeholders and management team suggested that the business implement a day and night shift to facilitate the 2-meter legislation, however employees pushed back on this decision and as a compromise to employees and considering both mental wellbeing and working time regulation we created a morning and afternoon shift to compromise with working families. 
Change – The pandemic created a phenomenal change within the business relating to the way we work, practices and procedures. There was a lot of uncertainty the start of the pandemic relating to when this would end and go back to normal? However, as mentioned in the case study by (Wedell-Wedellsborg, 2020) the COVID-19 crisis has no liberation day which means the business will face uncertainly for a long time. As one of our professional standards, change management was used on a regular basis to assess the situations and both managers and HR prioritised keeping employees informed of what is happening within the business and consistently share the businesses strategy and goals during the pandemic. 
Situational Decision-making – Situational decision making was used on a daily basis, as the pandemic progressed in it’s early stages so did the businesses strategical plans at a rapid pace. Often the HR team would find themselves working overtime creating and advising the business about multiple decisions including ways of working, PPE requirements, COVID-19 risks, compliance with legislation and how the business could measure its employee’s performance. HR often didn’t have time to reflect on its decisions as this situation was very reactive. 
So what? 
The importance about this situation was to deliver the HR service effectively whilst adhering to the professional standards and acting in the organisations best interest. However, learning from this crisis it’s important HR have time to reflect on their decision making and evaluating how those decisions will affect the business in the future as some organisational decisions have had a detrimental impact to employee morale and engagement, for example HR at the stakeholders request implemented timesheets for employees to assess their performance whilst working from home, at first this was a great tool to evaluate employee wellbeing, however employees overtime felt that the business didn’t trust them and cause damage to trust towards the business and the HR team. 
What now? 
As the pandemic isn’t over this is the perfect time to change and act differently. Before making business decisions that impact the delivery of an effective HR service, I will take into consideration more research such as including the CIPD Eight perspectives on workplace dilemmas (CIPD, 2015) especially in relation to wellbeing and continue to champion ethical practice towards managers and stakeholders and challenge their decisions to ensure the best possible outcome for the business and staff (CIPD, 2021b). 





















Question 2 
The pandemic has forced organisations to change their leadership approaches to the best suited to deal with global crisis.  According to Hailey (2021) COVID-19 has changed the way that leaders and managers lead, forcing a greater need for stronger leadership approaches to address leading through the unknown, social injustice and interconnectedness. This is extremely relevant to what is happening around the globe due to the pandemic and businesses are struggling to lead effectively through a VUCA environment (Houghton, 2020; Brodie & Fraizer, 2018; Falkenberg 2019).
In Wedell-Wedellsborg (2020) article, she states that in order for leaders to tackle the recovery phase, leaders need to be aware of what is going on in their teams and how they need to adapt their leadership accordingly to effectively support their teams. 
Mighty Masks is a small SME that provides cosmetic beauty products to international markets. The pandemic has presented the business with a lot of issues that have resulted in low morale and staff engagement, as well as lowered profits to the business which has led to organisational redundancies and process chaos or rather lack of, this has resulted in heavy fines from international transport borders for failed processes. From our observations the management team started off strong when leading the teams through change but over the course of the pandemic a blame culture was developed and managers lost sight of what the strategic goals, aims and values of the business were. From academic research I have identified two leadership styles that are best suited for leading through the pandemic and building morale.
Trustworthy Leadership
Trustworthy leadership is an approach whereby leaders gain and establish trust with their team members to ensure an effective and cooperating workforce. This allows workers to feel more engaged as the trust element allows the leader to become more approachable with work related issues. CIPD (2014) found that trustworthy leaders are perceived by their team members in 3 ways: Human, personal and relational. 
· Human leaders – show their weaknesses and strengths to employees and accepts vulnerabilities.
· Personal leaders – show authentic traits and help employees achieve their potential and goals. 
· Relational leaders – relate to people and shows empathy. Additionally, they establish good relationships with others to build trust and motivate collaborations. 
Ouslis (2018) states that the benefits of adapting a trustworthy leadership approach includes employees becoming open with their leaders, employees are more likely to commit to company decisions, retention and higher job satisfaction and productivity. However, the disadvantages of using this leadership approach in complexity is unless trust is established before COVID-19, building trustworthy leadership would be difficult within the pandemic circumstances, as an everchanging environment can affect the demands in business and commercial needs such as managing Furlough or redundancy demands causing a potential distrust in leadership (SHRM, 2021; Brownlee, 2020). 
Authentic leadership
Authentic leadership is described as ‘An expression of the leader’s true self.’ (Wenjin and Tymon, 2016). This leadership styles shows compassion, authenticity and understanding towards their employees, they wear their heart on their sleeves, allowing them to be open on honest with their team even if that includes delivering difficult messages. During the pandemic these are considered desirable qualities in a leader and allows leaders to be approachable to staff dealing with any difficult situations (Leroy et al, 2015; Leadership Institute, 2020; Walumbwa et al, 2008). 
Although this leadership approach would be advantageous during the pandemic, it can also present issues for the leader such flaws in personality traits of being overly critical of themselves and others (Harvard Business Review, 2011).
Although both leadership approaches would be beneficial in crisis situations Forbes (2020) states that by integrating both approaches and others such as transformational leadership, leaders will have a multiple set of unique skills and traits to engage and collaborate with employees, making the leader effective in their role during organisational crisis. 
























Question 3  
Formal and informal structures within my organisation have helped and hindered the management of people during the crisis. Mullins (2019) explains that the formal structure of a business is made up of policies such as rules that need to be followed. The informal aspects are the unwritten rules of the business for example where to sit at lunch and dress code. 
Within the case study Wedell-Wedellsborg (2020) states that teams have changed within the business and although the informal structures have been disrupted the business relationship has unexpectedly developed.
Additionally, the CIPD (2014) report easier said than done identifies 4 factors that both help and hinder the management of people during the crisis, Hierarchy and bureaucracy, Short-term, bottom-line focus, Individualism and ‘Us’ and ‘them’ mentality. 
Hierarchy and bureaucracy 
The section of this factor describes the hierarchy and bureaucracy structure as the by-product of the power of authority and the dilution of responsibility between the levels.
Within Mighty Masks the Hierarchy and bureaucracy hindered the management during the pandemic as decisions took longer to make as team members were unclear of responsibilities and often basic decisions went to the directors of the business. The businesses leaders recognised that this was having a detrimental effect on the business and decided to introduce new members of the senior management team to enforce clear workplace practice and innovate managers and onsite worker to suggest new ways of efficiently and working making a more collaborative business. 
Us and them mentality 
This section describes that challenge is for leaders to manage is to make sure that all employees are treated equally, promoting diversity and inclusion whilst eliminating undesirable behaviour. Although this hindered the management by creating a divide between departments that worked from home and in the production department. As the production department has to continue working on site during the pandemic it develop and Un and them mentality, creating a harder to manage workforce as they become resentful of office staff. To help this situation the business wanted to make sure that people were treated equally whilst maintaining safety. To tackle this issue the business is now implementing an employee voice forum to consider all team members concerns, implementing employee wellbeing programmes and making managers and HR available on site to provide ongoing support.  








Question 4a  
Reflecting on Wedell-Wedellsborg (2020) article about the importance of the small things and returning to normal, it summarised that introducing small engagement strategies such as juice bars or fruit will allow the employee to feel engaged and more comfortable coming back into work. Using Gibbs model of reflection (1988) I will critically reflect on the actions of the HR department when acclimatising staff back into work after the crisis.
Description 
The organisation I work for is a small SME that provides cosmetic beauty products to international markets, when the government restrictions were decreasing in Wales, The CEO wanted all employees to return to work as soon as possible before the opportunity for sufficient PPE and social distancing practices were set up. Ethically the HR team fought back on this decision and compromised creating a 5-week phased return plan and setting up social distancing measures including protective screens, PPE and also utilising unused space in board rooms as staff desks. We didn’t concentrate on staff engagement too heavily as the CEO’s urgency for getting people back in the office didn’t allow the timeframes to focus on people strategy and therefore, we didn’t implement the staff engagement incentives. 
Feelings 
At the time we felt conflicted by returning to work in October 2021, government guidance still advised working from home if people could, and COVID-19 cases were still rising. When we negotiated the 5-week phased return to work plan it gave us some relief, however as soon as we announced this to staff the HR department were inundated with resistance of why we need to come back to work questions and flexible working requests. The truth was that the business wasn’t doing very well but to lessen panic we decided to not openly disclose this and promoted that we needed to collaborate more and start to reorganise the business. It was a lot of hard work and pressure at the time and yet again HR were the ones to brunt this resistance often working late nights to make sure the operation day to day tasks were complete. 
Evaluation 
The things that went well during the phased return to work is that we implemented appropriate PPE and social distancing barriers as well as implementing new temperature check technology that also doubled as a clocking in system. The things that didn’t go well was the amount of resistance and low collaboration that we got from staff during this period. A lot of staff didn’t feel comfortable coming into work and almost expected the company to continue to allow working from home indefinitely. A lot of staff also wanted to remote work for a few days a week which the CEO did not want to facilitate, this made the situation more difficult, and a lot of team members resigned due to this. 
Analysis 
When reflecting on the analysis part of the cycle, I recognised that operationally the phased return to work did go well in terms of the prepared PPE, returning to work guidance and planning staff facilities, we thought of most things operationally possible, however we didn’t consider staff wellbeing, concerns or engagement when we initially announced a phased return to work.  Thankfully we didn’t complete the 5-week phase return into work programme due to the increasing cases in Wales and tighter government restrictions. Going forward when this happens again, I will consult further returning to work resources such as mental health support for employees (CIPD, 2021c) and have a stronger focus on employee engagement and integration whist introducing the small things such fruit and cereal bars for staff to use (NHS Employers, 2021; De-la-Calle-Durán and Rodríguez-Sánchez, 2021). 
Conclusions
I learnt that the situation of returning to work needed to be handled with care. This could have been a more positive experience for everyone involved if we considered staff opinions and challenged the leaders on what is ethical for the business and staff. We could have also used and optimised more of the businesses technology to create better performing team and promote collaboration such as interactive communication software. 
The pandemic is something that no HR professional has handled before, and it’s taken toll on our stress levels and emotional intelligence. I think that I need to develop my emotional intelligence skills by not taking opinions personally and work on my leadership approach with staff adapting a more trustworthy leadership approach.
Action Plan 
When we integrate a phased return again, I would recommend a longer phased return period and also challenge the CEO of when is the right timing for this. Additionally, I’d set up an employee voice forum to gather the ideas, opinions and improvements suggested by staff instead of just implementing operational practices. 


















Section 2  
Question 2.1a
Precarity has become a major concern for leadership in organisations and how they lead. The OED (2019) states that to be precarious is to be vulnerable and dependant on circumstances that are uncertain. These people often feel exposed to risk, insecure and unstable situations. Prosser (2016) also defines precarity as temporary, zero-hour contracts and undeclared work that is associated with weakened employment insecurity. Standing (2016) states that the precariat workforce can be made up of 3 types of people:  
· Activists – This group of people is easily influenced. Their parents are from professional or trade backgrounds, are likely to have minimal educations themselves and are often influence by the media. 
· Migrants, minorities and refugees – Feel they have no sense of home, keep their heads down and work hard. However, they often experience explosive rages due to the continuous frustration on their circumstances. 
· Progressives – This group of people went to university but have left with no job openings and a tight job market in their fields. They often suffer from depression and anxiety due to expectations to succeed. 
These people are often faced with uncertainty and an unstable living. They continuously worry about where their next paycheck is going to come from, consistently on the edge of debt and losing labour and employment rights. 
As a small SME we provide cosmetic beauty products to international markets, we often use short term agency staff to work in the production and warehouse areas, these staff are paid minimum wage and the demographic is usually make up of Gen Z or baby boomers. 
[bookmark: _Hlk92923901]As these workers are temporary it often effects how leaders manage them compared to permanent employees. Although employing temporary workers through an agency is a quick and easier way to recruit and less management is needed to support this employee it can often have a detrimental effect to how leaders lead. By providing a lack of management to precarious workers it can cause conflict between the permanent and temporary staff, leading to the precariat feeling excluded and isolated, this can be damaging to the employer branding and reputation. 
Precarity can also impact employee motivation and engagement, with an estimated 5.5 million people working precarious jobs (Vickers and Hutchings, 2020; Butler, 2017) and living in these conditions it will have a knock-on effect to their wellbeing and mental health (McMaster University, 2014). We often find that although the precariat workforce often works harder when starting a role. However, once the contract of 2 to 3 weeks comes to an end, we often find that employees struggle and worry about where they will go next and how they will pay their bills. 





Question 2.2b 
HRM and HRD play an important role when supporting a freedom of responsibility (network of teams) culture. 
Netflix (2017) presented a culture deck presentation that included the values and expectations applied to all employees, one of which was “Freedom and Responsibility”. Netflix state that in this value dummy proofing the system won’t work and it builds tolerance at the edge of chaos to retain amazing thinkers and without management people can think for themselves. (Hastings and Meyer, 2020) created this network of team’s culture to allow freedom of working and for employees to reach their full potential. Supporting this culture (Minnaar, 2017) research stated that the future needs to embrace a network of small autonomous teams that are flexible and fast moving as they have no policies or procedures to control them, they also don’t require a yes or no on a decision from the stakeholder. Although Pick (2018) suggests that you can’t get rid of the hierarchy altogether and expresses that job titles will always correspond with specific positions, but rather than abolish the hierarchy altogether organisations need to adapt to “emergent organisations” and authority will shift dependant on who has the most knowledge and experience in the team.
Mighty Masks is a small SME and still operates as a hierarchy system, although there are no plans to change the structure into a network of teams it could be facilitated by HR and the pandemic is a good opportunity to implement a network of teams to help leaders navigate through a pandemic (Alexander et al, 2020). Additionally, Mcchrystal (2015) implemented the network of teams approach within the US military, although he didn’t change the formal structure of the military, he created new structures that allowed for dynamism and flexibility (Deloitte, 2016). 
McCord (2014) reflected and pointed out in her article that for HR to facilitate this change they first must adapt to working with a lack of policies and to support the business adapt this culture they must follow the following steps: 
1. Hire, reward, and tolerate only fully formed adults. – advocate for employees to use logic and common sense in the absence of formal policies. Team members will become more responsible and accountable for expenses, time off and communication with other staff.
2. Tell the truth about performance -. Get rid of appraisals and support leaders to have more one to ones with their staff. If performance issues arise and the employee no longer suits the business offer them a generous settlement to leave on good terms. 
3. Managers must build great teams – Managers must adapt their leadership styles and approaches to support their teams making them great. 
4. Leaders own the job of creating the company culture – Managers need to encourage their teams to be role models and share effective ideas. 
5. Talent managers should think like businesspeople and innovators first – It’s not all about staff engagement, the employees need to understand and be made aware of the aims of the company and what exactly is expected of them. 
Although this approach seems like harsh HR practices, Netflix has shown its success over and over by being named the best place to work in the world (Comparably, 2021). The HR team at Netflix has implemented this type of culture so successfully that they have a place on the board and are respected through the entire organisation as they’re seen as an instrumental part of Netflix’s success. 

Question 2.3a
Organisations should concern themselves with ethics and sustainability. CIPD (2019) state that it’s important to make ethical and sustainable decisions within the organisation as making the wrong decision could have a significant impact to the business profits, reputations and in significant cases the business could lose funding, business deals and ambassadors as the example from Oxfam charity demonstrates (Webber, 2018). Controversially to Boohoos increase of profits to their supply chain scandal they only managed to do this as they took advantage of the pandemic by heavily marketing cheap comfort working from home clothing whilst promoting fast fashion (Butler, 2020), this was an advantageous strategy on behalf of boohoo, but businesses aren’t always going to have a critical situation to market and profit on.
As Mighty Masks provides cosmetic beauty products to international markets and private labels it is held by international and UK standards, we often have auditors on site from ISO and private retailers such as Primark to mark and question our professional standards relating to our product and ethical business practice. If we fail any of these audits it could lead to loss of business contracts and heavy fines, resulting in a significant amount of money compared to if the business continued to invest in organisational ethics and sustainability. 
Additionally, the business could lose more then just profit, a scandal of ethics and sustainability could seriously affect the reputation of the business that has a wider effect on the strategic and operational plans of the business for example recruitment, retention and culture (Trapp, 2021). We’ve seen a shift in perspective of ethical and sustainable organisations in the recent decade due to the political correctness of Generation Z (Francis and Hoefel, 2018) that advocate for businesses to go green in their packaging and practices. Research supported by Talent Works (2019) found that potential candidates want to work for good practice and ethical businesses as its an organisation they can be proud of, it also motivates the employee within their role and generates a common goal for all employees producing a positive workplace culture. Furthermore, businesses are now required by the government to become more sustainable within their practices by 2050 (HM Government, 2021) Some companies have already taken this pledge such as Loreal, whilst others are being called out for their unsustainable practice such as Shein (Kollbrunner, 2021; Jones, 2021).
Mighty Masks are proactively looking at new ways to make the business more ethical and sustainable by looking at recyclable packaging and making decisions that are ethically suitable for the employees regarding company structure and working patterns this is a slow change and this needs to be at the forefront of HR, leaders and stakeholder minds. HR should be the leaders in this change by promoting ethics programs, the moral compass and continuing to advise leaders on morals (CIPD 2021; CIPD, 2021b; Ingram, 2019; Lowry, 2006)
Based on the evidence above the business should greatly concern themselves with ethics and sustainability regardless of the cost of profit based on the current climate opinion and the risk associated with the potential damage of the reputation of the company. 





Question 2.4a 
Lewin’s process of change model is too simple to use during constant and rapid change. Lewin (1951) created the model to represent basic mechanisms for change using 3 aspects:
· Unfreezing – altering the present state
· Changing – developing new responses
· Re-freezing – stabilising the change   
Although Lewin’s model is widely accepted in the psychology world for implementing change (Hussain et al., 2018) its better practically used for planned and incremental changes (Stewart & Kringas, 2003; Burnes, 2004) rather than transformational changes (Burnes, 2004).
An example of using this change model in Mighty Masks was when the business implemented a planned change of a HR system within the business. Unfreezing included letting the employees know about the change and giving some of them access to the system to test, the change process was to train all employees and leaders on the system and refreezing the change involves employees now using the system to request holidays etc and not reverting back to the paper-based systems. 
It could be used in more complex situations such as restructure and redundancies however it wouldn’t be helpful for situations such as COVID-19 or other VUCA environments as it could be a long time before the company could refreeze again and there are many instances where you have to start the change model again during this crisis. Bartunek and Woodman (2015) further stated the limitations of Lewin’s unfreeze-change-freeze model for depicting organizational change over time and lack cognitive dimensions as the model focussed on levels of group performance, not organisational change. Furthermore, Hussain et al (2018) states that there are important factors that are not address in this model such as employee resistance (Stanley, Meyer, & Topolnytsky, (2005). This can lead to negative outcomes for the business if not address and if openness to the change is forced. (Bordia,Hunt, Paulsen, Tourish, & DiFonzo, 2004). 
A better model for leaders to use in times of crisis would be the McKinsey Influence Model (Basford and Schaninger, 2016). Not only does it enforce change but also influences others who try to resist change by using four key actions to shift mind-sets and behaviour: 
· Fostering understanding and conviction – By providing a compelling story to employees they start to believe in the cause and change their behaviour. However, a full plan and rationale need to be created before presenting this to staff. 
· Reinforcing changes through formal mechanisms – By using reinforcements or rewards to implement positive changes in working culture allow the employee to be more on board with the change (Pavlov & Anrep, 1927). 
· Developing talent and skills - Leaders must provide training to employees adjusting to the change. 
· Role modelling. – By leader’s role modelling the new changes they will obtain the employees support and eventually the employees will conform to this way of practice and change. 
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