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Section 1
Question 1
Organisational strategy is the management function and responsibility for organisational success (Farnham, 2015). Tyson (1995) defines HR strategy as adopting ideas, policies and practices in order to reach people management objectives; mostly associated with the vertical and horizontal integration. 

Long-term strategic planning allows organisations to be proactive as oppose to reactive; making sure that individuals and departments are all working towards the same goal. Forecasting the future by analysing trends and data, allows HR to establish strategies that are fit for purpose or can be amended at a later date.

Knowing the organisational strategic plan will feed into the HR strategy, by ensuring that the aims and objectives align. HR can coordinate policies and practices to be relevant and inclusive of the current environment and organisational needs (Farnham, 2015). 

The disadvantages are that implementing strategy can be difficult and time consuming as they must be carefully planned. Having said that, it is difficult to plan a strategy that is prepared for major environmental change, such as the recent Covid-19 pandemic. 

During 2020, the direction of many organisational strategies changed and as a result, amendments were required. This has found to be the case at Severn Trent where more than 80 hours were committed to presenting the ‘Bike on a Boat’ project, however, once the pandemic hit, they described the plan as being ‘forced to pivot’ when lockdown rules were introduced. 

When lockdown measures eased, Severn Trent brought many employees back to the workplace and found that performance levels are better and engagement has increased by 2.5%. These findings support the 5-year plan that they produced in 2020. 

Similarly, in Coleg Ceredigion (2020), a new HR strategy was implemented in 2020 whereby strategic priorities were established on the basis of the 2019 -2024 organisational strategy. The organisational strategy focuses on outstanding teaching and learning, which feeds into the excellent recruitment and selection priority of the HR strategy. 

Overall, long-term planning is valuable as it provides organisations with a direction and reasonable period of time to be successful and reach a desired state, although strategies must be reasonably supple to allow for change from external forces. 

Question 2
Environmental analysis tools such as PESTLE and SWOT assist with the strategic planning within an organisation. The PESTLE (CIPD,2021a) tool can highlight potential risks to an organisation, sector or industry by analysing the Political, Economic, Social, Technological, Legal and Environmental factors. Similarly, the SWOT (CIPD, 2021b) tool can be used when forming decisions and strategic planning as it analyses the internal and external factors that may impact an organisation, but focuses on the Strengths, Weaknesses, Opportunities and Threats. 

The advantages of these tools are that they enable professionals to understand the wider environment and its strengths and weaknesses by developing strategic thinking skills. These frameworks are valuable in anticipating potential future threats and opportunities, and enabling organisations to respond appropriately (CIPD 2021a, CIPD 2021b). However, SWOT is seen to be more flexible than the PESTLE tool.

There are however disadvantages to using these tools. As change is a constant factor facing HR and organisations, the pace of change makes it difficult to predict developments that may later affect organisations. Although they are simple frameworks, to be effective the analyses must be undertaken frequently (Kew and Stredwick, 2013).   

HR professionals must familiarise themselves with the external environment as it is the external context that influences HR and organisational practices. Despite the disadvantages, by scanning the external environments and working closely with management, the internal organisational structures and behaviours can be adapted to manage the predicted external forces (Berger and Luckman, 1967).

Question 3
Change is an unavoidable issue and can be caused by technological changes, economic downturns, change in legislation and government initiatives and tougher trading conditions (Wilkinson and Taylor, 2016a). 

The HR function is a key element in ensuring successful change management. HR are involved in all stages of change, and as people professionals they must acquire the right skills to do so. The CIPD (2021c) Profession Map sets out the expected skills, knowledge and behaviours of an HR professional. 

Change is a core knowledge within the map and suggest engaging and involving the stakeholders in the process, listen to their concerns, communicate clearly and consistently throughout, and begin building a change ready culture. 

There are both controllable and uncontrollable elements to change. HR can contribute to the controllable by involving themselves in the initial stages and providing advice and guidance to the project leaders, and assessing the impact of the proposed changes. 

Although the uncontrollable is more difficult to manage, the HR function can still have a positive impact. Uncontrollable is often the reaction of people to the proposed changes. Despite not knowing what the reactions may be, being aware of ‘typical’ reactions will help with establishing initiatives to facilitate change. The Kubler-Ross (1969) Change Curve clearly demonstrates the emotions that can be experienced during change. This framework can assist with communication strategies and enable HR and management to prepare for reactions such as Denial, Frustration and Depression.

It is important that those affected by change are communicated to; if the vision is clearly communicated to individuals then this should avoid confusion and reduce resistance (Wilkinson and Taylor, 2016a).

When the Covid-19 pandemic struck, organisations nationally were required to adjust and change strategies overnight. Severn Trent have demonstrated good practice by continuing their communication, not only pre-pandemic when the CEO would hold regular events to discuss the plans and KPI’s with management, but throughout the pandemic. Severn Trent acknowledged the different ways in which people receive communication and therefore information was communicated to employees through video blogs, news bulletins and message boards.

The way in which Severn Trent has managed communications has had a positive impact on employee engagement and performance; this supports the CIPD’s (2021d) statement that effective communication has a significant impact on engagement. 

When the national lockdown occurred, unlike Severn Trent, Coleg Ceredigion (2022) made the decision to furlough employees. The communication of this was done initially by line management and followed up with regular communication and support by both management and HR. Communication to staff on updates and important information was done via the staff intranet, surveys or by management using the top-down approach; although this is usually an affective method at Coleg Ceredigion, whilst working remotely, this sometimes resulted in not all staff receiving communications; dependent on the effectiveness of their line manager.

HR functions play an important role in change and by ensuring professionals have the required skills (CIPD, 2021c). Using the knowledge and skills HR can successfully support organisations through periods of change in line with change management models. 

Section 2

Question 2.1 b)

An external influence impacting organisation is Covid-19 and the effects this has had on the economy and labour market. Recruitment and retention practices have altered since 2020 with many organisations continuing to offer hybrid and remote working practices. HR must revisit recruitment and retention strategies in order to stay competitive and well positioned within the labour market. 

Offering hybrid or remote working can have a positive effect as this widens the talent pool now that candidates can apply worldwide, not just locally as they may have done pre-pandemic. However, this increases the competition as more organisations are competing in the labour market for the same candidates. The labour market is currently ‘tight’ which means that the number of job vacancies is greater than the number of job seekers; giving employees the bargaining power (ONS 2022, CIPD 2021e).

People Management (2020) state that offering hybrid working, strengthens work life balance and retention figures. Coleg Ceredigion (2022) currently doesn’t offer hybrid or remote working, and employees have returned to working on site; this has impacted the retention figures, and resignations have had a 66% increase. Not offering remote working has shown to be a contributing factor to the resignations, as highlighted during exit interviews. 

However, some organisations such as Microsoft have taken a step further and offer complete remote working if employees wish to do so (HRD, 2021), and have produced a strategy and guide to hiring globally (Work Trend Index, 2021).

According to Porter (1979) there are five forces that represent the competitive forces that impact organisations. One of the forces within the model is competitive rivalry. This force looks at the strengths of an organisations competitors and how to attract candidates. The greater transparency an organisation has, the greater competitor power can be had; candidates will see the package available and know that is the best option for them (Mindtools, 2022). However, Porter’s (1979) theory is believed to be limited as other technological and business factors are not considered.

Other strategies HR can take to keep their organisation well placed within the current labour market are revising current employee benefits to include flexible working practices, healthcare benefits and pension. Having outstanding employee benefits will put the organisation above others and they will help attract and retain candidates to the organisation. 

Alternative ways to assist with the attraction of candidates is to have excellent and meaningful employer brand. The better the branding the more established the organisation will be in the labour market, and positive perception of the organisation is important when attracting candidates to an organisation over its competitors (Backhaus and Tikoo 2004 and Wilkinson and Taylor, 2016b).

Enhancing employer branding can be done by taking advantage of technology and social media handles; in time this may reduce the amount advertising campaigns required as the organisation will be well known in the labour market. Coleg Ceredigion is situated in rural areas of Wales, therefore using social media to widen the reach and increase recruitment and selection figures is vital.

Once strategies have been agreed, this must be communicated clearly to management to ensure they support the implementation of the initiatives which will help manage recruitment and retention issues (Wilkinson and Taylor, 2016b).


Question 2.2 a)

Since the global pandemic, flexible working has become increasingly more popular with employees as it has shown to have improved work life balance, and for employers, the performance and engagement of employees has increased in some instances due to the flexibility around their home and personal lives. As well as this, organisations that offer flexible working can widen their talent pool in recruitment and selection processes.

However, some employees and employers are less welcoming to the idea of increase in flexible working due to difficulty arranging staffing and cover, it can also lead to feeling isolated, and the idea that you are always readily available even during non-working hours (People Management, 2017).

There has been discussion that organisations may be influenced into implementing a four-day working week. Implementing this working week will have positives for both employees and employers. Employers could downsize premises or office space as it would only be required for four days. In addition, productivity and engagement from employees may increase due to having longer weekends which may lead to fewer sick leave and absenteeism. 

For employees, they will be able to enjoy longer weekends and work life balance which may help maintain high levels of wellbeing and motivation and performance at work.

Although this idea may sound appealing, the possibility of this would not suit all employers and employees. If employees were required to condense their full-time hours into four days, there is risk of increase in burnout and reduced work life balance; working long days is not necessarily family friendly which is a priority for many employees. 

If employees’ hours were reduced from full time to part time in order to work a four-day week this would impact their salaries; which would be beneficial to the organisation budgets but would be a huge negative to employees who may struggle with the rising cost of living and Gross Domestic Product. Living below the poverty line will put greater pressure on food banks and charitable organisations which would affect the economy due to the lack of capital investments.

Countries such as Spain and Belgium are piloting a reduced working week and Scotland have agreed to a 20% reduction in hours without a reduction in pay (Forbes, 2022). Microsoft experimented a similar model of a three-day week in 2019, and they found an increase of 40% in efficient work and productivity (Euro News, 2022).

As Coleg Ceredigion is a Further Educational college, implementing a four-day working week would not only impact the organisation and employees, but also the students that attend. It may not be feasible to condense the timetabling and teaching into four days. The hours would not necessarily suit or be inclusive of all if teaching is conducted in the evening, which could impact the number of students that enrol; possibly affecting the financial budgets of the college.

Question 2.3 a)

Government legislation and policies are an important factor when organising and protecting individuals and organisations, by outlining their rights and responsibilities.  

In 2018, the Data Protection Act was introduced into the UK with the requirements that individuals with access to personal data are to follow specific principles. Personal data must now be used fairly and only when absolutely necessary. Information must remain accurate and up to date, and destroyed appropriately when no longer required. Following this Act, there is now stronger legal protection for sensitive information, such as ethnicity, race, political and religious beliefs, health, genetics, sex and orientation, biometrics and trade union membership (Gov, 2022).

The introduction of the Data Protection Act resulted in Coleg Ceredigion having to appoint a Data Protection Officer who is responsible in ensuring that the organisation is compliant with the Act. From this, Coleg Ceredigion implemented specific compulsory training on the Act and the duties employees have, in order to follow the six principles.  

Failure to comply with the legislation can result in penalties, not only financially but this may cause reputational damage, affecting its position in the labour market.

The positives of this legislation are that only the required data is kept and stored on site, reducing the amount of space required digitally and physically. This helps with the organisation of data and the time taken to search for the relevant documents. Coleg Ceredigion have taken steps to protect data against cyber-attacks. One approach taken has been to store information on the cloud.
Taking appropriate measures to comply with the Data Protection Act 2018 help employees feel more confident that their data is safe and not being used in breach of a legal requirements.

Another legislation that has come into force in recent years is the Education (Wales) Act 2014. The purpose of this Act is to introduce the Education Workforce Council (EWC) and to ‘extend the registration, qualification and training of an educational workforce’.

The impact that this legislation had on organisations such as Coleg Ceredigion was the requirement for all employees teaching or supporting learners in further education to register under the relevant categories with the EWC. The memberships have a cost of £15 - £45, dependant on the registration category. This annual renewal has a financial implication which was met with frustration from existing employees. 

The greatest effect that this Act has had on FE colleges is during recruitment and selection stages. Offer of employment is subject to satisfactory employment checks, one of which is successful registration with the EWC. Occasionally this can cause delays due to administrative processes with the EWC or questions over eligibility for registration. 

The positives impact that the Education (Wales) Act 2014 has had is that only professional and appropriate individuals will be eligible for registration. This safeguards the employer further as it provides an additional check during the recruitment stages to ensure only the most suitable candidate is appointed. 

Legislations are implemented to ensure that working practices are followed correctly, and failure to comply will lead to consequences. 
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