Question 1
Organisations don’t operate in isolation from the wider environment meaning long-term planning is essential (Farnham, 2015). HR and business leaders must continually horizon scan for future developments that could impact the business (CIPD, 2017). Long-term planning enables leaders to define future goals and consider variables that may impact their goals (Forbes, 2020). It allows people professionals to plan effective utilisation of their people resources to realise the organisational objectives (CIPD, 2021). A consequence of not doing so can leave organisations floundering unable to benefit from long-term strategy (Dickins, 2020).
Severn Trent describes a clear plan that seemingly stood the course as the global pandemic swept the country (Powell, 2022). The company had already shared their organisational plans and they maintained high levels of engagement whilst adapting to Covid19. With a clearly defined strategy already in place, the executive team were able to make well-informed decisions such as utilising furlough (ibid). Providing stability in times of crisis is important in maintaining the psychological contract, high levels of engagement and high performance, during periods of change (Burnes, 2020; Cummings, et al., 2016), essential for Severn Trent to realise their targets.
Chwarae Teg (CT) had a very clear mission (Chwarae Teg, n.d.) but no organisational or HR strategy. Unable to effectively reassess its strategy, employees were left in a state of uncertainty regarding how their services fitted in their new world (Chwarae Teg [internal document], 2021). Typical of organisations lacking in long-term planning, CT attempted to adapt without checking their products or services for relevancy in the wider market (Business Wales, n.d.; Farnham, 2015) resulting in loss of income and further uncertainty for their staff (Chwarae Teg [internal document], 2021).
Evidently whilst a global pandemic couldn’t be predicted, long-term planning has a positive impact on an organisation’s ability to react and flex to the external environment with minimal impact on operations and staff.



Question 2
PESTLE provides a comprehensive framework for external analysis (Farnham, 2015; Business Wales, n.d.) and STEEPLE goes that one step further recognising ethical practices (Businessballs, 2017). The five forces model is significantly different as it focuses on factors directly impacting market value/share (Harvard Business School, n.d.), but does not consider political or legal factors, for example, which can have a significant impact on an organisation. 
Internal analysis enables organisations to identify areas they can capitalise on and areas to improve to achieve their organisational outcomes (Chermack & Kasshanna, 2007). A Gap Analysis identifies the difference between the organisation’s existing functions and its goals (Grundy, 2013) and SWOT analysis can link internal strengths and weaknesses against external opportunities and threats (CIPD, 2021; Chermack & Kasshanna, 2007). 
Whilst there is limited empirical research, all tools should be exercised with caution. They provide a snapshot in time and require ongoing monitoring. Additionally, the results can be impacted by the people completing the activity, their skills knowledge and any underlying bias. This can be counteracted by techniques such as Delphi forecasting but access to such resources can be a challenge for small organisations (Shelton & Creghan, 2015).
Severn Trent benefitted from strategic analysis as whilst many variables remained unchanged, they could focus on those that were impacted by the pandemic and ‘pivot’ accordingly, resulting in continued operations, high employee engagement and no redundancies (Powell, 2022).
CT illustrates what could be avoided if a full strategic analysis had been completed. A simple gap analysis could quickly identify whether their service required adapting to remain viable and provide employees with clarity and stability (Chwarae Teg [internal document], 2021). 



Question 3
HR professionals must be expert facilitators of change working closely with the CEO and executive teams (Lamb & Balogun, 2015), demanding an excellent understanding of change. The CIPD Profession Map outlines the need to have business knowledge, and the ability to implement the right engagement tools at the right time (CIPD, 2009).
The HR function must work as enablers by removing obstacles and operating as efficiently as possible (CIPD, 2014). Automating basic and repetitive tasks creates capacity for the human element of the HR function which cannot be replicated by technology (Gartner, 2022; CIPD, 2021).
A breakdown in effective change management can result in an organisation losing its market value, impact the credibility of executive teams, increased staff turnover and reduction in employee engagement (CIPD, 2021; Forbes, 2011).
Severn Trent provides several examples of HRM recognising what actions the business can undertake to create stability in the face of extreme uncertainty (Powell, 2022). They avoided redundancies and furlough and maintained constant communication with the wider workforce. The HRM likely played an active part in making this happen by advising the exec team on effective change management principles, updates on covid legislation and the workforce’s continued capacity to deliver against targets.
Despite this, one statement within the case study contradicts other key messages, “This is the plan, no excuses. We’re going to deliver this.” (Powell, 2022). An alarming statement for employees who have been allowed “to feel like they own the company’s targets” (ibid). Additionally, the HRM describes a desire to bring everyone back to the office to aid collaboration. They could be disregarding all the good work and benefits associated with flexible working. There is a growing trend toward organisations embracing hybrid working as a permanent feature of their working practices (ACAS, 2021; TUC, 2021; Marx, et al., 2021).
This case study does not include feedback from employees which would provide a fuller picture of the reality for employees working through the pandemic at Severn Trent. Other people professionals reviewing the case study should be looking for a ‘warts and all’ review to effectively replicate best practices. 
CT’s CEO similarly remained in constant communication with their workforce providing regular video call updates and email updates in between. Additionally, the HRM brought forward the review and consultation of their employee value proposition, reminding staff of their benefits package which could support health and wellbeing during the pandemic and minimise the impact of the great resignation (Brignall, 2021; Harvard Business Review, 2021). The outcome of which resulted in very low turnover and high attraction to vacancies until the end of 2021.
When recruitment activity finally increased, CT employed an additional part-time resource without considering the merits of automation. This resulted in the HR function being spread too thinly and receiving a wave of criticism from employees who felt other aspects of the HR function failed (Chwarae Teg [internal document], 2021). CT would have benefitted from assessing the needs of the people within the organisation in the context of significant change and identifying the best way to invest resources based on those findings.

Question 2.1.a.
The Executive Chair of the World Economic Forum described us as being at the start of the fourth industrial revolution, symbolised by the scale at which technology is “merging the digital, physical and biological worlds” (Schwab, 2017). Embracing technology is vital for business success – sometimes survival (Sauer & Willcocks, 2022). As organisations evolve, so will employees’ digital skills. People professionals will need to ensure they facilitate the opportunity for this skill development to support the intergenerational and ageing workforce (Pew Research Center, 2019).
There has been a seismic shift in online learning since the pandemic widening the digital skills gap (Burgess, 2022). Before the pandemic, the UK Consumer Digital Index found earning potential increased with digital skills along with organisations’ increased protection from cyber-attacks (Lloyds Bank, 2019; Nania, et al., 2019) presenting personal and organisational gains.
There is a growing trend in self-directed learning (The Open University Business School, 2022), particularly in digital training (Lloyds Bank, 2019). Self-reliance reduces the pressure on people professionals to be the sole supplier of learning and development in organisations, however sourcing relevant and accurate information is a skill and there is a risk for employees to obtain misinformation (Vosloo, 2021; Guess & Lyons, 2020).
There is an opportunity for people professionals to encourage a culture of self-directed, continuous improvement whilst also supplying the necessary skills and signposting towards relevant and credible online sources (Personnel Today, 2017). This can be achieved through the identification of free or low-cost support such as that funded by the Government (fig.1). 

Figure 1 Example of fully-funded digital skills training (HM Government, n.d.)
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Access to continuous professional development is amongst the top attractive features for recruits and should be part of attraction and retention strategies (CIPD, 2017; Govaerts & Govaerts, 2011).


“Familiarity with and interest in digital technology varies widely among employees. Your training efforts should reflect those differences.”
 			(Knight, 2015)

Investment in employees’ digital skills to carry out daily tasks and to accomplish effective self-directed learning may well provide organisations with a more sustainable long-term solution to continuous professional development (Amar, 2018).
Failure of organisations to embrace the technological revolution runs the risk of not attracting and retaining talent and also failure to effectively innovate and continue to maintain market value and/or profitability (Gartner, 2022).


“By continually updating our skills and seeking alternative work arrangements, we can ‘race with the machines’. Whether we like it or not, change is coming, and the worst move of all would be to ignore it.” 					(Saunders, 2018)

Some worry that the advances in technology can mean job losses (Saunders, 2018), however, advances in technology have been linked to growth and job creation (World Economic Forum, 2020). The main difference is the type of work people are involved in, where people continue to provide the human element that can not be replicated by robotics (Edwards, n.d.).
Therefore organisations embracing technology does not have to mean a negative impact on the workforce - in an L&D context at least. If anything there is evidence technology can enhance it. Employees can benefit from enhanced skills and access to continuous professional development and organisations benefit from improved performance and talent that can carry the organisation forward in a sustainable way. 





Question 2.2.b
Open and inclusive cultures are essential for organisations to successfully navigate turbulent times. Organisational culture contributes to improved engagement and is linked to high performance (Inabinett & Ballaro, 2014; CIPD, 2014). Furthermore, an open collaborative culture is expected from today’s job seekers (CIPD, 2019) (Bhattacharjee, 2015). 
Moreover, inclusion improves organisational performance and innovation (Ordorica, 2022; McKinsey & Company, 2020), likely to be a result of improved morale and a broader range of skills (Ordorica, 2022). Inclusion isn’t just a business issue, it is an ethical issue too. 2020 saw widespread protests where people came together to raise awareness of marginalised groups (Financial Times, 2020). This is not a new phenonium. The rise of social activism has seen employees protest perceived unethical practices of employers for several years (fig.2) which seriously impacted employee engagement and organisational culture.

Figure 2 Excerpts from newspapers regarding employee protests over ethical issues (NBC News, 2019; The Guardian, 2018)
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There is limited empirical research in this area however occupational psychologists at Utrecht University identified key areas that affect work engagement which can be linked to culture (table 1). Feeling engaged is good for employees with research evidencing the link between high engagement and extra-role performance and organisational performance (Madden, et al., 2015). 

Table 1 Engagement is a state of mind (Schaufeli & Bakker, 2004) taken from CIPD (2021)
	Vigour
	Energy, resilience, effort

	Dedication 
	Enthusiasm, inspiration, pride

	Absorption 
	Concentration, engrossed in work




There is always the choice of doing nothing to address organisational culture however there is no evidence to support any benefit from doing nothing. On the contrary, there appears to be an abundance of advice from a broad spectrum of sources suggesting workplace culture is a priority for all stakeholders (Harvard Business Review, 2022; Workplace Law, 2019; Walton, 2015). Furthermore, organisations bare the risk of increasing turnover and losing their competitive edge in the war for talent (fig.4) during a time when employees will freely leave for better terms with another employer (Harvard Business Review, 2021; Marx, et al., 2021).
There are barriers to good workplace culture such as; a lack of awareness relating to diversity or the absence of role modelling behaviours from leaders. Some organisations are holding onto a culture of ‘brilliance’ where high value is placed on individuals rather than teams resulting in self-serving behaviour (Harvard Business Review, 2022). Whatever the cause, people professionals and business leaders are key actors in influencing change.

Figure 3 Understanding organisational barriers to a more inclusive workplace (McKinsey & Company, 2020)[image: ]
Culture needs to be cultivated and guided if it is to function well. There are many ways organisations can help make their workplaces more open and inclusive:
· Shared goals and incentives encouraging individuals to value team success “An organization creates a culture of brilliance by nurturing an environment where passion thrives and success comes through unified purpose.” (Harvard Business Review, 2022).

· Compassionate leadership, practising active listening and honest communication This involves treating people with genuine care and concern in turbulent times (Bryan, 2011). Leaders must role model organisational values through their behaviour (Psychology Today, 2022; Swanborough, 2018).

· Demonstrating organisational values through action, not just words Values are acknowledged as an imperative element that transforms an organisation’s goals into reality (Swanborough, 2018). Deeds, not words (commonly associated with the suffragette movement) are a good principle to measure organisational action (or inaction) in openly demonstrating its values.

Creating an open and inclusive culture takes time and people professionals should identify metrics to indicate progress towards the desired culture. These metrics could include measuring employee engagement, employee views and overall business performance (CIPD, 2021). However, there is a need to be aware that studies to date demonstrate correlation as opposed to a causal relationship between culture and performance (Madden, et al., 2015; Bakker & Bal, 2010).
Question 2.3.a
Legislation and government policy have a significant impact on how organisations run and deliver their services (Farnham, 2015). For those in Wales, these policies are made by the UK Parliament and Welsh Government. Before Brexit, some legislation was derived from the EU Parliament.
The General Data Protection Regulation (GDPR) is an example of an EU law passed in the UK in 2016 and it has remained unchanged since Brexit (GDPR.EU, 2022). It brought together important elements of privacy and human rights law and enhanced the existing UK Data Protection Regulation (Information Commissioner's Office, 2018).
The regulation brought with it many changes and identified key people and new rules such as:
· Individuals who are regarded as data controllers and processors
· The circumstances under which you can collect data
· The circumstances under which you can keep data
· Timeframes to respond to subject access requests
It highlighted the consequences of non-compliance with fines of up to 4% of annual revenue (GDPR.EU, 2022). 
The public was not in short supply of information relating to the proposed regulation, along with high profile breaches occurring under the existing law (fig.4). CT did not want to fall foul of the regulation for fear of reputational risk which can have devastating consequences for organisations (Deloitte, 2016). 

Figure 4 Excerpts of UK press articles regarding the data protection in the lead up to the new regulation (The Guardian, 2015; BBC, 2015; Daily Mail, 2015)[image: ] 


CT handled large volumes of personal data, from projects spanning 20 years, in paper and electronic form. CT acquired the data under circumstances deemed unlawful under the new regulation. All their learners completed enrolment forms requiring them to ‘opt-out’ of marketing communications. The new regulation stipulated people had to ‘opt-in’ and had ‘the right to be forgotten’ (GDPR.EU, 2022). CT had to conduct a thorough date cleanse. Additionally, data subjects had the right to access their data (ibid) meaning CT had to consolidate their data which was held in multiple formats across various departments in the organisation.
This presented a significant negative impact on CT:
1. The marketing list would reduce and was a significant source of repeat custom
Organisational statistics illustrated the potential loss of income generated via marketing lists. This revenue was used to support staff costs.
2. The work involved in preparing for the implementation of the new regulation involved additional staffing resource
Initially, tasks undertaken by several individuals however it became apparent the volume of work involved increased the likelihood of burnout and errors. A decision was made to employ an additional staff member as 1FTE at £24k per annum fixed-term.
3. All staff required training to understand their responsibilities as data processors 
Several training sessions and briefings were held which also included information relating to the company and individual liability for getting it wrong. Each time a training or briefing session was held, staff were taken away from their day job incurring the organisation further losses from income revenue.
Ongoing maintenance has become the responsibility of all post-holders and job descriptions were updated accordingly. This has somewhat reduced the cost of the regulation.
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Analysis of the survey results, which were collected before the COVID-19
pandemic and before events in the United States spurred conversations
around the world about racial justice and equity, shows that respondents

who feel very included in their organizations are nearly three times more
likely than their peers to feel excited by and committed to their
organizations. What's more, respondents from all demographics say they
have taken organizations’ inclusiveness into account when making career

decisions and would like their organizations to do more to foster inclusion

and diversity.|While leaders may have shifted their focus to urgent strategic

needs amid the pandemic, organizations can consider using this time of

historic disruption and heightened discourse about injustice to advance
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Learn the basics, or
refresh the fundamentals

82% of all job openings online require
at least basic digital skills, such as
using office programs like Microsoft
Word or Excel [3].

Some of us haven't thought about
maths since secondary school. Others
want to be more connected online, but
don’'t know where to start.

With The Skills Toolkit, you can brush
up on both in your own time. For free.
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