


Glossary of Terms 
· [bookmark: _Hlk60538241]MM – Mighty Masks (Employer)
· PESTLE - Political, Economic, Sociological, Technological, Legal and
Environmental
· VUCA - Volatile, Uncertain, Complex and Ambiguous




















Section 1 
Q.1
Based on recent global events that organisations and HR have experienced, such as COVID-19 and Brexit (Picheta, 2020; Edgington, 2020), it has created disruption to all functions of organisations and its strategies. These factors have created an uncertain VUCA environment (Koshemani, 2020; Worley and Jules, 2020), and has required organisations to value their long-term planning to maximise success (Harris, 2020). 
Quinn (1980) states that to establish a long-term plan, organisations must set major goals that they want to achieve over a five-to-ten-year period. These strategies will include adapting new ways of working, policies, and procedures to achieve set financial, marketing, training, and HR targets (Ansoff, 1965). Having long-term strategies are beneficial to both HR and organisations, providing an in-depth plan to potential investors and stakeholders outlining predicted profitability and performance (CIPD, 2021e). Assisting HR and businesses workforce plan, determining future workforce requirements, skill gaps and training plans (CIPD, 2021f; Pastakia et al., 2020; CIPD, 2019b; CIPD, 2018). 
Miller and Frieson (1984) argue that if external environments become complex and uncertain only limited strategies are possible to achieve. Therefore, businesses must adapt to an uncertainty-based theory instead of attempting to achieve unrealistic plans. Stobierski (2020) supports this theory of strategy, stating that businesses must adapt an emergent strategy in times of uncertainty as seen through COVID-19 (Mintzberg and Waters, 1985) rather than maintain a deliberate strategy that may cause failure within businesses. 
Severn Trent (Powell, 2022), they adapted their planned HR strategy “bike on the boat tour” after it was halted during COVID-19. They “pivoted” their strategy to include employee communication, creative experiential learning and launched employee inclusion and diversity forums as a priority of HR and organisational strategy during COVID-19. Spotify (Guillén, 2020) also adapted their long-term strategy, branching out to audio products to create increased revenue as their customer base was decreasing (WARC, 2020). 
However, my organisation, Mighty Masks (MM) did not have a strategy and was very reactive in these situations causing further uncertainty within the business, effecting employee productivity (Dickins, 2020). 






















Q.2 
To critically evaluate external factors that are affecting the operational and HR functions of the business, organisations can use PESTLE analysis. PESTLE (CIPD, 2021c) identifies six main external factors that can affect businesses as stated in figure 1 below. Once identified this can influence operational and HR decisions, mitigating risks, influencing operational and HR strategy by implementing changes throughout the business that includes supporting management through changes within the external environment (Farnham, 2015, pp.16–23; Berger and Luckman, 1967).
PESTLE analysis can be advantageous to a business, however this analysis has received criticism as external factors of the organisation can change rapidly, for example the changes to COVID-19 policies (Dunn et al., 2021). As the external factors are rapidly changing, any decisions made by organisations can become invalid within months (Frue, 2018).  
Another tool organisations can use is SWOT analysis. This tool is used to critically evaluate both internal and external factors effecting organisations, referring to its internal strengths and weaknesses whilst evaluating external opportunities and threats. This formulates operational and HR strategy to mitigate risks and improve business opportunities (Leavy and Wilson, 1994; Kenton, 2021). 
Although beneficial Harbour (2011) argues that this analysis tool only allows the business to identify factors and not identifying important issues, therefore it does not demonstrate the complete reality of the business. 
Lastly, organisations can evaluate their competitive position using Porter’s 5 factors model (Porter, 2004). This analysis tool allows organisations to examine the market industry generating long-term strategy against its competitors. Focusing on the bargaining power of its buyers and suppliers, possible threats emerging when potentially entering an international industry and alternative products, the business can evaluate its position against other competitors in the market. However, this model can only assess private organisations, not public services or non-profits organisation, so this is limited to privatised industries (Scott, 2020). 
Table 1: PESTLE Analysis (CIPD, 2021c). 
	Factors 
	External factors

	Political 
	Based on analysing political parties and recent. 

	Economic 
	Analyses labour costs and interest rates that may affect organisations. 

	Sociological 
	Analyses working population, demographics and social characteristics. 

	Technological 
	Evaluate technological changes and robotics development that could affect or innovate the business. 

	Legal 
	Includes changes in law e.g., health and safety and employment law 

	Environmental 
	Evaluates businesses carbon footprint, global warming, and sustainable developments. 















Q.3 
HR professionals must adjust and develop their skills-set to support business functions during uncertain times. Hodges and Crabtree (2020), state that HR plays a significant role in guiding organisations during change management processes, by providing solutions from a HR and organisational perspective linking to business objectives. 
To facilitate transformational change, HR need to adapt and develop their own skills. CIPD (2015) state that HR professionals must demonstrate their leaderships strengths to engage with management and employees throughout the business, developing active listening skills and valuing employee’s ideas to change. This will promote employee engagement and innovative thinking throughout the workforce as HR adapt Ulrich and Brockbank’s (2005) model of HR practice, by advocating a leadership and employee engagement approach, to influence change and visions of the organisation. 
Komm et al (2021) also state that HR need to build a strong employee engagement environment to navigate through an era of constant change. As HR need to demonstrate transparency to build team morale and positive working environments to effectively implement change. 
Similar priorities are stated within the case study (Powell, 2022), as within a contestant state of change Seven Trent focused their priorities on employee’s engagement through the pandemic, concentrating on employee wellbeing by keeping the organisation strategies and function as stable as possible, reassuring employees that there we no plans to make redundancies and the business will still pay bonuses if KPI’s were met. Seven Trent promoted team engagement through team events, focusing on external issues such as diversity and inclusion to build integrated team cultures. 
Seven Trent also focused on effective communication through COVID-19, making sure that they successfully communicated with their employees regarding business decisions. As the workforce was split homeworkers and essential workers, this made communication of leadership decisions difficult, therefore HR used different methods of communication such as weekly teams calls with the CEO and business leaders. They also introduced ‘Comms Cells’ areas in which employees had the opportunity to access business information that made sense. 
MM, although lacking in strategy and reactive to external factors effecting change, adapted its approach that focused on the same priorities as Seven Trent. HR at MM promoted its employee engagement strategies by focusing on employee wellbeing throughout COVID-19, Only furloughing employees, when necessary, to protect its workforce. MM also communicated with employees effectively through this changing period, which was not easy as the HR department were home based throughout COVID-19, therefore HR implemented employees’ newsletters and maintained regular communication about changing regulations through notice boards for site-based employees. 
However, Despite the priorities of the HR department, the CEO was only focused on the operational functionality of the business, therefore not including employee ideas in business decisions making. This caused a breakdown of trust within the organisation and the workforce developed a resistance to change that HR tried to implement. Therefore, demonstrating the need for HR advisors within MM to develop further negotiation skill, between the CEO and employees.











Section 2 
Q.2.1b
As a result of external and competitive factors of the current environment, this has impacted on the UK economy and labour markets, therefore changing organisational recruitment and retention strategies (CIPD, 2022b). CIPD (2020) state that one aspect effecting recruitment and retention is a challenging environment caused by multiple external influences, resulting in organisations now operating in a tight labour market due to COVID-19 and Brexit (Davies, 2021). Due to these factors 44% of employers are now experiencing difficulties fulfilling vacancies, responding with rising wages and benefits to compete in the labour market (CIPD, 2022a).   
ONS (2022) reported that vacancies rose to 1.28m in January 2022, following the great resignation (Parker and Horowitz, 2022), the ONS (2021) reported that staff turnover increased by 16% for SME’s due to competitor behaviour. 
As employee turnover increased due to competitor behaviour, so have salary and benefits packages to attract candidates in the labour market. CIPD (2021b) reports that the private sector has increased wages by 2.5% and enhanced benefits packages to incorporate hybrid-working (Faragher, 2022) to attract and retain talent, creating higher competitor advantages for the increasing demand for talent (Kelly, 2021). These increases within the private sector are putting non-profit organisations, such as SafeLives at a disadvantage, as SafeLives are unable to offer increases salary and benefits to candidates and current employees due to limited financial resource (Casselman, 2021; Hargrave, 2020).
Another external factor that has affected the workforce population is Brexit. Milliken (2021) reported that migrate workers decided to return to the EU following the UK referendum (Child, 2021), effecting the UK workforce with the number of vacancies increasing in the hospitality sector (Maciuca, 2021). This has created a skills shortage as freedom of movement between the UK and the EU has been abolished (James, 2021). Because of the reduced migrant workforce, the UK is now experiencing a skills shortage (Owen, 2020; Manning, 2021). This has created an hour-glass occupational structure within the UK, as the demand for skilled workers are increasing, and the UK cannot provide the skills required of its internal UK workforce. For example, many NHS doctors and nurses are from the EU, creating a shortage of healthcare workers (Goo’s and Manning, 2003; Farnham, 2015c, p.236; Baker, 2021). 
To mitigate factors effecting recruitment and retention, some organisations have implemented HR strategies to attract and retain employees, making their organisations well placed and established within the labour market. The Cooperative group (CIPD, 2021d) has developed a careers development hub to attract candidates and retain its workforce. By offering this integrated candidate hub for users to access recruitment resources, such as career coaches and building employment ability skills, increased candidate engagement by 62%. Whilst Ilona hotel and RSL Renewables (Bearne, 2022) have increased their competitive strategy to attract and retain candidates by offering enhanced benefits such as paying gas and electric bills for their teams of £700 per year. 
Other companies are considering external options and outsourcing their operations to international markets to decrease overheads, labour costs and accessing more high-skilled workers such as Nike, moving its operations to China (Khoo, 2017; Locke, 2002). However, Nike have been criticised as the move to China has promoted unethical working practices (Teather, 2005; Segal,1998).











Q.2.2a
The pandemic has highlighted the benefits of flexible and hybrid working to employers as it shows increased productivity during the pandemic (PWC, 2021). As this has improved employee productivity, Scotland is now trialling a four-day working week for 6 months to measure the impact of productivity and wellbeing for employees (Walker, 2022; Williams, 2022). Similar workforce practices as shown in Iceland (BBC, 2021), and has so far been successful (Howlett, 2021) finding a positive impact on wellbeing and work life balance. As this has demonstrated promising results some employers within England and Wales are also adapting this approach after seeing its benefits before public policy enforcement (Harries, 2022).
This practice has gained support, influenced by the Taylor review (Taylor, 2017) and CIPD (Adalar, 2021) and has started to influence governments public policy as we have previously seen from other external bodies such as parental bereavement leave, reinforced by Cruse Bereavement Care and CIPD (McCartney and Herd, 2021). CIPD manifesto (CIPD, 2017) suggested to parliament that employment regulations need to change to include flexible working practices such as entitlement to flexible working from day-one to support its employee’s wellbeing (Willmott, 2021; Hodson, 2021). 
If the Government were to enforce four-day working week as a public industrial policy to improve the business environment and raising productivity and innovations of the UK economy (Taylor and Perkins 2021; Hughes and Crafts, 2013; GOV.UK, 2021) this could benefit or potentially disrupt the UK economy. 
Studies shown by the University of Reading (2019), demonstrate improved employee wellbeing, reduced absenteeism, proving a better quality of work and increased employee motivation towards productivity, learning and development whist undertaking a four-day week working practice. Additionally, Peter Cheese (Faragher, 2021) promotes the four-day week working post-pandemic, stating it is the “new norm”, suggesting that organisation innovate their technology to allow for this working pattern. 
However, four-day working can have a detrimental effect to businesses within the private sector and the UK economy as argued by Eiser and Mitchell (2021). If the government made this way of working a legal compliance it could have a detrimental effect to businesses within the UK, as new rules must compete with international businesses since globalisation as we have seen through Margret Thatcher’s term. Whereby Thatcher led the UK economy into the global markets (Vidal et al., 2013) detrimentally impacting small businesses as they were unable to compete with international competitors. 
Industries such as MM, a manufacturing business of cosmetic facemasks, could lose business to competitions in international industries as manufactures are expected by its buyers to operate fast and effectively. Therefore, expecting manufacturing industries to operate five to seven days per week to deliver product successfully. If the UK government implement Four-day working practices, international competitors could take advantage and offer consumers quicker delivery, therefore impacting on MM’s revenue. 
The UK have already experienced this in the 1980’s financial crash, as the UK economy opened to global markets (Allen, 2016) leading to unemployment and precarious workers, such as employees agreeing to zero-hour contracts or becoming self-employed (gig economy) used in companies such as McDonalds and Uber (Neville, 2017; Tait, 2021). 
In conclusion, organisations should strongly consider implementing the four-day week working pattern based on the benefits to employee engagement and wellbeing strategies. However, organisations should firstly conduct a risk assessment to evaluate the impact to the business and potentially trial the working pattern to assess its suitability to the operational function. 







Q.2.3b
Due to global conflicts effected by the Ukraine war with Russia, this has increased pressure on the costs of fuel and gas (Kolaczkowski, 2022). Although gas and fuel consumption were already being discussed in the COP26 conference and the government have started to implement public policies on businesses to mitigate the risks of climate change such as implementing plastic tax policies (The Plastic Packaging Tax (General) Regulations 2022) (United Nations, 2021), this crisis has brought environmental regulation forward in business agenda. However, businesses need to consider achieving beyond the recommended environmental legislations and lead business cultures by including environmental and sustainable practices in its organisational strategies and processes. Additionally making an environmental pledge to be carbon neutral by 2050 such as Loreal and Amazon, strategising long-term mobilisation to help the environment (Loreal, 2021; Amazon, 2019).
MM manufactures cosmetic facemasks in non-recyclable sachets, although other recyclable options of packaging are being reviewed, this has not been implemented due to the preservative test failing in new packaging and the costs of the new laminate resources will affect MM’s overheads. As MM has not currently implemented new recyclable packaging, the governments plastic tax regulation has now come into effect, increasing the overheads of the business by £22,000 per annum. Reviewing the businesses long-term cash flow, MM will not be able to sustain the costs of the plastic tax and by not transitioning to recyclable packaging this could also have a detrimental effect on MM’s employer reputation. 
CIPD (2019a) concludes that if businesses do not concern themselves with environmental and sustainable practices then it can have a detrimental effect on businesses, effecting revenues, company reputation and loss of funding, as we have seen from Shein. Shein has recently come under scrutiny for not implementing any environmental sustainability practises, promoting fast fashion, and contributing to carbon emissions, effecting its brand reputation, and potentially losing consumer sales (Wolfe, 2021; Ferrer, 2021).
Businesses could lose more than their profitability, because of lack of environmental practices, the business could subject itself to public scandal and cancel culture if the company is seen to do nothing. This could also affect the company’s recruitment and retention strategies, as generation Z and millennials are now advocating for stronger workplace environment sustainability and will not work for a company that conflicts with their moral principles. According to (CIPD, 2021a) job seekers feel pride and accomplishment working for an organisation admired for their environmental and sustainable achievements. This conveys to the public that the businesses care for its employees, automatically impacting the businesses reputation and employee engagement. 
Organisations can also use environmental sustainability to engage with the workforce, using Macleod’s four key enablers model (Macleod and Clarke, 2009) to create an employee engagement culture, the business must promote environmental activities, developing a sense of accomplishment to employees and positive reputation of the business. 
Based on the information provided, organisations should strongly consider environmental and sustainable practise in its business and HR strategies based not only on climate change but the advantages in brand reputation to the consumer and employee engagement.  
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