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Section 1

1
Recent global events have unquestionably had a significant impact on businesses, that arguably could not be foreseen. However, does this mean that long term planning is of little value to organisations and HR professionals?
	Despite the challenges of the pandemic, businesses such as Severn Trent benefited from long-term planning (Powell, 2022). When the pandemic hit, their plan to engage and motivate the workforce was accelerated and whilst adaptations to their approach occurred, the intention remained. This shows that when effective and necessary plans are made, they can still be relevant and adaptable in times of disruption. From an organisation’s perspective, effective planning allows employees to feel safe, reassured, and motivated, as noted by a Severn Trent employee (Powell, 2022). 
	However, other businesses could argue that their long-term planning became redundant during the pandemic and therefore question its value. NHS Wales Shared Services Partnership (NWSSP) purchased one of its highly occupied buildings before the pandemic, intent on expanding the workforce. However, overnight, two-thirds of the workforce began working from home and continue to do so. During the pandemic, plans were adapted and rather than focus on staff on-site, engagement and planning commenced around agile working. In 2021, NWSSP (2022a) Agile Working Toolkit was launched, initiating a new plan for long term agile working within the organisation. Therefore, it could be argued that the purchase of this building was a waste of resources as it remains largely unoccupied.
Even though the future may be uncertain, planning, despite an unpredictable future, has significant value to our resilience as individuals and businesses (CIPD, 2022). 


2
Arguably, environmental analysis tools, such as PESTLE, SWOT and STEEPLE have significant value to organisations, allowing them to identify risks to the business early and act (Berger and Luckmann, 1967). 
	PESTLE was coined by Aguilar (1967) to encourage organisations to evaluate the Political, Economic, Social, Technological, Legal, and Environmental external environment’s impact on organisation or HR strategy. SWOT, arguably a simpler model, evaluates Strengths, Weaknesses, Opportunities and Threats to businesses.
	By using environmental analysis tools, organisations can follow a simple framework (CIPD, 2021a) to identify and combat risks to their business (Buye, 2021). For businesses, the understanding of the wider environment is imperative to ensuring effective organisational and HR strategies are implemented to support succession planning, organisational culture, performance, motivation, and recruitment issues. HR professionals and business leaders continue to work and implement strategies in an ever complex and changing world (Farnham, 2015), and whilst it could be argued that utilising analysis tools could help navigate risks, there is an argument that the tools are too simplistic.
 Implementing analysis tools, and subsequent actions, require time and money which some businesses cannot afford (CIPD, 2021a). Whilst the tools may be simplistic (CIPD, 2021a) by failing to consider the internal environment and complex external environment (Buye, 2021), this does not mean the tools are inefficient. Severn Trent was not deterred by the pandemic and continued with the strategy proposed, employee engagement (Powell, 2022). This demonstrates that despite a complex world, efficient planning can still be relevant and achievable during times of crisis and change. 
Whilst there are benefits and weaknesses to environment analysis tools, their use enables businesses to be prepared and enhance their ability to survive and thrive. Businesses and HR professionals should ensure that effective planning is in place to protect their business and mitigate risks (Farham, 2015), whilst remaining open and agile in their approach (Personnel Today, 2017). 

3
Today, arguably there is more weight than ever to the argument that organisational changes should receive frequent review due to the rapidly changing nature of our environment (Farnham, 2015). Yet, as a society, change is something organisations and people are averse to, as habit and comfort took precede (Forbes, 2020). HR professionals and organisations should see the pandemic as an opportunity not to waste and act to support their organisation to adapt to change effectively in the future (Stroller, 2020). 	
	To support organisations through eras of constant change, HR professionals must require effective communication skills. During the crisis, New Zealand’s Prime Minster remained transparent and communicated changes and developments to her country through different mediums (Jerrissey and Edmondson, 2020). This was important as it ensured that key messages were shared, and the public was united in the expectations. Severn Trent successfully communicated with their staff by utilising a variety of communication tools, such as blogs and videos (Powell, 2022). In juxtaposition, whilst NWSSP utilised a variety of communication tools such as coffee mornings (NWSSP, 2021), newsletters and email communications, the volume of communication was not well received by staff. This is our NWSSP, an internal culture discovery and development programme, found that staff felt the volume of communications received was overwhelming and confusing. HR professionals need to ensure they have the skills and relevant communication strategy in place, to ensure clarity and employee safety (Farham, 2015). Mistakes are inevitable; however, openness and honesty will create an organisation of trust during times of constant change (Stroller, 2020). 
	Further, HR professionals must possess adaptable skills to support organisations during times of constant change. Severn Trent was successful in stepping back during the pandemic and rethinking its employee engagement programme caused by the split of essential and non-essential workers (Powell, 2022). In juxtaposition, all NWSSP’s staff were essential workers. Pre-pandemic, NWSSP worked predominantly from offices, 9-5, 5 days per week. The pandemic meant that suddenly, staff were home-schooling, shielding or unable to work core hours. HR professionals developed an Agile Working Strategy (NWSSP, 2022a) to support the organisation and its staff during this change. To do this effectively, HR professionals could adopt the emergent theory, which allows for flexibility and cultural considerations in unpredictable environments (Farnham, 2015). 
	Finally, HR professionals must possess organisation and planning skills to enable them to juggle complex responsibilities and navigate frequent change (Eccleston, 2014). For Severn Trent, they recognised that as a diverse workforce, the pandemic had varying impacts on their staff, and planned to create multiple inclusion and diversity groups to support staff (Powell, 2022). For NWSSP, the pandemic halted a significant amount of planning, as the organisation prioritised coronavirus. During the pandemic, NWSSP did not effectively utilise environment analysis tools, such as PESTLE and SWOT to support their long-term planning as necessary (Berger and Luckman, 1967). This could present challenges for the organisation as a talent planning and succession strategy is not in place, potentially causing significant workforce issues in the future (CIPD, 2021h). NWSSP is not alone as Cappelli (2015) found that in the millennium decade, 1/3 of businesses had no talent strategy. Even in times of crisis, HR professionals must prioritise looking ahead, as opposed to back and organisational and planning skills are key in enabling this (Ulrich, 2021).
	To support organisations through change, it would be beneficial to have Corporate HR and Business Partner arrangements. These structures ensure that HR professionals are embedded within the organisation, allowing them to build relationships of trust and understanding within the business (Farham, 2022). Further, it will allow the HR professionals to develop well-thought strategies that align to the business needs, whilst still be adaptable in times of change. 
	







Section 2

4A
Five years ago, the Five Trends of Shaping the Future of Work (2016) investigated future influencers of businesses. Technology was discussed, and in 2022, the message continues with the CIPD (2021b) advocating that technology has the power to fundamentally influence how businesses operate. 
Today, the UK finds itself in a tight labour market, where there are not enough people with the acquired skills to fill vacant posts (Taylor, 2019). Despite the uncertainty brought by the coronavirus pandemic, 25% of survey participants said they would leave their job without an alternative, knowing they could find a job elsewhere (The Guardian, 2021). Organisations could embed technological platforms into the recruitment process, to ease the candidate experience and ensure an efficient onboarding, mitigating the risk of losing talent and ensuring business sustainability. Existing employees would still be required to manage and mitigate the chosen system, meaning that the workforce would not be negatively impacted. This move is supported by recent government interventions, allowing organisations to implement technological platforms to conduct employment checks virtually (GOV.UK, 2021).
	In conjunction with the above, businesses could also utilise technology to upskill existing staff. In NWSSP’s case, a significant proportion of staff are administrative, completing repetitive actions daily. NWSSP, and others, could utilise automation and artificial intelligence (AI) to complete such tasks. Whilst some have argued this could result in job losses and increased pressure on low-income families (Frey and Osborne, 2013), this is not necessarily the case. Organisations should view the implementation of technology as an opportunity to upskill or reskill existing staff, meaning that they are less reliant on new talent. Organisations are increasingly upskilling staff (Manpower, 2018) to retain existing staff, attract talent (CIPD, 2021c) and ensure they are nurturing the business sustainability. By viewing technology as an opportunity to upskill existing staff, employees can undergo further development, limiting the risk of job loss whilst ensuring the business is adaptable and sustainable. 
To ensure sustainability, businesses could utilise technology to enable hybrid working practices. In a CIPD (2021d) survey 63% of responding businesses stated intentions to implement permanent hybrid working. But will this negatively impact workforces? A recent survey shows that on the contrary, 38% of British employees, and 42% of American workers claimed they would leave their job if hybrid working wasn’t supported (World Economic Forum, 2021). Whilst surveys show that employees tend to favour hybrid working, it is essential businesses engage with their staff to ensure this is the right move. Adopting technology by investing in engagement platforms such as Microsoft, Skype and Zoom, could enable hybrid working to work efficiently, without negatively impacting team morale. Further, the reduction of travel could significantly reduce carbon emissions (Schmid et al, 2021). However, research has indicated that hybrid working could negatively impact workforce health and well-being (World Economic Forum, 2022). P&O Cruises used Zoom to fire 800 employees and has received significant criticism (The Independent, 2022). To combat this risk, organisations must review policies, practices and implementation of technology, whilst ensuring suitable well-being resources are in place to support staff. Further, action must be taken to ensure moral and ethical decision making is appropriately delivered to staff in the right way.
To conclude, organisations can significantly utilise technology to ensure their long-term sustainability. However, to remain effective, regular check-ins and planning to mitigate risks to the workforce must be prioritised and communicated. 

5B
In 2020, businesses across the world were catapulted into a volatile, uncertain, complex and ambiguous (VUCA) situation, where they had to navigate through a turbulent crisis whilst seizing improvement opportunities (Mudhi, 2021). There are several motivations for organisations to ensure they continue to create cultures of openness and inclusivity to navigate turbulent times.
	The first motivation is to ensure staff are united in their approach and understand the impact of their actions at work. During the crisis, Severn Trent revealed that by openly communicating key messages, staff were included and united in their purpose (Powell, 2022). Severn Trent is not alone, as Deloitte (2020) stated that an open and inclusive approach during the pandemic, eased staff fears. For Severn Trent, the focus on remaining open and transparent was motivated by their desire to stick to their overarching business plans, as opposed to for the benefit of staff (Powell, 2022). For Deloitte (2020), there was an emphasis on empathy for their staff as they felt this approach was important to support staff well-being. Deloitte’s approach was in line with CIPD (2020) recommendations, to prioritise staff well-being to ensure inclusivity and employee value. Despite the differences in approach, it is evident that openness and inclusivity are essential to ensure staff feel united and informed. 
To ensure the workplace remains open and transparent in its communications, organisations must ensure they have the appropriate communication tools in place for all staff. Johnstone and Ackers (2015) argued that the content of the communication is irrelevant if the method isn’t inclusive and appropriate. For some organisations, this may involve sourcing multiple communication tools, depending on the size and workforce profile. Whilst this is important to create and open and inclusive culture, HR professionals need to ensure they have the skills and relevant communication strategy in place, to ensure clarity and employee safety and limit risk of over-communication (Farham, 2015). For organisations like NWSSP which have a large workforce diversity, sending an email to an employed courier driver would not be inclusive or appropriate. Thus, alternatives should be considered such as podcasts or recordings. 
	Second, open, and inclusive cultures and important during turbulent times to create environments of trust. The CIPD (2021e) claim that this is essential during turbulence as it leads to increased employee motivation. Further, the CIPD (2021f) add that trust created cultures of enablement, where innovation and perseverance thrive during turbulent times. 
To create a culture of trust, organisations and business leaders should communicate openly with staff, even when the news may harm them. Remaining open and transparent will allow staff to understand what change means for them (Jerrissey and Edmonson, 2020). This will allow leaders to demonstrate they are trustworthy and contribute to a culture of openness and inclusivity (CIPD, 2021e).
To conclude, it is evident that remaining open and inclusive is essential for organisations during turbulent times. The CIPD (2021g) Professions Map promotes the embedment of inclusive and open cultures, reinforcing its cruciality for businesses to lead successfully. 

6A
NWSSP is an organisation within the NHS, that works on an All-Wales basis. It strives to add value through partnership, innovation, and excellence, to the health care service (NWSSP, 2022b). As a public sector organisation, the decisions made, and legislation implemented by the government have a significant impact on the organisation. In the past, public-sector organisations gave less consideration to the market economy, however, this has changed (Farnham, 2015). Below, some of the most influential policies have been examined. 
	In 2016, Welsh Government released The Environment (Wales) Act 2016, which outlined its intentions to cut emissions by 80% by 2050. As a public body organisation, NWSSP had to act and ensure their internal strategies aligned with the government policy. NWSSP has worked independently to establish a Decarbonization Strategy for NHS Wales, ensuring they can support government policy. As a result of government policy, NWSSP has invested in solar panels, electronic vehicles and agile working. Whilst NWSSP recognises the positive environmental impact of these changes, it has not come without its challenges. By purchasing solar panels for NHS buildings, as well as electronic vehicles, there has been a significant cost to the organisation. However, in the longer term, NWSSP looks forward to benefiting from its investment and understands the positive impact on the environment and wider community.
	In 2021, Welsh Government revealed its intention for 30% of Welsh employees to be working close to or at home by 2026 (Welsh Government, 2021). The government's legislation had a significant impact on NWSSP as it has predominantly been an office-based workforce. Whilst this legislation has been implemented following the coronavirus pandemic, it is not because of coronavirus. The plans have been significantly impacted by The Environment (Wales) Act 2016 and the government's plans to reduce carbon emissions. To enable an agile workforce, NWSSP has implemented an Agile Working Toolkit (NWSSP, 2022a), to support Welsh legislation and plans, and the organisation in its goals. However, whilst this has overall been considered a positive move by the organisation and its staff, has been met with challenges. As a diverse and large organisation of more than 5,500 staff, not all managers and staff are welcoming of the new strategy and legislation. Long term staff are struggling to deter from the 9-5, Monday-Friday mindset, viewing agile working as a perk rather than the norm (Personnel Today, 2017). Whilst the new legislation and subsequent internal strategy have been well received, as demonstrated by internal surveys, focus groups and coffee mornings with staff, it is evident that HR needs to do more to support managers and staff through these changes and adapt in line with Welsh Government Policy. 
	To conclude, government policy and legislation have significantly impacted NWSSP and its policy. Overall, the influence has been positive, whilst challenges and implications have been encountered. NWSSP has strived to adapt and meet the expectations set by the government but should remain vigilant in ensuring its staff are supported through such changes. 
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