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Q.1.1
One of Mintzberg’s (1987) five interpretations of ‘strategy’ included planning, which he defined as a course of action that is consciously devised to deal with a situation (Farnham, 2015). Ultimately, planning is one of the main facets of organisational strategy which is fundamental to an organisation’s continuity and gaining competitive advantage (Farnham, 2015; Hax and Majluf, 1996). Furthermore, Tapera (2016) highlighted that a strategic plan ascertains realistic goals and objectives leading to an innovative future for the company (Kabeyi, 2019).
Some benefits of implementing strategic planning within a business include the ability to predict the future and become proactive, providing clear goals and objectives which also leads to employees feeling more engaged to the company’s success as demonstrated by Severn Trent and increased insight into market trends and consumer patterns which ultimately leads to augmented profitability and market share (Powell, 2022; Braduţan and Sârbu, ND; Ong, 2015).
On the other hand, environments can be extremely volatile and therefore long-term planning can become difficult when there are a range of external factors constantly changing, like a deteriorating economy or a crisis, such as the Pandemic (Kabeyi, 2019). Furthermore, strategic planning is extremely complex given that it needs to be adjusted frequently to keep up with the volatility of external environments leading to poor implementation (Kabeyi, 2019).
Severn Trent demonstrated effective implementation and use of long-term planning, despite having to adapt its strategy to suit the unprecedented pandemic, by communicating the strategy concisely and transparently resulting in its employees being engaged with the organisation’s goals and objectives and feeling secure within the company (Powell, 2019). At Hornbill Engineering Ltd (HEL) there has not been a company or HR strategy for a number of years resulting in its Employees feeling disengaged and confused at the company’s direction and insecure within their roles. Demonstrating that an effectively implemented strategy can be of extremely great value to an organisation.


Q.1.2
Analysing the external and internal environment is essential to HR strategizing as it is important for the strategy to be vertically integrated with the organisational strategy and external contexts (Farnham, 2015; Fombrun et al, 1984; Guest, 1987; Schuler and Jackson, 1987; Pfeffer, 1998).
The PESTLE tool allows its user to spot potential threats from external environments and decrease their impact as well as identify opportunities for improvement to exploit according to the CIPD (2021a). Contrarily, the pace of change in a volatile external environment makes it difficult to predict how these factors may affect the business in future (CIPD, 2021a) and therefore its simplicity may be a hindrance more than a help. 
The SWOT tool allows its user to understand the internal and external factors affecting an organisation (CIPD, 2021b). According to the CIPD (2021b), its benefits include encouraging the development of strategic thinking and enabling businesses to anticipate potential threats as well as business opportunities similar to the PESTLE analysis. In opposition, the model can result in users oversimplifying data to make justified decisions and similarly to the PESTLE analysis the pace of change in volatile environments can make it difficult to predict the future (CIPD, 2021b).
Whilst Severn Trent could not predict the pandemic, using the PESTLE and SWOT tools certainly would have aided in creating its strategy and adapting it after the pandemic broke (Powell, 2022). The tools would have enabled them to understand the benefits of not furloughing employees and to proceed with bonus payments which ultimately engaged its employees, demonstrating that the tools have significant value in strategic planning.






Q.1.3
Understanding how to effectively manage change is a core knowledge area in the CIPD Profession Map (2021c; 2021d). HR has an important role in aiding organisational change by communicating the change in an effective way to ensure the sustainability of the change to the company and removing any obstacles that the organisation may encounter (CIPD, 2021c).
The profession map (2021d) determines that in order to manage change as people professionals, communication is extremely important in creating a culture that is change-ready and agile. Being experienced in the specialist knowledge area of employee experience means that people professionals will know how to give employees a voice and use different communication channels to drive employee engagement, such as video blogs, news bulletins and communications boards as demonstrated by Severn Trent (CIPD, 2021d; Powell, 2022). Furthermore, a wide variety of communication channels is even more vital in organisations where employees are based across multiple sites or are working from home like Severn Trent and HEL.
Poor communication can lead to resistance to the content or the process of the change being delivered (CIPD, 2021c) which can lead to employees merely withholding information to aid in the change or even active Trade Union strikes in opposition to the change (CIPD, 2021c).
Furthermore, HR has the important role of teaching the rest of the management team within the organisation the skills necessary to effectively manage change. This includes understanding different approaches to delivering learning, applying adult learning theories and understanding how to use coaching and mentoring abilities as demonstrated through the Learning and Development specialist knowledge area on the CIPD Profession Map (2021d). Through this learning and development, the HR team can turn the management team into a leadership team in order to motivate and influence employees understanding of why the change is important (CIPD, 2022c). Furthermore, learning and development can ensure that all change implemented by management is people-centred and the workforce is change-ready at all times, guaranteeing that change is easier to implement in future (CIPD, 2021d).
HEL has recently undergone a lot of change with a recent Management Buy-Out and a rapid growth period during a deteriorating economy. This has resulted in a change of focus for the company and the need for change in HR and organisational policies. In recent months, lots of changes have been made to company policies and norms but they have not been changed effectively. Lack of communication is one of the biggest mistakes HEL has made when attempting to implement change, and something stakeholders along with HR are currently learning to improve in order to manage change more effectively in future. Until now HEL, has dictated change, without any input from senior managers or employees and expected employees to buy-in. However, it is easy to see that HEL’s HR should look upon companies such as Severn Trent and use communication as a number one priority when implementing change going forward and achieve the same goal of engaging its employees during turbulent times.

Q.2.1.b
Farnham (2015) explains that the external labour market is largely controlled by multiple economic variables and since the pandemic broke, the looming recession, significant labour demand and a change in working conditions have significantly impacted the labour market (Costa Dias et al, 2020). The ONS (2022) reported that between February and April 2022, the number of job vacancies rose to a record of 1,295,000 whilst the rate of unemployment between January to March 2022 continued to decrease to 3.7%, demonstrating that demand is significantly lower than supply, creating an extremely tight labour market.
‘The Great Resignation’ has resulted in employees seeking jobs with improved work-life balance, hybrid and flexible working options and considerable benefits packages (The Guardian, 2021; Chugh, 2021; Cook, 2021; Kamal, 2022.). This demonstrates that where employees’ needs are not being met by their current organisation, they can demand elsewhere but additionally, organisations who are not offering these needs to the external labour market will struggle to attract sufficient talent as they will not have competitive advantage.
Porter’s (1980) Five Forces aids the analysis of the key sources of competitive pressure, by using this to foresee competitive rivalry, the user can foresee that there is a high possibility that competitors within the labour market will offer hybrid or completely remote job roles, higher rates of pay, and enhanced benefits, and therefore, to remain competitive in this market, HR strategies will need to align.
Many organisations have taken to listening to their employees in order to ensure retention, for example, LCB Construction let their employees decide what was best for them going forward through initiating staff surveys and communicating regularly and decided that remote working was best for the company indefinitely (Gov.Wales, 2022) which will ultimately place them better in the labour market. On the other hand, other organisations are struggling to come to terms with the viability of remote working and feel that they cannot manage their teams in this way, such as HEL. HEL has found that trying to recruit in this tight labour market without the offer of remote or hybrid working, is extremely difficult and so they have begun to strategise how they may overcome this difficulty by enhancing other benefits.
In order to ensure that an organisation is well placed within the labour market, it is important to strategise on recruitment and retention. This can include investing in learning and development to enhance skills in-house and engage employees as well as promoting succession and progression planning (Wilkerson, 2007; Maughan, 2019; Writer, 2019; Taylor, 2019). Furthermore, it can include reviewing pay and benefits and investing in employee productivity through technology and automation (Maughan, 2019). Ultimately proving that organisation do not need to only offer remote working, but attracting and retaining staff is a mixture of benefits aiding to employee engagement and satisfaction.








Q.2.2.a
Flexible working brings many benefits to both employers and employees and this was heightened during the global pandemic, since the fallout of the pandemic, demand for more flexible working conditions has increased significantly with as many as 85% favouring hybrid-working models when job seeking (Murray-West, 2021). The flexibility of being able to choose when, where and what hours to work results in employees being less stressed, having improved wellbeing, and having better work-life balance which can all lead to improved job satisfaction, higher productivity levels and ultimately larger profitability (CIPD, 2021e) which demonstrates that flexible working is an extremely important aspect to include in organisational and HR strategies.
However, some employers will argue that flexible working can bring great difficulties to managing teams. Investors in People (ND) report that flexible working can deteriorate perceptions of performance, leading to decreased opportunities for promotions and ultimately burnout. Furthermore, this can also significantly affect the gender divide within the workplace, as women are more likely to request flexible working than men (Investors in People, ND)
Implementing a four-day working week can augment these benefits even further, employers reported that 78% of their workforce said that they were less stressed, 75% said they were happier and 69% of businesses found it easier to attract and retain workers (Urquhart, 2022). 
However, on the other hand, a four-day working week can also bring disadvantages to employees and employers. The Financial Times (2022) underlines that some employees need the extra hours and to implement this would be to take away the freedom of choice. Furthermore, for many organisations, this will mean condensing their original working hours into four days meaning employees work longer hours which could lead to higher stress and burnout (Kelly, 2022). On the other hand, cutting employees’ hours to work eight hour days for four days a week can also have a negative impact, as this would mean financial implications for most people (Financial Times, 2022) not to mention less production for organisations leading to less turnover.
However, Pricewaterhouse Coopers have recently implemented shorter Friday working hours during the summer months with the condition that employees have finished their work for the same amount of pay and reported that 90% of its staff felt the incentive had a great impact on their wellbeing and greatly improved their family lives (Kollewe, 2022).
Ultimately, flexible working means giving employees the freedom to choose when, where and what hours they choose to work, and so the whole idea of implementing a four-day working week would be to give the employees the choice to do this rather than force the circumstances upon them (CIPD, 2021e). Providing the circumstances do not have a negative impact on the employees’ mental, physical or financial well-being, then the initiative can have great benefits to both employees and the organisation’s performance. Condensing the 37-40 hour week into four days provides a win-win situation for employees and employers and therefore can be of great value to an organisation’s strategy and profitability.

Q.2.3.a
The IR35 legislation was implemented in 2017 to ensure that ‘off-payroll’ workers or contractors who would have been an employee were paying the same income tax and national insurance as employees would (Gov, 2021a). On the 6th of April 2021, the responsibility of deciding whether the rules applied to workers was further extended from public authorities only, to public authorities, and large and medium-sized businesses (Gov, 2021a). 
As HEL have more than 50 employees and an annual turnover of more than £10.2 million (CIPD, 2022a), this meant that the responsibility for deciding if the rules applied to the workers or contractors fell on HEL. At the time, HEL had around 6 sub-contractors working with HEL as their client, in many of these cases, HEL was their only client and would be classed as an employee. This resulted in HEL having to make determinations against each contractor using the ‘Check Employment Service for Tax’ service through the HMRC (Gov, 2021b). Contractors who were determined to fall within the IR35 rules were then contacted to be made aware of their status. 
Fortunately for HEL, after many discussions, most of the contractors were placed on HEL’s PAYE as full-time employees. This had many benefits for both the employees and the organisation. Becoming an employee meant more rights and protections, such as holiday pay, sick pay and protections against unfair dismissal (CIPD, 2021f; ACAS, 2021). The contract between the organisation and employees is also a lot clearer and is less blurred leading to a reduced risk of disputes (CIPD, 2021f). Furthermore, being an employee with enhanced benefits means that employees will be more engaged with the company and therefore more productive. On the other hand, the employees are now having less pay as they have enhanced benefits and no longer have tax or National Insurance relief. Ultimately, the implementation of the IR35 rules has resulted in a more structured workforce and provided clear benefits therefore, overall, the effects of this change have been positive.
Furthermore, in April 2022, the National Minimum wage along with other statutory rates was increased through government policy (CIPD, 2022a; CIPD, 2022b). The national minimum wage was increased to the Living wage as of the 1st of April, which meant the HEL had to review their pay rates. As HEL generally follow the JIB (2021) determination for pay, the organisation was largely unaffected, however, this did affect the pay rates of most of the organisation’s apprentices and some employees.
With the cost of living increasing, this was an extremely positive legislation change for people who are on lower earnings as it means that they are able to afford things easier and have fewer worries outside of work which can have a huge impact on their performance and attitude in work leading to higher productivity levels.
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