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Human Resource Management in Context Exam Answers 2022
Section 1
 1)
Recent global events have changed the world of business dramatically over the past few years.  Covid-19 dramatically sped up digital transformation causing widespread destruction for businesses within weeks.  Remote working became the new normal, employees were furloughed, and businesses closed. (BBC, 2021).

From an organisational standpoint, long term strategic plans enable a business to decide on a vision for the future considering its objectives, how it proposes to execute the plan and the tactics it will use to support the overall strategy (Forbes, 2020).  According to Boxall and Purcell (2011) HR professionals are heavily involved with strategic management as many of the decisions usually derive from HR.   To achieve business outcomes, HR will create a framework that enables employees to be hired and developed to support the long-term goals of the business.  There is no one size fits all approach, and the strategy will depend on the company’s values, culture, and situation (CIPD, 2021).  

Severn Trent despite being during turbulent times, managed to use strategic HR planning to deliver rewards and “supercharge” employee experience to accelerate employee performance.  This in turn increased employee engagement by 2.5% and the company achieved a top 5% spot in the global utility companies award.  Even though longer-term strategic targets can mean companies can focus on certain goals and objectives, rapid external and internal change can hinder the planning leading to uncertainty.

Juniper, who were formed in 2019 have a business goal of becoming “One Juniper”.  This goal stems from its 9 acquired companies over the past 24 months which offer a multitude of educational services and software that it wishes to deliver under one Juniper umbrella.  It will be a unique competitor in its industry when it achieves this as it will be able to offer the entire educational services package under one brand along with concentrating solely on the educational sector.  Although this will improve competitor strength, it is proving to be a costly and time-consuming process. The HR team work closely alongside Juniper leaders to recruit and develop the appropriate teams to achieve these goals.

2) 
When a business wishes to analyse the external environment that may potentially drive or derail its HR, professionals scan the environment in response to external change.  They work closely with business partners to address the HR issues arising from these circumstances and manage them by developing and implementing strategies.  To make these strategic decisions, there are tools available that look at the key drivers behind change.

PESTLE analyses the political, environmental, sociological, technological, legal, and economic factors.  According to CIPD (2021) a key advantage is the ability to plan for potential business threats to reduce negative impact and utilise potential opportunities.  PESTLE can be used for many different business scenarios to identify any issues that may hinder development, for example workforce planning to identify skills and employee levels to see where the gaps are for future recruitment drives (CPD, 2021).  Drawbacks to PESTLE include using the tool incorrectly if poor quality, insufficient and unsubstantiated data is used which in turn can deter effective decisions (CIPD, 2021).  Another drawback is when assumptions are made about the future based on past and current situations (CMI,2013).  PESTLE is most effective when used repeatedly to continuously scan the current environment and when used in conjunction with other analysis tools such as SWOT, Porter’s five forces and scenario planning.

SWOT is the acronym for a company’s strengths, weaknesses, opportunities, and threats.  Strengths and weaknesses are caused by underlying skills and assets whereas opportunities and threats are external factors not caused by an organisation (CIPD, 2021).  According to Farnham (2016) it is a useful way to screen strategic options where options that boost opportunities or strengths are more favourable to those that are not.  SWOT can lack structure meaning key elements could be missed and sometimes consists of meaningless long lists that can be too vague (LinkedIn, 2021).  CIPD (2021) also found that the pace of change makes it difficult to predict developments.    

SWOT and PESTLE are most effective when used in conjunction with one another to plan organisational change enabling an organisation to understand any opportunities or threats around strategic business planning for example such as brand positioning, risks to productivity and growth targets (CIPD, 2021).    SWOT can also be used for competitor evaluation alongside Porters five forces and decision making against Lewin’s force field analysis.

3)
[bookmark: _Hlk103801342]We are in an era of constant change, with rapid technological advancements, BREXIT, the global pandemic, and recessions all which effect businesses and their environments continuously.    According to McKinsey (2017) change can be tough, and executives who have led through major change can vouch for the fact that plans can fail due to unexceptional performance.   CIPD (2021) feel that HR and people professionals are best placed to drive change effectively and that failure to manage change correctly can lead to loss of market position, loss of senior management, stakeholder credibility and key employees if they are not engaged and motivated.  Aguirre et al (2014) argue that when change initiatives go wrong, the costs can be high financially, as well as the risk of lost opportunity, wasted resources and reduced morale.

Figure 1 The 10 Principles of leading Change Management (Aguirre et al, 2014)
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According to SHRM (no date), HR has multiple roles with change management, such as acting as a point of contact for any questions and concerns that employees may have as well as coordinating meetings for change and any related initiatives.  They also analyse any potential impact, develop training programs, and prepare any internal documents.  According to Lewin (1951) there are 3 stages to change management, which are unfreezing, changing, then refreezing., however the model has been criticised for being too abstract and simplistic to deal with the speed and complexity of change today.

Figure 2 Lewin’s (1951) 3 step change model
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HR professionals also play a critical role in ensuring all employees working remotely receive the same employee experience as those in the office, ensuring everyone is connected, equipped, and integrated and has everything required to be productive.  Ensuring these goals are met is essential in such unprecedented times (HR Economic Times, 2021).

PWC (2020) states that HR must evolve and transform across every element in the HR lifecycle to meet the new organisational requirements by restructuring during and after change along with increasing employee engagement and productivity.  The world of HR is ever changing and in the last decade HR professionals have evolved from being managers of personnel and employee information to being responsible for more strategic roles within the organisation (Personnel Today, 2002).   McKinsey (2021) stresses that moving towards the post pandemic era will not survive under a hierarchy of uniformity, bureaucracy and control and instead should have a flexible and responsive model that is built around demographic shifts, lower transaction costs, unprecedented automation, and more connection.  McKinsey (2021) states that HR can aid this transformation by facilitating positive change by being clear about “Who they are”, “How they operate” and “How they grow” and by using 9 imperatives that can help HR leaders to gear organisations for the future.

Figure 3 McKinsey's 9 Imperatives (McKinsey, 2021)
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Section 2
2.1
Question a)
The world has changed rapidly since the dawn of the first industrial revolution that used water and steam to drive production, followed by a second that used electric power, then a third using electronics and information technology.  The third revolution is now being built on to drive the fourth revolution, one that is developing at an unprecedented scale and speed.   It is a revolution characterised by artificial intelligence, advanced robotics, and gene editing.  According to the Government policy paper (2019), the fourth revolution will disrupt industries across the world by creating new opportunities and challenges which will require an agile regulatory approach.  
According to the Guardian (2015), companies that embrace technology retain the best people in their industry as technology empowers employees.  People now use technology in their everyday lives as it is everywhere, from social media to entertainment, banking, shopping, everything has an app or website.  Companies who want to succeed realised that the need to embrace technology would be the key to survival in a rapidly changing world.   Deloitte (2015) found that lower skilled routine jobs are being replace by higher skilled non-routine jobs and that the technology drive has added considerable value to the UKs economy by creating almost four times more jobs that have been lost.  CMI (no date) found that the pressure is on for managers to become tech savvy digital leaders ready to be able to use new platforms and technology tools to their advantage, and that the skills that are uniquely human are to an employees and organisations competitive advantage.  Leaders should ensure employees have the skills needed to run a successful business and as technology advances, skills need to advance too.  Softer skills that enable employees to thrive in the workplace are important for businesses wanting to flourish as opposed to harder skills that simply enable employees to perform their job effectively.
Figure 4 Skills required by businesses and public sector organisation (Deloitte, 2014: Survey of 100 businesses)) 
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The Training Industry (2019) also point out the importance of good leadership during and beyond “Industry 4.0” with leaders needing to understand artificial intelligence and the implications it will have on their business and employees.   
The recent global pandemic according to McKinsey (2020) has meant that consumer and business digital adoption has been pushed forward five years in just eight weeks.  Businesses had to move from office to remote work overnight, banks launched digital outreach and moved to remote service and sales teams and schools had to move to permanent online and digital learning.
In a world where artificial intelligence is rapidly transforming the way in which businesses implement their operations and communicate with their customers, robots cannot completely replace human aspects that customers require.   Forbes (2020) states that skills such as critical thinking, emotional intelligence, interpersonal communication skills, a growth mindset, diversity, leadership, and cultural intelligence skills are the way forward in the future of work.  The need to embrace change and remain flexible and adapt to ever changing workplaces and business expectations is also essential by seeing change as a positive opportunity and not a burden.

2.2
Question b)
Companies must adopt a positive company culture where all employees are supported regardless of their background, gender, ethnicity, or sexuality, and in a culture where leaders work alongside their employees, not above them (Forbes, 2019).    According to Hofsted (2001) cultural differences stem from attitudes to power distance relations, uncertainty avoidance, individualism v collectivism and male v female gender roles.   Shien (1997) states that there are 3 levels to a company’s culture as shown in figure 2 with the more visible attributes of an organisation being level 1 artifacts, consisting of objects, narratives, and activities.  Level 2 being the values of an organisation, therefore the invisible features of a company encompassing norms, beliefs and values that are referred to when discussing internal matters, and finally level 3 which is the most prominent part of organisational culture as all decisions are made based on beliefs, norms, and views of organisational members.




Figure 5 Shein's Multi-Layered Organisational Culture Model (Schein, 1997)
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McKinsey (2020) stressed the importance of inclusion and diversity and not losing momentum during turbulent times as companies could lose sight of what’s important.  The recent pandemic put many jobs at risk with the hardest hit sectors being low-skilled, low paid jobs in retail, leisure, and hospitality. The other issue was remote working and how it diminished inclusion with some employees feeling more isolated and not knowing who to turn to for specific issues.  There was also the issue of those working from home being put at a disadvantage due to poor connectivity, lack of workspace and home-schooling at the height of the pandemic.

Suggestions to make the workplace more diverse and inclusive

· Businesses could sign the Race at Work charter which aims to tackle ethnic inequalities in the workplace.  The charter provides seven calls to action that signatories can follow and must meet at least five commitments.  Companies including Shell, EDF Energy, and Sky have all signed the charter this year (CIPD, 2022).
· Diversity through recruitment may be less tenable in smaller organisations even if the intention to be more inclusive is there with larger organisations having more hiring power and resources including diversity and inclusion programmes.  The shift to remote working has assisted with this thanks to technology, as businesses can reach a wider audience of potential employees through Indeed, LinkedIn and even social media enabling them to prioritise diversity.  Forbes (2021) thinks as inclusion and diversity as the willingness to expose and acknowledge preconceptions and eliminating them by looking at the bigger picture instead of just ticking certain boxes.
· Design and deliver diversity training to change attitudes and adopt a diverse and inclusive workplace.  Ensure training is an ongoing event, use perspective thinking to enable people to envisage other employee experiences, tailor to different groups and roles, and outline clear aims and objectives for the training (CIPD, 2019).
· Celebrate employee differences and invite them to share their beliefs and backgrounds in the workplace as inclusion connects people to the business and is a reason they may want to stay.  Some companies provide prayer rooms, celebrate Pride, and hold parties to celebrate different cultures with foods and traditions (SHRM, 2018).   

2.3
Question b)

The Environment Act 2021 was the UK Government’s answer to going green following the exit of Britain from the EU.  The act came became law in November last year and promises to enhance the environment by cleaning up the county’s air, increase biodiversity, reduce waste, and restore natural habitats (Gov.uk, 2021).

Juniper is a software and services provisional company that is primarily remote or hybrid remote with all its employees connected via the cloud.  Typically, it would be manufacturing companies that would have cause to go above legislation as they leave heavy carbon footprints on the environment, however there are smaller steps Juniper can take to help protect the planet and do its part to meet government targets.  


Waste and Recycling

· Become paperless – Juniper is already 100% paperless with all invoices and services being cloud based.  Juniper may still receive paper statements and invoices through the post, but it can take steps to reduce these by contacting suppliers to request paper free copies.  
· Introduction of recycling bins at their offices with signage to inform staff members of their intentions to help the environment.

Clean Air

· Introducing greener methods of commuting such as car sharing or a cycle to work scheme to cut down on carbon emissions.  Employees can even discuss remote working or hybrid working to reduce commute times and cut down on plastic waste as employees eat food at home.

Going above and beyond

· Installation of motion-activated light switches – these can be installed at all its 7 offices to prevent lights being left on automatically saving energy.
· Enabling power saving mode for all PCs remotely and in office further preserving battery life and reducing power consumption when devices are not in use.
· Demonstrating compliance with environmental legislation, by putting into place training for its team leaders to convey the importance of corporate sustainability throughout the departments.  
· Juniper could recruit a CSO (Corporate Sustainability Officer) to oversee compliancy within the organisation and liaise and coordinate with management, customers, and employees to address sustainability issues.

The bottom line
Businesses are re-examining the way they deal with the environmental sustainability and climate change according to Forbes (2020) as Millennials demand action for businesses to do their part to reduce environmental impact.   Adhering to environmental legislation may be a burden to business owners as they see it as unnecessary constraints and costs.  Businesses do need to adhere to certain statutory regulations and international standards, however, to get ahead in business, it is important to show that a business is tackling climate change with many businesses now having a section on websites demonstrating their commitment to the environment and corporate sustainability.  Forbes (2021) states that a company with a do-nothing approach can lead to a bigger loss in the future as sustainability strategies allow a company to make longer term investments.    Costs would be quite minimal for Juniper to go completely green, as they are ¾ of the way there, but return on investment as they operate in the education sector could be extremely beneficial as schools will see their commitment to protecting the environment.
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during these turbulent times.

Companies must adopt a positive company culture where all employees are supported regardless of
their backgrounds, genders, ethnicity, or sexuality, where leaders work alongside their employees,

not above them (Forbes, 2019).  According to Hofsted (2001) cultural differences stem from

attitudes to power distance relations, uncertainty avoidance, individualism v collectivism and male v

‘Figure 2. Schein’s Multi Layered Organizational Culture Model female gender roles. Shien (1997) states that there are 3 levels to a company’s culture
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Business leaders also believe that the skils their businesses will require are going to change. Across the community
that Deloitte surveyed, most stated that they would need more digital know-how, new management and leadership
kil creativty, entrepreneurship and the ability to solve complex problems

Figure 11. Skills required by businesses and public sector organisations
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Source: Deloitte survey of 100 businesses, 2014

From brawn to brains The impact of technology on jobs in the UK
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This is a critical analysis of how organisations have embraced technology versus how they impact the
organisation, be it positively or negatively.

The world has changed rapidly since the dawn of the first industrial revolution that used water and
steam to drive production, followed by a second that used electric power, then a third using
electronics and information technology The third revolution is now being built on to drive the fourth
revolution, and one that is developing at an unprecedented scale and speed. Itis a revolution
characterised by artificial intelligence, advanced robotics, and gene editing. According to the
government policy paper (2019), the fourth revolution will disrupt industries across the world by
creating new opportunities and challenges which will require an agile regulatory approach.

"How can technology positively impact businesses?

According to the Guardian (2015), companies that embrace technology retain the best people in
their industry as technology empowers employees. People are used to technology asit is
everywhere, such as social media, entertainment, banking, shopping, everything is online as it makes
life easier. Companies who want to succeed realised that the need to embrace technology would be
the key to survival in a rapidly changing world. Deloitte (2015 found that lower skilled routine jobs
are being replace by higher skilled non routine jobs and that the technology drive has added
considerable value to the Us economy by creating almost four times more jobs that have been lost.
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