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Section 1: Question 1 
The CIPD professional standards supported my delivery of an effective HR service during the pandemic crisis as the behaviours and knowledge of a HR professional (CIPD, no date) influenced the way in which I reacted to unexpected change to the work environment, I will use Gibbs reflective cycle (The University of Edinburgh, 2020) to reflect on this experience. 
Description:
The Covid-19 pandemic brought rapid change which meant HR professionals had to adapt quickly which highlighted core behaviours such as ‘valuing people’ and ‘situational-decision making’ as people’s wellbeing was made a priority as we begin to see a change in organisational culture (Hilton Segal, 2021) and HR influenced leaders to adapt the business to reflect the future of work and placed a key role in coordinating the change to ensure business success (Brower, 2020).
Feelings: 
I feel that during the pandemic my core behaviours and knowledge were amplified such as employee relations and the need to be transparent while communicating as the pandemic has highlighted the importance of following proper process and communicating effectively (Godlee, 2020; Windsor, no date). I feel that my core behaviour of ‘valuing people’ had become one of the most essential throughout the pandemic as it allowed me to support employee wellbeing and have thought for how to manage change while continuing to provide support throughout the uncertain events of Covid-19 as when employers and HR professionals go beyond to support employees it can improve engagement, organisational culture and can reduce staff turnover (CIPD 1, 2021). 
Evaluation: 
One positive of the pandemic would be that I feel there has been a change in organisational culture within our organisation as we see more employees asking questions openly when they have concerns surrounding the uncertain situation and individuals approach HR to seek support when they have issues surrounding wellbeing which has provided me with better opportunity to provide support and a better workplace culture. However, I feel as certain knowledge/behaviours took the forefront during the changes brought by Covid-19, some of my values weren’t prioritised where I now feel they should have been such as ‘passion for learning’ and ‘technology and people’ to cope with the change in work environment and to provide them with greater support to adapt with the business and to personalise experiences to create understanding (Emmett, 2020). 
Analysis: 
All in all, I believe that the CIPD professional standards had an influence over the positive organisational changes that occurred as a result of the pandemic as they are a key part of my values and how I evaluate change following the principles-led approach (CIPD, no date). The knowledge and behaviours were applied to my HR service particularly in valuing people and providing people with the support to effectively transition to the culture created as a result of change but I recognise I haven’t utilised some of my knowledge as I should have, most predominately ‘passion for learning’ as learning and development opportunities were not offered as regularly to employees which must be prioritised in future as organisations being to focus on developing employees to aid in technological change (Freeland, 2020). 
Conclusion:
The CIPD professional standards have provided me with the knowledge to provide an effective HR service to my organisational during the pandemic and have influenced the decisions and changes that have been made throughout. I have learned the importance of the impact that valuing people can make and the positive change it can create throughout the organisation, as well as the importance of making effective decisions with people and the organisation at the forefront. I feel that in the context of the pandemic as a HR professional it benefited the organisation for there to be a focus on employee wellbeing and change management as it highlighted how nurturing employees can have a positive impact on business (Harbert, 2021). 
Action Plan:
 In future, I feel that if a situation like this were to occur again that I would not fixate on one element but be forward thinking and apply other knowledge and behaviours such as ‘learning and development’, ‘inclusion and diversity’ and ‘evidence=based practice’ to understand the best long-term strategy to combat the situation. 

Section 1: Question 2 
One of the approaches to leadership which is thought to be best suited to leading in the context of the pandemic would be compassionate leadership. This is due to the face it can be seen as the best way for leaders to provide their employees with support during an overwhelming experience such as Covid-19 (Bailey and West, 2020). The effects of Covid-19 have left employees feeling emotionally overwhelmed and many have experienced a decline in their mental health, this highlights the importance of a compassionate leader should be willing to be vulnerable and support their employees during a crisis situation such as the pandemic to develop support networks and make employees feel valued (Nielsen et al, 2020). Within G D Harries & Sons Ltd we looked to provide our employees with a wider range of benefits and support over the period of the pandemic such as employee assistance programmes and the appointment of mental health first aiders, this supportive and open culture we are looking to achieve would need to be adopted and demonstrated by leaders within the organisation for it to be truly effective (Edwards et al, 2018). Therefore, compassionate leadership could be seen as essential to create a supportive work culture which is important for organisations as it can help to retain employees as compassionate leadership could improve employee job satisfaction and organisational commitment (Poorkavoos, 2016).
Another approach to leadership which is thought to be best suited to leading in the context of the pandemic is trustworthy leadership. Trustworthy leadership would be seen as an effective approach to leadership during times such as a pandemic as a way to instil trust within their followers, this would require accountability from the leader and for them to communicate effectively with their followers to build up the trust (Ahern and Loh, 2021). Trust in followers provided by leaders can have many benefits such as improved engagement, better collaboration between teams, employees are more productive and can help to retain employees (Zak, 2017). The reason why this leadership approach would be seen as being one of the best suited during the Covid-19 pandemic would be due to the increased need for better communication as a result of changes to the workplace such as remote working and the lack of face-to-face management and many leaders had concerns of employee performance which could destroy the trust relationship (Parker et al, 2020). G D Harries & Sons Ltd are beginning to implement further flexible working throughout the office as a way to limit numbers within the office due to Covid-19, for employees to effectively work from home leaders would need to provide them with effective communication and autonomy while feeling that they are being trusted to do so as their performance should be based on productivity not how many hours they work (Deloitte, no date). During times of unexpected organisational change as a result of an event such as a pandemic trustworthy leadership would be needed for leaders to take transformative action but there can be barriers as there needs to already be some element of trust for leaders to build on (Ahern and Loh, 2021). 
In conclusion, both compassionate and trustworthy leadership styles would be suited for leaders to use in the context of the pandemic as they can empower and engage employees (Zak, 2017) while improving the dynamic within the organisation (Nielsen et al, 2020). Trustworthy leadership in particular fits in well with the future of work, providing leaders with an effective way to manage their teams and their productivity through flexible working (Deloitte, no date). However, there could be a possibility that these leadership styles could be combined as they produce similar outcomes, it was previously found leadership styles such as transformational and empowering leadership can (Gunzel-Jenson et al, 2017). 

Section 1: Question 3 
One formal structure within G D Harries & Sons Ltd (GDH) that hindered the management of people throughout the Covid-19 crisis is our organisational structure, this is due to the lack of clarity of who reports to who and we are delayed from rapidly reacting to change as all decisions currently have to be run through the general manager which hinders our crisis response capability (Deloitte 1, 2020). On the other hand, one informal structure within the organisation that helped with the management of people throughout the Covid-19 crisis would be that many members of management seemed to change focus to employee wellbeing throughout the pandemic as concerns surrounding mental health were raised as it was in many organisations (CIPD 2, 2021), it can be argued that formal policies can be ineffective in identifying employee needs and the culture we create as a result of change can be more effective (McCord, 2017, p.15). At the beginning of the pandemic elements of both formal and informal structure hindered the management of people at GDH, firstly, the formal structure caused a lack in process to facilitate employees working from home due to the nature of our operations, although some companies did re-deploy operational workers to work from home occupations (Coates, 2021) this was not affordable for GDH at the time. The informal structure that impacted on the ability to work from home at the start of the pandemic would have been the assumptions of the managers as they expressed reservations surrounding how it may affect their productivity which implied a lack of trust which had a knock-on effect on employee motivation, engagement, and productivity within the office (Davis, 2020). Although we are beginning to enforce these options now under new management, this could have been an opportunity to build trust between leaders and employees within GDH which would have helped us build higher levels of productivity, exceeding expectations and having the confidence to work independently without the support of their leader (Brower et al, 2017). Another way in which our informal structure hindered the management of people throughout the pandemic was due to the job responsibilities of those who were placed on furlough not being distributed and the process of how operating procedures were managed became unclear which placed stress and worry on those remaining in the office (Cassady, 2020). Another formal structure that has created a barrier within personnel management is that performance seems to be the key reason why employees develop into managerial/supervisory roles within GDH instead of their behaviours having an influence, this can result in retaining a command-control style of leadership and it would be beneficial especially during a time such as the pandemic to instead encourage people-centred leadership and to promote those who can communicate effectively (Owen et al, 2015). Lastly, another informal structure which was damaging towards the management of people in GDH during Covid-19 was that a blame culture had been created over the years which has resulted in employees not wanting to contribute ideas or work on a project independently which can kill innovation which aids towards effective change (Chron, 2021). To combat this leaders’ within GDH must build collaborative relationships with their employees as a way to encourage innovation (Shuldham, 2018) and work towards getting rid of blame culture to work effectively as a team. In conclusion, there were many flaws in our formal and informal structures that were highlighted by Covid-19 but our informal structure is particular had changed during the crisis as discussed by Wedell-Wedellsborg (2020), and these have prompted a change in strategy and our organisational culture to allow us to encourage trustworthy leadership and create an innovative and engaged workforce (Meng and Berger, 2019). 

Section 1: Question 4 
When considering the ‘attention to the small stuff’ upon returning to a sense of ‘normal’, this is something that G D Harries & Sons Ltd (GDH) had adopted but there are also many things that we’ve learned from this experience that we would approach differently in future. Gibbs reflective cycle (The University of Edinburgh, 2020) will be used to critically reflect on the actions of the HR department and consider what I may have done differently to acclimatise staff back into work after the crisis.
Description:
At the very beginning of the pandemic GDH were absent of a HR department and this developed a few months later as the need for HR professionals became prominent. Once formed there was an immediate need for HR to encourage and provide advice to managers on how to ease workers back into a sense of ‘normal’ as the workforce began to integrate back to how it was pre-pandemic, management encouraging staff to open up about their experiences provides them with the relevant information to make strategic decisions (Campbell, no date).  
Feelings:
As a HR department we felt that proud we had provided employees with avenues to support their wellbeing that they would not have had prior to the pandemic, they were encouraged to have open conversations with their managers and HR regarding their mental wellbeing, what they may have been finding overwhelming and what was causing them stress/anxiety about returning to the workplace as the pandemic caused anxiety surrounding health, loss of motivation/purpose and amplified feelings of isolation (Rees and French, 2016, p.6; CIPD 1, 2021). 
Evaluation: 
The HR team had received positive feedback from employees surrounding the extra support they had been provided with and how regular check ins from both HR and their managers made them feel valued, this can help boost motivation and productivity within these employees (Adams, 2019) which provides HR with the opportunity to justify further support programmes and initiatives. However, some employees who had returned back to the workplace following furlough needed further support and refreshers dependent on how long they had been absent, which required an element of re-training to be provided by managers and any updates regarding the business, their role and how it may have altered (Baska, 2020).  The HR team and management also went through consultations with returning staff to ensure they were comfortable with health and safety procedures within the workplace to help reduce health anxiety (CIPD 3, 2021). 
Analysis: 
Although I feel the HR team were effective when considering wellbeing and implementing initiatives with management to provide effective support for the return to ‘normal’, I feel that greater attention should have been paid to autonomy and how employees felt they worked best to encourage self-persistence while working which could have resulted in happier colleagues (Wang et al, 2021). I feel that the HR department within GDH as a whole has learnt from the challenges we had experienced when shifting back to a state of ‘normal’ after the pandemic and highlighted the need to have an effective crisis response strategy that includes effective ways to manage recovery as a way to ensure the organisation can survive upon reflection of what has worked and what employees learned to be able to successfully re-commit workers (Deloitte 2, 2020). 
Conclusion:
The importance of HR ensuring employees have sufficient resources to ensure their wellbeing was progressive for GDH during the change into a state of ‘normal’ after the pandemic, this focus on employees allowed us to ‘pay attention to the small stuff’ with workers and understand what barriers they face upon their return to work. The focus on wellbeing was not only to ensure we met our duty of care but to try and increase motivations of employees and to improve the culture to promote open communication between leaders and their teams (Lewis, 2020).
Action Plan:
In future to tackle a situation similar to what we experienced during the pandemic, I feel that our HR team need to focus on a crisis management strategy (Deloitte 2, 2020) that integrates how we respond with how we will recover, although what employees learn and the changes we adopt as we result may differ it should be a framework for us to identify what we as a department should prioritise and where our attentions should be focused when integrating a workforce back to a new ‘normal’.  

Section 2: Question 2.1B
The biggest leadership dilemma facing our organisation is that we are facing low resources in terms of skilled employees which puts stress on leaders who have deadlines to meet and targets to achieve which results in less time being dedicated to strategy and the development of their teams. The struggle to recruit and retain employees was reflected by the great resignation, industries that are not able to offer high rates of pay suffered most (Kamal, 2022) but even though GDH is raising pay rates leaders still struggle to recruit for their departments as demand increases as the construction industry face skill shortages (CITB, 2021). This is our biggest leadership dilemma for GDH as the result of low staff levels, added pressure on existing staff and the struggle to recruit skilled workers can decrease employee motivation, increase levels of stress, and can cause an increase in absences (Sands, 2020). Within GDH particular roles such as HGV mechanics have been nearly impossible to recruit for as the skill shortage had been growing prior to the pandemic (Roberts, 2019). We are also experiencing high levels of attrition throughout the last year particularly for HGV mechanics, this has put pressure on the workshop leader to manage the resources that they have to fulfil the same workload and not having the time to develop, motivate and encourage staff to be innovative, which is key to effective recovery post-pandemic (Ramalingham and Prabhu, 2020). 
HR will support in the response to this challenge by developing existing individuals within the organisation to help with employee engagement and retainment of skilled workers (Cloutier et al, 2015).  HR can support by finding other routes of recruitment to help combat skill shortages as a way to provide long-term solutions such as through apprenticeships or traineeships (Grayson, 2020), this may be an effective way to teach the skills required to enable them to adopt support roles such as supervisory/management roles (Girling, 2018). Another effective way HR can help is to help employees to develop a learning and development plan if they are looking to up-skill as in-house development would decrease the reliance on the external labour markets and improve retention (Fitzgerald, 2020). 
In conclusion, pressures have been put on leaders to manage teams in circumstances where they do not have the resources required to do the job effectively which can result in a more hand on approach being taken by leaders to manage workloads and aspects such as learning and development being less of a priority. However, HR can provide leaders with support and initiatives to combat these issues and find innovative ways to retain, develop and recruit employees. 
Section 2: Question 2.2a
HRM and HRD can demonstrate that they have a critical role to play within organisations as they play a role in creating and implementing strategies, policies and procedures that benefit both management and employees to ensure higher levels of organisational performance (Hailey et al, 2006). Both HRM and HRD play a critical role in retainment and job satisfaction of employees through providing development opportunities, strategies to support employee wellbeing, job security through supporting organisational goals (Yoh, 2021) and ensuring all levels throughout the organisation follow policy and procedures in line with company strategy (CIPD 4, 2021). The pandemic has highlighted the critical role that HRM and HRD play within an organisation as they help them to manage and sustain change, the pandemic highlighted the need for compassion, nurturing people and developing them to adapt with change which would all be supported by HRM and HRD functions (Deloitte 3, 2020). In GDH HRM have played a key role in facilitating changes to the organisational structure and culture throughout the pandemic and going through the changes of an acquisition, we have been a key element of changing company values through HR practices (Miller, 2020) that are cost effective, ethical, allow the business to be flexible and give employees a greater sense of autonomy (Rees and French, 2016, p.18). Although, it would be important to note that leaders can adopt a situational approach to autonomy as some employees may need more of a hands-on approach than others (Northouse, 2020).  These changes can be achieved through backing initiatives for support resources, encouraging and supporting leaders to have tough conversations and creating strategies for better workplace conditions which has in turn motivated employees which will help us towards organisational success (Patil and Kant, 2012). These positive changes to organisational strategy and culture have had created a decrease in levels of attrition and less absences throughout GDH, which shows the benefits of the role in which HRM and HRD play throughout the organisation through building skills and addressing well-being issues (De Smet et al, 2021). 
The HRD function is an important element of ensuring that while developing employees’ employers are acting ethically and encouraging organisations to change their values to put their people over their profit to safeguard their physical and mental health and to put for equality of opportunity throughout the business (McGuire et al, 2021). A part of HR’s role could be to ensure ethical practice, but they should encourage the organisation and individuals to take accountability for their own actions, their role would be to challenge cultural under performance and ethical expectations can be promoted by HR through inductions, exit interviews and appraisals (Fuhl, 2019). 
HRM and HRD both have a critical role within organisations as they push to implement policies and procedures that will benefit the organisation and employees while helping the business to accomplish their strategic objectives and manage change during crisis. 
Section 2: Question 2.3a 
Organisations should concern themselves with ethics even if it is at the cost of profit as individuals tend to be attracted to work for organisations that hold the same ethical standards as they do and there can be a negative impact on retention if these standards don’t align (Coldwell et al, 2008). Covid-19 in particular has highlighted the need to put the health and wellbeing of employees and the planet over economic growth to provide a sense of fulfilment for people within the organisation (Moore and Collins, 2021). McGuire et al (2021) stated that organisations should concern themselves with ethics in the sense that they should have practices that encourage inclusion and participation throughout the business to encourage transformative social change which again urges HR to readjust their values in order to put people over profit or their own self-interest. Ethics act as a moral compass for the decisions that HR make within GDH, as we have prioritised health and wellbeing and provided services and support for employees despite the added costs to fight burnout as a result of Covid-19 (McKinsey & Company, 2022). 
Organisations should also concern themselves with sustainability at the cost of profit as it is embedded in the values of many individuals which can have an impact on recruitment and retention (Likhitkar and Verma, 2017) and it can also improve stakeholder perceptions of the organisations activities which can help business survival (Gomez-Trujillo et al, 2020). It can be argued that organisations need to concern themselves with sustainability with the rising concern over climate change as 2 out of 5 employees expect their company to create this kind of value in future (McKinsey Sustainability, 2021). While it is difficult for GDH to be sustainable while being in the construction industry, we do make efforts to be sustainable by implementing sustainability profits and making small changes to reduce our environmental damage such as being paperless within the office as we understand that many hold this as a value and that without it there is a potential for higher levels of attrition (Likhitkar and Verma, 2017) and that it could impact business reputation (Gomez-Trujillo et al, 2020). 
In conclusion, organisations should concern themselves with ethics and sustainability at the cost of profit as an increase in attrition due to a clash of values would cost the organisation (Smith, 2021). Additionally, the pandemic has highlighted the importance of putting people over economic growth (Moore and Collins, 2021) and this could be a factor to business survival (Gomez-Trujillo et al, 2020) as peoples values change. 

Section 2: Question 2.4B
One leadership skill which is required for effective leadership in complex environments would be creativity. Creativity is a skill required for effective leadership within complex environments as employees require their leaders to be creative as a way to produce creative outcomes and to provide them with encouragement to use innovation to produce effective ways to solve problems (Hughes et al, 2018). The need for creative ideas and effective problem solving is amplified during complex situations as leaders and employees are required to come up with alternative solutions to cope with the change, leaders who understand the importance of creativity in these complex environments should provide employees with the time to be pro-active instead of reactive (Reiter-Palmon and Illies, 2004). 
Another leadership skill which is required for effective leadership in complex environments would be the ability to motivate. Complex situations such as Covid-19 create a level of uncertainty that effects employee motivation and that motivation is enhanced during these situations when employers make decisions that reflect their values (Camilleri, 2021). This has highlighted the importance for leaders to be able to identify what is important to their employees, remove any de-motivators and demonstrate support when mistakes are made and treat them as learning opportunities to increase employee engagement (CMI, 2012). It is important for leaders to find a good balance of motivating employees during complex situations to ensure that they are motivated for their own work and collaborative exercises but not to provide them with motivators that will limit collaboration with others or to allow them to become too dependent on working within a team (Groysberg and Abrahams, 2020). 
There are some appropriate methods that leaders can utilise to develop these skills such as effective application to daily operations after new skills are learnt and leader mentoring. Often leaders will attend training/courses to develop their skills but without application to their day-to-day activities they find it hard to actually develop these skills, when learning new skills leaders should use repeated application of what they learned until it feels natural for them and it may also help to have a ‘coach’ who will motivate you to keep trying to apply the skills (Bell, 2021), which could be a role of HR. When leaders are developing it can be useful for them to have a mentor that can help them reflect on their experiences through instruments such as the Mentor-Leader Relationship Scale (MLRS) which pushes them to reflect on their abilities to motivate, innovate, integrate and evaluate during their learning and implementation of new skills (Styron Jr and Styron, 2017, p.201), which suggests that leaders need support themselves and mentoring can be a good way to ensure engagement with new information. 
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