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Section 1
Question 1 
When considering recent global events and widespread global disruption, some companies such as Severn Trent have managed to create value within their organisation by effective long-term planning as it provided both the company and the employees with a vision of where they anticipate the organisation heading which helped with employee productivity (Harris, 2020). Organisations that make decisions that reflect their long-term goals typically find that they generate more shareholder value, create further jobs, and make a more substantial contribution to the economy than any competitors who make decisions based around short term goals (Babcock et al, 2021). However, during periods of unexpected change such as the pandemic, long-term planning can hinder attempts to react as these changes emerge which can decrease the value of the outcomes such as within G D Harries & Sons Ltd (GDH) the HR department looked to implement flexible working during the pandemic which was rejected as this initiative did not fit with the organisations long-term goals of growth as GDH senior leaders adopted a cost-based approach to try and achieve this (Martin, 2014). The main reason being, similar to Severn Trent’s current viewpoint following the pandemic, that they questioned employee productivity although this could have resulted in GDH reaching a larger talent pool, increase productivity and job satisfaction, reduce absences, and enable us to reach our long-term goals at a faster pace (CIPD, 2018; Nachiappan, 2022; McCulloch, 2021). Long-term planning can provide organisations with increased value as employees have strategic direction and purpose (Harris, 2020), however, for HR and organisational functions there should be an element of planning flexibility as changes emerge to enable them to effectively react to positively impact business performance (Alpkan et al, 2007, p.152). 
Question 2 
Environmental analysis tools are valuable for the formulation of organisational and HR strategy as it allows the organisation to effectively analyse the potential impact, implications, and opportunities that the external factors may pose in order to respond effectively and reduce any risks to the business (Farnham, 2015, p.139). PESTLE for example can be used to assess the external factors such as political or environmental and assess their potential impact on the organisation, whether that is in the short or long term, which can then change the strategic direction of the organisation and the HR function as we consider the impact on workforce planning (CIPD 1, 2021). In order to ensure the information collected during the external analysis is valuable towards influencing organisational and HR strategy it would be important that with the external environment changing regularly (Trapp, 2019) and the business need to respond rapidly that this analysis is constantly reviewed to monitor any changes which can be time consuming (Buye, 2021). To ensure maximum value is created from this environmental analysis they should be used alongside an internal analysis such as a SWOT analysis (Gray, 2016) to identify internal risks to ensure that all risks to organisational and HR strategy have been identified. Porters 5 forces would also need to be considered by the organisation to monitor the competitive environment for any risks or opportunities there may be to the organisational strategy (Porter, 1979). Environmental analysis such as PESTLE, SWOT or Porters 5 forces can bring a lot of value when formulating organisational or HR strategy, for HR in particular it’s important to be aware of what impacts on the organisational strategy in order to create a HR strategy drives organisational performance and bring in the workforce needed to achieve the organisational strategy (Farnham, 2015, p.29). 

Question 3 
The CIPD (no date) have outlined essential skills that are required for a HR professional in their profession map which include behaviours such as situational decision making and specialist knowledge on areas such as organisation development and design. These skills suggest that HR can have a strong influence on organisational culture and direction through shaping people practices to meet organisational goals through employee engagement, promoting different leadership styles and recognising what organisational structure would be most effective. As the external environment continuously changes there is a need for HR professionals to utilise their strategic skills in order to adapt to change (Cohen, 2016), for example, to ensure the culture would allow us to achieve organisational goals and workforce planning to ensure we have the skills required to face future challenges. There may be a need for HR professionals to adopt a strategic leadership style as this is directly linked with managing change and empowering others within the organisation to achieve organisational goals (Farnham, 2015, p.193). For HR creating strategy to work alongside organisational goals will allow them to show their value in the business (Deloitte, 2009) in a time where jobs are at risk of automation (Manyika et al, 2017). 
One way that the HR function could be organised to support the organisation through an era of constant change would be to create a strategy which would allow the organisation to be more flexible and responsive to allow them to adapt more smoothly when confronted with frequent change (Komm et al, 2021). When considering Severn Trent their long-term goal for the HR department focused on employee engagement and getting employees to own the company targets, although they were faced with change, they managed to achieve higher employee engagement by giving employees a sense of purpose/structure as they bought in to the company vision (Bangasser, 2014). To manage this effectively and ensure that employees are always provided with a sense of purpose and structure HR should review their strategy regularly alongside the other decision makers within the organisation to monitor any changes in the external context (Farnham, 2015, p.43). For example, when considering the pandemic and how Severn Trent had approached the initial lockdowns, they had managed to re-organise how the business functioned without impacting on the clear vision of the organisation and had managed to minimise negative outcomes to the workforce by effectively planning and having frequent communication with all levels (SHRM, no date). When considering GDH, there is a need for us to be adopting ways of working which allow us to be more adaptable to change which we would need to imbed into our organisational culture to allow employees to be productive, which would need to become a long-term commitment for HR in order to create a culture where employees can freely collaborate and innovate (Walker and Soule, 2017). It would be important for HR to use effective communication when going through a period of change as any miscommunication can create uncertainty within the workforce which can lead to reduced productivity, with support from HR management should lead this within their teams with a clear vision of what they are looking to achieve from the change (Johnson, 2017). 
Section 2 
Question 2.1a
Technology was highlighted as a key resource during the Covid-19 pandemic as it allowed organisations to fast track their business models and to drive innovation to meet their goals which has led to many organisations embracing digital transformation (McKinsey, 2020). One way in which technology could be embraced by organisations to aid their long-term sustainability would be to utilise it to expand their talent pools as organisations have been faced with large skill shortages due to there being a smaller labour market as it’s become harder to recruit from within the EU (Gov.uk, 2022). Technology can ensure that organisations can introduce flexible working into their organisation for the long-term which can help the organisations sustainability as 75% of companies worldwide have incorporated flexible working policies and have found a substantial amount of company growth due to an increase in performance as a result (Business Wales, no date). As the demographics of the labour market are changing, such as we now see more women in the workplace within the UK as the numbers had risen in 2021 (House of Commons, 2022) it can give organisations the opportunity to provide flexible working arrangements that could appeal to women to expand their current talent pool (Duke, 2021; Cheese, 2021, p.35) which can lead to greater innovation (McKinsey, 2022). However, there are some organisations that have suggested those who chose to work from home may be at a disadvantage to those who come into the office (Partridge, 2021) and this would be down to HR and the company to ensure equal opportunities and pay for those who chose to work flexibly is implanted into their policies to ensure they continue to feel supported and motivated (Manktelow, 2021). We are also witnessing an ageing population within the UK which suggests that older generations could be in labour market for longer and that flexible working could actually enable them to do so (ONS, 2021). Using technology as a way to embrace flexible working could aid an organisation with their long-term sustainability as it could improve the process of succession planning for highly skilled roles which are required for the long-term success of the organisation as it could expand their potential talent pool as flexible working becomes more desirable for younger generations as they prioritise work life balance (CIPD, 2020). Additionally, technology could allow the organisation to be able to effectively handle unexpected change (Kutner, 2021) such as the pandemic as they have the resources to work efficiently in any environment which would provide the workforce with greater security as technological skills become more essential (Yale, 2021) and allow the business to continue working towards their organisational strategy (Kark et al, 2019). For organisation to ensure their long-term sustainability they should embrace technology and incorporate it into their long-term strategic goals to ensure the business can remain adaptable and retain the workforce with the appropriate skills to meet these future goals (Kark et al, 2019; McKinsey, 2020). 
Question 2.2b
The culture which is created within organisations would have a major impact on what the organisation is able to achieve, and a strong positive culture would allow employees of all backgrounds to know their importance in the bigger picture to increase engagement and lead to a greater work ethic (Atcheson, 2019). Organisations that promote a culture of diversity and inclusion outperform organisations that pay less attention to the growing need to be inclusive which places them at an advantage when faced with change as non-inclusive organisations may risk falling behind (Dixon-Fyle et al, 2020). A large proportion of the UK population come from an ethnic background (Gov.uk, 2020) and the number of this proportion of the population that are in employment is on the rise which suggests that employers are starting to utilise the skills that they offer (Sharma, 2019). Employing a more diverse workforce can bring many different skills and innovation to an organisation which can help organisations manage change such as a change in the demands of consumers and their expectations of the company (Farnham, 2015, p.330). Ultimately, it would be important for organisations to foster an open and inclusive culture to successfully navigate through turbulent times as they can utilise the skills and innovation, they bring forward to allow the business to remain competitive within their market as their business goals reflect a understanding of what the consumer is looking for from a diverse perspective (Farnham, 2015, p.330). 
As there is a higher importance for organisations to have a culture that more open and inclusive within their workplaces, the following suggestions explain ways of how organisations could achieve this:
· Leaders within the organisation need to understand the importance of diversity and inclusion and need to have a desire to create a diverse workforce, which should be reflected by them in the recruitment process, decision making and the creation of company strategy by creating clear goals surrounding diversity and inclusion (Fallon, 2021). 
· An increase in the number of employees who seek out organisations that offer a better work-life balance have increased, as well as the labour market expanding as more women enter the labour market would mean that organisations should provide flexibility surrounding working hours or allow employees to work from home when needed to try and attract diverse candidates (Farnham, 2015, p.331). Disabled workers (TUC, 2021) and those with caring responsibilities may also be attracted to a workplace that promotes flexible working opportunities which would again increase opportunities to create a diverse and inclusive workforce. 
· By altering the recruitment process to ensure advertisements and the interview process are inclusive in nature such as ensuring the recruitment process is centred on skills and experience to avoid unconscious bias (Futures, 2020) and for the HR department to set themselves diversity targets to manage their progress in changing the workplace culture (Dixon-Fyle et al, 2020). This would help to hold the organisation accountable in that if organisational data shows that for example we are underrepresented by those who come from an ethnic minority background, then we set proactive targets to upskill or recruit those from this background (Atcheson, 2019). 
Question 2.3b 
Over the last decade we have witnessed an increase in concern over the state of the environment, particularly with climate change which has put pressure on organisations from investors, consumers, suppliers, and those within their community for them to have a greater understanding of their impact on the environment and to continuously figure out ways to reduce this (Coppola and Blohmke, 2019). This will have a direct impact on organisations if they fail to attempt to go beyond just adhering to current environmental legislation as the younger generation become more conscious about the environment and may only look to consume from organisations who make positive contributions towards climate change (Winston, 2019). With the current skill shortages, many organisations have been experiencing and the difficulty to fill skilled role vacancies (CIPD 2, 2021) and with many people in the younger generation devoting their lives to climate change and choosing to work for organisations that go beyond adhering to the current environmental legislation (Lashbrook, 2021) this could further limit the talent pool for organisations who do not. Organisations should make it one of their main priorities to go beyond adhering to current environmental legislation as this can make the company less desirable to investors and shareholders can influence the behaviour of larger organisations to have a different outlook on environmental factors so for those who do not change to be greener this may mean less investment and backing from shareholders (Jefferies, 2021). 
There is an importance for GDH to drive this agenda within the organisation as they operate within the construction sector which is looked at negatively with regards to climate change (Ramezany, 2017, p.679), so this could cause us issues in the long-term when considering succession planning and recruiting younger talent (Lashbrook, 2021), we need to meet our future strategic goals. Any changes made in terms of GDH’s environmental impact would need to factor into their strategic goals as some of the resources needed to reduce the impact our operations have on the environment can cost a significant amount of money to ensure it is a long-term commitment. However, it would be important for HR to justify the need to commit to being more envirionentally friendly were possible in the future in order to retain and attract talent as well as meeting the ethical demands of customers, investors, and suppliers as this could slow company growth (Bove and Swartz, 2016). Employees should be given an opportunity to discuss their thoughts on our current environmental stance and provide ideas that they feel we should adopt, it would be important for us to work to address any matters of concern and in turn once these concerns have been addressed employees can act as advocates for our improved practices as they may discuss our ‘greener’ practices with other employees and consumers (Farnham, 2015, p.21). There is an importance to drive the agenda of going beyond the current environmental legislation and based on where GDH currently stands HR would need to focus on getting senior leaders to embrace and commit to introducing more environmentally friendly practices as well as setting themselves clear goals (Coppola and Blohmke, 2019). Leaders should also promote employee voice within their teams to allow us to address any growing concerns surrounding their health or the environment within the workforce as this can lead to greater performance and build trust with employees (Fabius and Phares, 2021, p.461). 
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