Katherine Hobbs
Student number: 1550595
Module: BMHR7004: Human Resource Management in Context
Word count: 2732


Section 1
Q1.  
Theres is not one definition of strategy; Mintzberg categorises five types of strategy: plan, ploy, pattern, position, and perspective, ensuring individuals understand the reason (Farnham, 2015). Whilst HR strategies operate in a wider framework of people and business issues (CIPD, 2021) undertaking assessments of capabilities and resources (CIPD, 2005). Both approaches demonstrate that internal resources are intrinsic to strategy success. HR will not align to business needs without workforce planning, which links business strategy and people through recruiting and developing (CIPD, 2021d). 

Short-term goals inherently ensure the overall success of long-term planning (Indeed, 2020). Dyfed-Powys Police have a government directed recruitment target with a thorough plan to achieve this; organisational agility is required to adapt to an increased number of leavers and a competitive labour market.  

For planning activities to add value, organisations must be agile; leaders in a VUCA environment must build responsiveness into practices and strategies through communication, teamwork, and behaviours (Baran and Woznyj, 2021). Severn Trent had the capabilities to adapt their employee experience strategy implementation in response to the external environment changes from a global pandemic (Powell, 2022); not all organisations are this agile.  

In the absence of long-term planning, performance is affected by a lack of employee awareness. KPIs engage employees with corporate objectives linking people directly to performance (Purcell et al, 2003). Successful strategies embed employees' views to inform formulation; the employee voice should be listened to (CIPD, 2021a)

In conclusion, long-term planning has the power to align business and people strategies however, the organisation's culture, structure, management style and ability to change, plays a role key in how successful strategy is. 

Q2.  
The rational and emergent approach to strategy creation analyses the external contexts and internal resource capability (Farnham, 2015); environmental analysis tools provide a framework for this.  

PESTLE can be used for organisational and HR strategy by reviewing external factors to maximise opportunity and minimise risk (CIPD, 2021b). Although the wider model of STEEPLE should be adopted embedding ethics into strategy, due to the rise in ethical consumerism (Jarvis, 2021).

A crucial part of risk management is to inform a PESTLE with internal resource capabilities by undertaking a SWOT analysis (Gray, 2016). A SWOT analysis can be teamed with Porter's Five Forces model for strategy formulation against competitors (CIPD, 2021c).  

HR strategy cannot be aligned to business needs without data on the external and internal environment; workforce planning activities generate information, analyse, and forecast future demands reducing labour costs, increasing retention, and improving productivity (CIPD, 2021d).  

The value added by using PESTLE depends on the industry; a large global multinational operating within a dynamic environment must be proactive to gain a competitive advantage (Kew and Stredwick, 2010). However, the global pandemic forced all businesses to alter traditional working practices (Peters, 2020) leading to innovation, creativity, and resilience growth in people (Vyas, 2021) ultimately impacting business and HR strategy.

Strategy, both HR and organisation should be informed by external forces and internal resource capabilities. In the absence of environmental analysis tools, organisations cannot develop to drive business performance; the use of people metrics and external forces provides a comprehensive organisation needs analysis to enable sustained performance through people (CIPD, 2022).

Q3. 
The launch of a new CIPD profession map illustrates that HR professionals’ skills have changed (CIPD, 2018). 

Previous HR skills concentrated on understanding the business model, collaboration and gaining data insights (CIPD, 2012a). A VUCA environment has subsequently changed the skills required. HR professionals now need to be agile with a learning mindset and have the skills to undertake horizon-scanning to lead on organisational change and strategy (CIPD, 2020).  
This demonstrates a shift to HR being proactive and integrating the HR function into the business; the global pandemic has forced leaders to seek HR views (Crabtree, 2020). To fully integrate HR, one approach is to embed a CHRO in the top layer of the organisation to steer the company by maximising human capital (Charan, Barton, and Carey, 2015). HR structure should be based upon business strategy and organisational need (CIPD, 2021f), shown through the development of HR from personnel management.

The business partnering model enables HR to become a business driver, being cost-effective, strategic, and connected (CIPD, 2021e); the ideal HR model to navigate through change. Originally coined by Ulrich in 1997, this model has become dominant in many industries (Robinson, 2006) although recruitment of a strong business partner is difficult, consideration should be given to reducing operational responsibilities concentrating on strategic HR (Gandhi and Pobereskin, 2018). 

Although there is a drive for HR to be strategic, without the adoption of technological AI and automation (Evans-Greenwood, Lewis, and Guszcza, 2017), accommodations need to be made for evitable transactional tasks. Shared-services centralise administrative tasks improving customer service and becomes a potential income-generating model (CIPD, 2021f) although transactional HR tasks could be outsourced (CIPD, 2021g); Deloitte (2021) reported that both models demonstrated their value through the recent global pandemic through evolution and adaption.  

VUCA environment, technological advances and workforce demands will shape the future HR function; although HR need to foster people-driven changes to organisational design (Sinz, 2020). Future radical HR models hinge on critical uncertainties based upon the level of automation and the quality of the employee-employer relationship (Deloitte, no date).  

A balance is needed between administrative and strategic HR; not all structures look the same differing due to organisation size. HR need to be bold in anticipating the business needs, creating a tailored HR function model (CIPD, 2015) supporting an era of constant change.  Severn Trent understood that the different business functions required different communication techniques creating a tailored HR service (Powell, 2022). 

The return on investment (ROI) that HR provide, is hard to measure; HR professionals must demonstrate the value they add through positive impact (Boudreau and Rice, 2015). Dyfed-Powys Police, the largest police force geographically, launched a smarter working project in 2019 designed to maximise the usage of buildings. The global pandemic escalated this further. Although initially the project was being undertaken by operations to reduce spending inefficiencies, HR took the lead on implementation. This demonstrates the rise in creditability of the HR function, with leaders seeing the bigger picture that HR should lead on people-centric strategies to maximise ROI. 

The future skills of HR professionals are influenced by the external environment. The CIPD professional map can adapt to future trends providing members with the tools for professional future growth (CIPD, no date). Arguably the membership lacks re-validation like other professions such as nursing (RCN, no date); this would improve the creditability of HR to others.

Section 2 

Q2.1(b)  
External factors and competitive forces impacted recruitment and retention over the past year.  

A tight labour market has given the power to the candidates to choose where to work (Richards, 2022). The number of UK job vacancies is at a record high, nearly 1.3million between February and April 2022 (ONS, 2022) although, regular wages have fallen when adjusted for inflation in the same period, with private sector wages rising more than public sector (Webber, 2022). 

Organisations are competing for top talent, adding pressure to recruitment strategies (Jones, 2021). A strong employer brand not only attracts talent to your organisation through a competitive advantage but can increase retention (Indeed, 2021). Employee referral programmes allow engaged employees to recommend the business; InMobi undertook a large-scale marketing campaign on a referral programme that rewards employees with experiences rather than cash awards (Petrone, 2015), although the viability of this in current economic climate is questionable. 

Russia invading Ukraine has caused the rising fuel costs (Partington, 2022), inflation has risen to 9% (ONS, 2022a), and the wholesale price of energy rises as supply decreases (Fleming, 2021). These economic factors have created a cost-of-living crisis; as pay is being squeezed, individuals will search for jobs with higher wages, evident through nearly one million job-to-job moves in the last quarter (ONS, 2022). 

Public sector wages are typically confined within pay scales, therefore, increasing individual wages is not viable without government intervention; exploration of other retention strategies is paramount for organisations unable to raise wages. Employers have embraced upskilling to fill hard-to-recruit vacancies (CIPD, 2022a) reflecting the government pledge for employer-led training (Education Committee, 2020).

Considering these economic factors, economists predict a recession (Partington and Elliot, 2022) with a loss of disposable income, spending on non-essential items will decrease. As demand decreases, redundancies could rise. Unmotivated individuals may choose to stay with an employer due to redundancy rights after two years' service (Gov, no date) distracting other employees, directly impacting performance, costing the business money and time (Smith, 2018). 

The global pandemic shifted employee priorities and individuals made decisions on where to work based on employer treatment; known as ‘the great resignation’ (Morgan, 2021). Organisations should use learning from this to build teams aligned to the business model (Trehan, 2021).

Another social influence is the shift to flexible working with some employees confirming they would leave employment if they were asked to return to the office (Broom, 2021), attributing homeworking to increased work-life balance and reduced commuting costs (CIPD, 2021h). Offering homeworking, widens a business' access to talent; decreasing employee turnover which is more cost-effective than new hires (Friedman, 2022). With costs being squeezed for businesses too, the cost of recruiting a bad hire is around £12,000 therefore recruitment decisions need to be rigorous (Green, 2021). 

HR strategies should be inclusive considering the need to grow talent in the current labour market. IBM have fostered an approach of offering internships to local students of under-represented groups (Agugliaro, 2021); investing in a younger workforce creates a committed future talent pipeline, shaped to address future skills gaps (CIPD, 2012). Although businesses must have a clear mission and personal development plans to retain younger workers (Cave, 2022). 

In conclusion, recruitment and retention will continue to be major issues for HR as organisations navigate the volatile external environment; skills shortages, the threat of recession and the cost-of-living crisis impacts workforce decisions on where to work. 

Q2.2(a)  
The pandemic has raised the demand to work flexibility with a recent government consultation seeking views to make flexible working the default rather than waiting 26-weeks before having the right to request (Gov, 2021). A four-day working week is a radical move away from the archaic, 8 hours, 5-day working week (Templeton, 2020). 2022 will see 3000 UK workers undertake a six-month four-day working week trial in response to the current competitive labour market and supply shortage (Jolly, 2022). 

Adoption of the four-day working week currently creates a competitive advantage by improving the employer brand and becoming an employer of choice. Atom Bank saw a 500% surge in job applications when they adopted this working pattern (Partridge, 2021), although if implemented through public policy, this would not apply as all organisations would be on a level playing field.

A four-day working week gives organisations access to a wider talent pool; attracting females back into the workforce who otherwise would be discouraged by traditional working patterns due to family commitments and childcare costs (Templeton, 2020). Recruiting more females will decrease the gender pay gap, taking steps towards an equal workforce impacting recruitment and retention. 

The successful implementation of a four-day working pattern requires employee buy-in. When Perpetual Guardian announced the move to a four-day working week, the CEO asked employees to brainstorm ways to retain the same levels of productivity promoting creativity (Peters, 2018) this allowed individuals to notice their own inefficiencies. If implementing as public policy, consideration should be given to offering organisations time to create an individualist people centric approach, driven by employees. 

The HSE reported a loss of 17.9 million working days to stress, anxiety and depression, due to the pressures of work deadlines and busy home life (CIPD, 2022b). A four-day working week would allow individuals to spend more time undertaking activities at home without impacting on work improving productivity. However, there is little data available as to whether mental health illnesses would increase if the same amount of workload was squeezed into a shorter week or longer working hours. 

The benefits of having additional time off will not only increase work-life balance but will boost the economy with individuals spending money on goods and services such as shopping, tourism, and hospitality (Henley Business School, 2019) although HR infrastructure will need to think critically about task management and job rotation (CIPD, 2019). 

Adopting a four-day working week would require a review of operating business hours, having a direct impact on HR workload with a rise in administrative tasks to consult, review and issue updated employment contracts (Templeton, 2020). The four-day working week model will need to be sustainable for all employees from CEO to frontline workers (Christian, 2022) which may require a radical transformation of operations. 

In theory, a four-day working week improves employees' work-life balance, organisational productivity and boosts the economy however the model is restrictive and does not suit all UK sectors fairly. Despite the benefits, the government should concentrate public policy on creating flexibility for all from day one, concentrating on individualist needs rather than creating a model for employers to implement and fit into their operation.

Q2.3(a)  
Dyfed-Powys Police (DPP) has been impacted by government policy and legislation. 

The UK has been led by the Conservative party since 2010, appointed through the 2019 general election manifesto pledge which includes the recruitment of 20,000 additional police officers (Conservative, 2019). 

DPP have been allocated a proportion of this uplift, impacting the workforce plan, as officer establishment needs to be maintained to ensure they are no monetary fines. Subsequently impacting on planned change management processes of workforce modernisation for police staff roles. Resources in terms of HR, positive action, and communication professionals, have been allocated to increase officer recruitment, therefore, impacting other elements of recruitment such as improving the employer brand and increasing attraction through creation of a talent attraction strategy. This 2019 pledge has been criticised nationally as in 2010 the Conservative Government undertook a spending review (HM treasury, 2010) and police officer recruitment was frozen, depleting officer numbers; mixed messages taint the public view on policing. 

Mandatory gender pay gap reporting was launched with the aim to create a modern workforce (Gov, 2017). The impact of this was two-fold; it highlighted areas where improvement was required, concentrating HR attention on creating an action plan however it impacted employer brand, diminishing DPP as employer of choice for females. It highlighted barriers to females’ progression, causing resources allocation to reduce perceived barriers; engagement surveys and line manager training were utilised. 

In 2020, employment law changes saw DPP adapt their recruitment processes to comply with issuing written statement of employment particulars from employment commence date, however, in the same year, the Parental Bereavement Leave and Pay Act 2018, providing parents the right to two weeks paid leave if their child under 18 years old dies (ACAS, 2020) did not require any policy or process changes as this was already in place to support employees. 

The national living wage increased in April 2022 (Gov, 2022) however for employees their roles have been de-valued as public sector pay was frozen in 2020; although only lasting one year (House of Commons, 2021) the pay rise has not been realised by employees yet due to bureaucratic union negotiations. 

Conversely, the absence of government policy and legislation can increase the national demand for policing. Insulate Britain protested to lobby the government to insulate all homes by blocking key roads causing disruption (BBC, 2021) costing another force over £4million to the police (Almond, 2021). Although this spending does not directly impact DPP, increased policing costs nationally impact future budgets for all forces, reducing the finance available for policing priorities. 

In the last 40 years, a Neoliberalism economy promoted a free market with easy movement of trade with little state intervention (Collington, 2020) however COVID caused businesses to receive state support to survive the pandemic. The impact of increased spending will impact future economic government decisions, directly impacting future funding allocated to DPP, although planning for this is difficult. 

The recent local county council elections indicate that the public has lost confidence in the Conservative government as they lost approximately 500 seats (BBC, 2022) contributed to ‘Partygate’, poor management of the cost-of-living crisis with failure to issue a windfall tax on energy providers (BBC, 2022a) and overall disconnect from the general UK public. A change in government party would change the direction of future public policy and legislation impacting DPP. 
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