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Section 1
Question 1
Using Gibbs’ (1988) Reflective Cycle, I will reflect on how the CIPD Professional Standards (2021d) supported the effective delivery of the HR service I provided during the pandemic. The CIPD Professional Standards (2021d) provides HR professionals with robust guidance on how to provide a service confidently and competently. During the turbulent time of the pandemic, the CIPD Map (2021d) has provided further support. 
 
Description
The organisation for which I work as an HR Partner is a Further Educational college situated in Mid-West Wales (Coleg Ceredigion, 2022). My HR Partner role focuses on the two campuses located within the county of Ceredigion.
During the pandemic, HR departments have faced many challenges; such as implementing new rules and policies, the increased impact on recruitment, employee retentions, managing remote teams, and mental health and wellbeing. All of which have had direct implications with the HR provision at CC.
 
Following the national lockdown in 2020, all employees were required to work from home. It was impossible for all roles to be undertaken remotely, which lead to HR undertaking skills assessments and appropriately redeploying employees into temporary roles. For those who were unable to be redeployed, HR and the senior leadership team concluded to furlough these employees. 
 
Feelings
When the first national lockdown occurred, this was an unprecedented, uncertain, and changeable time, and understandably, employees became concerned. With the requirement of remote working, some employees embraced this, whilst others struggled to overcome the feeling of isolation; which impacted their mental health and wellbeing. I needed to find a balance of managing personal experiences whilst ensuring I deliver a high standard of service. 
 
Evaluation
One of the core behaviours of the CIPD Map (2021d) is Ethical Practice. As I am at the Associate level, I am expected to make ethical and correct approaches in my delivery, consider the implications of my actions, provide explanation and robust reasoning behind my decisions whilst demonstrating consistency and professionalism.
The senior leadership team had many strategical meetings to plan for temporary closure which resulted in promptly issuing staff with equipment and resources to undertake work remotely. The contingency planning and contributions of colleagues helped positively transition the move from office-based to remote working.
The decision to redeploy and furlough employees required sensitive consideration of their position within the organisation, financial implications on the employee and organisation as well as how this would be communicated to the employees. HR conducted an in-depth skills analysis to identify those who could be reemployed and those that will be furloughed. It was important that this process was done carefully to prevent discrimination. 
 
Once decisions were made, to avoid any confusion or worry, HR informed staff of the decision and how this was agreed, also allowing for any questions. Despite resistance from some redeployed employees, the clear communication in this process proved to be successful. Another positive of this process was that the organisation honored full pay to their employees despite the furlough scheme only offering 80% salary (Gov, 2020). This helped staff feel valued and appreciated.
A negative element of this process was the decision to furlough staff was not made instantly, leaving some staff confused as to their expectations whilst remote for the first few weeks.
 
To encapsulate the true experiences of the workforce, HR devised an employee questionnaire focusing on wellbeing. This decision was led by the importance of employee experience; a specialist knowledge area within the CIPD (2021d) map. I am expected to assess management behaviours and practices and how they affect experiences.  By opening up the opportunity for employee voice, HR was able to understand areas in need of improvement. This was a positive service provided by HR as the results identified areas of concern.
The results identified that despite clear communication from senior leaders, it was middle management that was at fault for bridging the communication gaps. Many departments maintained high levels of communication and engagement. However, a concerning number of departments were not receiving regular or sufficient communication and support and communication whilst remote. This evidently impacted employee engagement, wellbeing, and their working environment. 
My role to resolve this was working on wellbeing packages. Following this, further opportunities were available to staff, such as mindfulness and yoga sessions. This enabled staff to focus on their wellbeing either independently or online with peers. 
However, on reflection, there needed to be a greater focus from the start on providing managers with the skills and capabilities to manage their teams remotely, through bespoke training packages. Not having this, proved to have negative impacts on some teams.
Conclusion
In conclusion, the CIPD professional standards played an integral part in ensuring the effective delivery of HR during the pandemic. To improve the experience for all, in the future I would ensure that clear guidance was given to all employees from the offset to reduce any confusion and show transparency of possible outcomes. I would also guarantee managers are equipped with the soft skills required to effectively manage remote teams.
Action
To enhance the efficiency of HR delivery, I would revisit communication methods and implement bespoke training packages for all managers to complete to assist with their remote management methods.  
 
Question 2
Leadership is a process, not a characteristic or a personality trait (ANZSOG, 2017) and there are various ways in which leadership is defined. Northouse (2016) defines leadership as “a process whereby a person influences a group of individuals to achieve a common goal”, however, Grint (2010) believes that leadership requires individuals to be successfully lead; by integrating the ideas and work of others in order to achieve the outcomes (Yukl, 2012).  
To lead effectively during a pandemic and within a VUCA environment that is so unpredictable and uncertain (Forbes, 2018a), a leader must acquire skills that allow them to think ‘outside of the box’ whilst applying attention to detail to their decisions and actively listening and learn from their peers. Katz (1974) identifies three key skill approaches that must be adopted in order to lead; Technical Skills, Human Skills, and Conceptual Skills. Similarly, Boal and Hooijberg (2000) believe leaders should have three skills, however, these are identified as the Ability to learn, Capacity to adapt, and Managerial Wisdom.
 
The leadership approaches best suited to lead during a crisis would be Complexity and Adaptive leadership. Leaders of the complexity approach understand that they are unable to draw on previous experience as this does not provide answers or foresight due to the continuously changing and limitless environment. The aim of complexity leadership is to explore the creative, learning, and adaptable behaviours of an organisation.  This leadership theory understands the need to adopt multiple leadership styles that may coexist in order to achieve the best outcomes (Uhl-Bien, Marion, and Mckelvey, 2007). Rather than embracing a linear approach, complexity leaders are able to manage situations as collateral as the Covid-19 pandemic. 
Adaptive leadership is another practice suited for leading during a turbulent time. This leadership approach provides organisations with the ability to adapt to great change (Heifetz, Grashow, Linsky, 2009). Contextual awareness is vital in solving problems, leaders must analyse situations from the beginning, instead of applying fixed approaches or self-opinions; this ensures conclusions are drawn with an open mind following a review of all evidence, which is a process of continuous learning. This emphasises that powerful leadership is developed through experiences and is not a characteristic trait.  
 
Adaptive leadership differs from technical capability as the role of an adaptive leader is to draw on their creative and social approach to empower their audience into tackling challenges themselves (Northouse, 2018). 
 
Heifetz, Grashow and Linsky, (2009) recognise 6 principles for leading adaptive work. To begin with, they suggest ‘Getting on the balcony’ and observing the practices from above before identifying the adaptive challenge. The third principle is regulating distress, instead of protecting individuals from the truth, Heifetz (2009) suggests exposing the organisation to the reality, in order for individuals to appreciate the need for change. Leadership in this context involves the maintaining of disciplines, and focusing individuals on the need to change, whilst addressing any resistance in a meaningful and productive way. The principles also suggest giving work back to the people, which means, allowing staff lower-down the hierarchy to take greater responsibility, as they are often the ones who can foresee change before their superiors.  To avoid any opposition from the staff, managers must increase their support and reduce their control (Heifetz, 2009). 
 
In my organisation, no specific leadership style was adopted, the organisations senior leadership team worked together to devise a plan for the foreseeable without any clear leadership approach.
 
[bookmark: _GoBack]Although elements of other leadership theories, such as authentic, purposeful, servant, and trustworthy have beneficial factors, they cannot be applied as a standalone leadership approach in a crisis. Literature has criticised authentic leadership as being arrogant and relying on emotional manipulation, whilst losing sight of the organisational vision. This disputes the ethical stance of the leadership and opens opportunity for intimidating and coercing behaviour; behaviours that cannot be adopted during an uncertain and apprehensive period (Evans 2008, Furnham, 2005, Mullins 2013) and Legge 2005). Similarly, Greenleaf’s (1977) Servant leadership style also has flaws in its approach reducing the suitability to apply in a time of crisis due to the lack of clear guidance and authority. It is also an inexperienced approach and may require a cultural change to embrace; which is not ideal during an intensive change in the external environment.

Question 3
[bookmark: _Hlk92950804]There are formal and informal aspects to every organisation. The formal aspects are often rigid and are visible, there are rules, procedures, and official processes that must be followed in order for decisions to be made (Roberts, 2016). The structure is hierarchical with members working collaboratively to meet the organisational goal. The informal aspects of an organisation contradict the formal arrangements (French 2016) and are the hidden elements such as the networking, commitments, and mindsets of the employees.
 
In my organisation with is a further education college the organisational structure is hierarchical, whereby communication and decisions are made using the top-down approach (ACAS, 2014). This structure has hindered the management of people during the crisis due to decisions and planning being decided at a high level, without involvement and contribution from teams and employees; this can lead to a decline in employee voice and the feeling of being valued in the organisation. Following the decision-making, the process of communicating the outcomes through the appropriate channels can take a considerable amount of time for staff, due to the layers of the structure. Communication was paramount during the pandemic (Forbes, 2020a), and it was important that all remote employees received the information in an effective way. Poor communication methods can lead to confusion, resistance, and disengagement from the workforce, elements that hinder relationships and can question the effectiveness of the leadership (Wilkinson and Taylor, 2016).
The informal structure at CC has developed and strengthened during the pandemic. Despite moving from office-based teams to remote teams, there have been various informal procedures set up by employees such as online book clubs, menopause awareness groups, lambing live, and yoga and mindfulness sessions. Employees established their own means of networking and communicating to build an informal community, which provided crucial social support for those feeling isolated. The groups created also focused on wellbeing and allowed opportunities for best practices to be shared amongst departments. Amongst the depth of the lockdown, certain managers lowered the expectations of their staff to sympathise with the personal and professional adjustments individuals needed to take, this increased the feeling of trust and value within the organisation, which in turn increases motivation and engagement which positively impacts the management of team (Purcell, 2010).
CC has rigorously followed the traditional 9-5 working, however during the lockdown, this was relaxed in consideration of the change and new lifestyles of employees, understanding childcare and caring responsibilities may affect working hours. The flexible working proved to be successful as employees felt appreciated which lead to greater output of work and productivity; CIPD (2021e) research found productivity rose by 71% for staff who were able to work flexibly. 
The informal structure has helped the management of people at CC as it has done with Netflix. Netflix (2017) is known for using an informal structure within their organisation. Their focus is on the company culture and the values and behaviours of their employee, which has motivated high performance.
 
However, since returning to the office, despite formal flexible working requests increasing as predicted by ACAS (2021), CC has returned to previous formal working ways, which is hindering the management of people, with the feeling of frustration and reduced drive. Jim Hagemann Snabe’s statement of “renewal, not return” has not been followed within my organisation as we have returned to former ways, without moving with the times.
 
Merete Wedell-Wedellsborg (2020) states that a crisis can change the order of an informal hierarchical organisation due to the change in importance. Yet at CC, the formal structure remains despite the negative impact it may have caused the workforce.
 
Question 4 a)
Merete Wedell-Wedellsborg refers to the importance of returning to the office with the focus on the ‘small stuff’, and it’s inevitable that individuals will react to the return in different ways (People Management, 2020). 
 
Using Rolfe et al’s Reflective Framework (2001) I will critically analyse the actions taken by the HR department at my organisation on the return to on-site working.
 
What
In September 2020, my organisation took the decision to commence the return to work to attempt restoration of ‘normal’. Prior to the return, I facilitated staff questionnaires that focused on how employees felt about returning to campuses with Covid-19 still around. It is important that employees feel heard and understood (McKinsey, 2020). HR met with staff who reported concerns or anxiety regarding the return. From this, we were able to arrange individual risk assessments alongside the organisational health and safety risk assessment. We committed to strict social distancing measures which included one-way systems, mask and visor wearing, screens and ventilation, and a maximum number of individuals in certain areas/rooms (HSE, 2021).
As well as concerns regarding the virus, others had anxieties about returning to the workplace after many months of remote working, in an attempt to overcome this, phased returns were suggested and followed in the hope to reduce the overwhelming feeling (HSF, 2020). However, not all job roles allowed for phased return. People facing roles such as reception were required to return to on-site working once the decision was to reopen the campuses. In hindsight, further support should have been offered for front-facing roles. 
 
The use of technology within the organisation drastically increased. During lockdowns, HR set up a daily drop-in session where employees could attend with any issues or questions they may have. Similar to Wedell-Wedellsborg’s (2020) statement, this maintained the accessibility of the department with a high level of an online presence. 
 
So what
At the point of return, it was important for HR to work collaboratively with management, and to remind managers that in line with government guidance employees could not be forced back to the campus if they are able to work from home (ACAS, 2022).  This shift also identified that we were undergoing another period of change. The frequent changes can have an effect on the resilience of employees. Unfortunately, the HR department did not take advantage of supporting employees with the assistance of change management theory. This missed opportunity may have proven to be effective in the process of return, by preparing managers for the various stages and reactions to change (Kubler-Ross, 1969).
 
Now what
In conclusion, the return was achieved successfully using a flexible approach with wellbeing and safety at the forefront (CIPD, 2021b). Informal setups carried on, allowing staff to focus on their wellbeing and maintain contact through online groups. Virtual meetings have also continued which allows HR to be in ‘two places at once'. This strengthens the delivery of service due to the reduced traveling time and is an inclusive way of meeting with the workforce (Forbes, 2020b).
 
 
 
 
 
 
 
 
Section 2
2.1 a)
The Oxford English Dictionary (OED, 2019) defines precarious as dependent on chance or circumstance, likely to fail, and exposed to risk and insecurity. This supports Prosser’s (2016) definition of precarity when applied to employment. Prosser (2016) described precarious working as an employee that is associated with contractual insecurity; often seen in the Gig economy with temporary, fixed-term, and zero-hour contracts (Gumbrell-McCormick, 2011).
 
Butler (2017) believes living precariously is no longer a minority, this form of contract and living is now becoming popular in today’s environment.  
 
The growth of precarious work is a result of both workers seeking flexible hours that fit around their personal lives for work-life balance, and employers offering more and more temporary positions. This style of working usually attracts young people, the elderly, disabled, migrants, and women (Kalleberg, 2012).
 
At my organisation, over 30% of the academic workforce operates on casual contracts which are issued year on year. Hours are dependant on the intake of learners on their courses and whether this generates enough hours to warrant them.
Organisations must not discriminate between temporary and permanent employees; both are entitled to the flexibility and accessibility of all employee benefits, such as holiday pay and training events.
 
Precarious working is known to have benefits for both employer and employee. Organisations offering flexible employment are reported to have greater flexibility and cost savings with contracts terminating once assignment-based employment has ceased (Lepak and Snell, 1999). The advantages of these working conditions on the employee have seen an increase in satisfaction (60%) due to the flexibility of choosing your own hours (CIPD, 2017). Alongside this, gig economy workers claim to have more independence and autonomy over their work which has improved mental wellbeing (TUC, 2018).
 
The disadvantages of precarious employment can lead to employees feeling devalued as a member of the organisation and not receiving basic employment needs in line with Maslow’s (1943) Hierarchy of Needs. Without voluntary seeking this type of employment, you experience uncertainty as to whether hours will be assigned to you and payment is based on an hourly rate as opposed to an annual salary; leading to job dissatisfaction (Guest and Conway, 2000). 
Employers may experience disengagement and lack of motivation from the employees as a result of the temporary ambiguous contracts. Subsequently, sickness absence rates can increase due to psychological and physical distress (Aronsson et al., 2002 and Benavides et al., 2000). This then causes increased costs to the organisation to arrange sickness absence cover. 
 
Precarity can impact how leaders lead due to the difficulty in establishing and maintaining good working relationships with workers who work such little and temporary hours. Covid-19 added an additional complication when organisations needed to furlough employees; if there was no legitimate proof of work in the previous year then they may not have the employment rights to receive furlough pay.
 
Question 2.2 a)
Human Resource Management (HRM) can be interpreted differently. Storey (1995) defines HRM as the set processes to employment management, used to achieve strategic aims and competitive advantages; drawing on techniques of a committed workforce. However, Boxall and Purcell (2000) argue that HRM involves all aspects of the management of employee relationships. Whereas Human Resource Development (HRD) has a clear definition of that it includes the activities intended to influence learning at an organisational and individual level (Stewart and McGoldrick, 1996). 
 
HRM and HRD play an important role within organisations. The CIPD Profession Map (2021d) recognises this through its purpose and values. The purpose of HR is to promote positive, inclusive working environments and organisations. The elements that make up the body of the CIPD Map (2021d) contain factors that HR professionals must adhere to in order to build professional credibility within the organisation, to demonstrate our abilities.  The Core knowledge of the CIPD map (2021d) consists of 6 areas of knowledge; Business acumen, Evidence-based practice, Technology, and people, Change, People Practice, Culture, and behaviour. The Core behaviours are made up of 8 which are Working inclusively, Commercial drive, Passion for learning, Insights focus, Situational decision-making, Ethical practice, Professional courage and influence, and Valuing people. Finally, there are 9 specialist knowledge areas; People analytics, Resourcing, Reward, Talent Management, Employee Experience, Employee relations, Inclusion and diversity, Learning and development, and Organisational development and design. The makeup of the map includes integral elements to a successful HR professional, which are fundamental to an organisation. 
Wang and Shyu (2008) identify the importance of having an organisational strategy, HR strategy, and HR practices. HR policies, processes, and activities must work collectively in order to align with the overall organisational vision and mission.
Despite the CEO of Octopus Energy claiming that there is no room for a traditional HR department (People Management, 2021) significant literature has identified the need and benefits for an effective HR function, as HR practices can powerfully influence workplace trust and organisational performance, including job satisfaction and commitment (Ahmed, 2003). Guest and Conway (2011) have detected a strong link between effective HR systems and practices and organisational outcomes. Mayhew (2019) has reported that an efficient HR function can provide organisations with abilities to meet organisational needs, from strategic planning to employee satisfaction and maintaining compliance. 
 
Therefore, based on the CIPD Profession Map (2021d) and the research conducted, this suggests that HRM And HRD play a critical role within organisations and contradicts the opinion given by Greg Jackson (People Management, 2021).
 
Question 2.3 b)
Ethical values provide the moral compass for the decisions and actions we take, ensuring HR do the right thing (CIPD, 2021c). It is a core behaviour in the CIPD Map (2021d) which highlights the relevance and plays a vital part in HR delivery. HR has the responsibility to identify those who are not acting ethically and continuously develop their knowledge within the area. Organisations must apply ethical practices in their delivery of service to stakeholders and employees, during decision making and when undertaking responsibilities. 
 
The pandemic has forced organisations to make amendments to their business model, as well as manage new and unique people management challenges. HR needs to advocate ethical practice to ensure the best outcomes for all parties. During the pandemic crisis, HR has a crucial role in ensuring leaders are strongly supported to create ethical decisions and practices. Adopting an ethical outlook will help organisations to respond to the challenges of which the pandemic has created (CIPD, 2020). 
 
The CIPD (2015) has identified 8 lenses that can aid ethical decision-making by looking at circumstances from different perspectives. The eight lenses are Character, Democracy, Fairness, Handing Down, Merit, Markets, Rights and Duties, and Wellbeing. Although these lenses do not provide the correct answer to making decisions, it enables leaders to apply the appropriate viewpoint to a specific circumstance. 
There is an increase in pressure to act ethically and sustainably. People are more engaged with ethics and sustainability and are aware of organisations that adopt these practices. Demonstrating ethical practices is in the interest of everyone; the media is known to publish articles on organisations that are shown to be unethical with their sustainable and exploitative ways (Guardian 2021, Commonwealth Union 2020) and this may negatively affect the organisational position in its sector and with the stakeholders.  With the growth of automation, organisations are replacing processes with robots; with correct installation, it is possible for automation to monitor the organisations social media accounts to ensure all posts are ethical to prevent damage to reputation. 
 
However, despite the advancement in automation, HR has the responsibility to maintain ethical integrity and provide significant support in all aspects of the organisation (Changeboard, 2019). All areas of an HR role have extensive ethical implications. By establishing ethical policies into recruitment and selection, job evaluation, and performance management processes, opens up the possibility to monitor the values and behaviours and ensure they align with those set by the leaders of the organisation. It is important that organisations practice what they preach (Forbes, 2018b).
At CC, the amount of traveling undertaken by employees has drastically reduced now that meetings can be held virtually. This reduces the college’s carbon footprint and supports the ambition of maintaining the high standards required by the Green Dragon Environmental Standards (2022).
 
Question 2.4 a)
Change can be planned or unplanned, and it is argued by Burns and Stalker (1994) that an organic approach is best when change emerges. Although change models often focus on planned change, the external environment can frequently cause change to occur. The purpose of change management is to apply systematic techniques to achieve the new state. 
 
There are different types of change dependent on the speed of the change. Grundy (1993) describes the first type as incremental, although this is split into two; smooth incremental and bumpy incremental. The first is applied when change occurs slowly in a predictable way. The latter refers to a period of calmness with little change. The second type is known as transformational change. This form of change includes the values and behaviours of the organisational culture. This complex change concentrates on employee motivation and commitment.
A simple change can be managed within routine operational management. However, managing change is an element of management control using systematic management interventions, whereby people assist with achieving the desired new state and organisational strategy (Rees and Hall, 2016).
 
There are various change models that can be applied to change management, with the earliest known to be Lewin’s (1951) three-phase model. The first stage known as ‘Unfreezing’ focuses on accepting the need for changing and preparing the organisation for the change. This follows with the ‘Movement’ stage. Now the concerns and uncertainty are addressed and resolved, in order to develop new responses and progress with the vision. Once the change has been accepted, individuals begin supporting the direction with their behaviours. The model concludes with the ‘Refreezing’ stage. Now that the workforce has embraced the change, this enables the reinforcement of the new conditions, and embed them into the day-to-day business.
 
Lewin’s (1951) model has received criticism for assuming everything is linear and change will occur simplistically. The structure lacks the cognitive dimension and flexibility to suit chaotic processes of change (Bartunek and Woodman, 2015). 
Although Lewin has argued the criticism by stating that the unfreezing stage allows for fluidity of change and prepares individuals for the future (Coghlan and Jacobs 2005, Lewin 1946), it does not appear to have substantial backing during a complex change such as the pandemic. Covid-19 has proven to be chaotic with continuous unpredictable change; the three-stage model is too simple to be effective during a constantly rapid changing environment. Organisations do not have the luxury to spend time constantly settling and refreezing after a process has concluded.
Therefore, based on the restrictions and the criticism proposed by theorists, I agree with the statement that Lewin’s three-stage model is not appropriate during a modern era of constant and rapid change.
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