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1. In light of recent global events and widespread disruption to businesses critically analyse the value of long-term planning in organisations, both from an organisational and HR point of view. Make reference to the actions of Severn Trent and an organisation you are familiar with, to inform your answer (10 marks). 
Long-term planning looks at external and internal factors, (Bert Markgraf, 2019) (Armstrong & Brown, 2019)  including social, economic and political environments which shape policies will enhance company culture and support to achieve its goals (Lori Harris, 2020). By planning now, HC or ST will have a competitive advantage over their competitors; this has been visible in the previous strategies, which both organisations have implemented. A people strategy this will help to inform the overall business strategy (CIPD, 2021).  
Similarities in the people/business strategies and long-term planning initiatives and actions between Severn Trent (ST) and Hafan Cymru (HC) exist.  Actions included no one at ST nor HC during Covid made redundant, HC placed two people on Furlough at their request. 
To support engagement during the pandemic HC put actions in place monthly all staff meetings via MS Teams, this is reflective of ‘Bike on a Boat’ sessions run by ST. ST’s employee engagement 2.5% / 8.3 out of 10. HC ran a People engagement survey in 2018 achieving positive response 77% and again 2021 82%. 
According to (Lori Harris, 2020) organisations use strategic planning as long-term planning ‘is sometimes seen as a waste of time or ineffective’ or is it because they find it difficult to get it right? As argued by Henry Mintzberg (ToolsMind, n.d.).  The author agrees that planning is difficult, as how do you forecast what is going to happen in the future, i.e. another pandemic another war, there are many tools to support a business such as Mintzberg 5 step approach (Farnham, 2015) or PESTLE.  



2. Critically analyse the value of environmental analysis tools such as PESTLE and SWOT, to help with the formulation of organisational and HR strategy (10 marks). 
(Jim Woodruff, 2019) suggests that is important to understand all internal and external factors as they all affect the success or failure of a business, this will also support decisions, completion of a long-term plan/strategy.
(CIPD, 2021) (CIPD, 2021) explains that by completing a PESTLE and or a SWOT there are advantages and disadvantages. One of the major risks of a PESTLE is the risk as they are based on assumption (Alacrity Foundation, 2021) the business will need to consider the risks the wide range of factors/drivers, weigh up the value considering the affect the business and it performance. Enables robust planning and effective goal setting, based on insights and/or evidence – however effectiveness can be impacted by the people involved or not and the willingness of the senior team to consider the feedback. 
Both processes are simple but time consuming and require skill-sets from across the business; this in its self is costly however, (Kiesha Frue, 2016) explains the cost effectiveness by highlighting/eliminating threats. 
PESTLE and SWOT are primarily used in established, tired organisations or unless a consultant or new person joins the business. Whereas Porters Five Forces primarily focuses on new and emergent businesses (Alacrity Foundation, 2021).  
PESTLE’s look at external factors, whereas a SWOT looks at internal. It is recommended (Alacrity Foundation, 2021) and (CIPD, 2021) that a SWOT would follow a PESTLE. 
There are also many disadvantages SWOT and PESTLE they are discussed in more detail (CIPD, 2021), (CIPD, 2021)

3. Critically analyse the skills required by HR professionals and the way the HR function could be organised to support the organisation through an era of constant change, drawing on priorities mentioned in the case study and your own organisation (20 marks). 
Question 3 (word count 491)
As the world moves towards more hybrid working, increased use of technology, Artificial Intelligence, advanced excel spreadsheets, and other analytical developments the HR professional will need to be analytical and data-driven (Erik Van Vulpen, n.d.). With an aging population, it is essential HR professionals whom are technically comfortable/advanced.  They also need to be able to coach/mentor line managers as businesses become more agile and HR savvy. Being a leader and strategic as well as being flexible to meet all the challenges which occur on a daily basis. (George Zarkadakis and David Bird, 2019) state that in their view will not be a reduction in jobs just different jobs available.
Larger organisations which the author is familiar with include Sony, HP and GE who all use variations of the three/multi-legged stool model devised by David Ulrich in 1997, rather than having a centralised HR function (Farnham, 2015), whereas Telent, use a mixture of centralised and multi-legged models.  The three key HR functions, HR Shared Services (Call Centre, Administration). HR Business Partners, (more specialised in change management, aligned to operations). Centre of Excellence (key areas of skills such as Employee Relations, Recruitment and Selection), (Farnham, 2015) explains that over the years the model has been adapted to include Vendor Management (3rd party services-pension administration).  Corporate HR (Development of HR Strategy) and Outsourcing (i.e. payroll). To successfully implement and utilise a new HR model as described above the organisation must have the skill sets within HR to do so effectively.
Although the model works for large corporations, the author believes that it is not always transferrable to organisations like HC due to the size, culture and the skillsets available.  The suggested number of HR professionals to number of employees (Farnham, 2015, p. 110) for a standard team does not suit HC; 12 HR to support 1,200 employees.  (Rob Gray, 2020) states that there is no “optimum figure” but suggests 1:150 is a good standard.
HC has 150 employees, with three members in the primary HR function, which equates to 1HR:50 employees. The current model comprises of specialists focusing on key area’s Recruitment, ER, H&S, L&D. 
Handling a global pandemic was new; the priorities for HC included ensuring employees were safe, deploying a remote working strategy, sustaining engagement and performance, retaining staff and reviewing attraction and recruitment. It appears from the case study that many of the priorities if HC and ST were the same, even though addressed in a different manner.
HC employees a Health, Safety, Wellbeing and Employee Engagement Advisor and a T&D advisor, their roles are specialised, but they work closely with the HR Team and the wider business to ensure engagement, safety across the business. 
Employee working groups across HC develop strategy across each of the key area’s which will be fed back to the board of directors and used in the 5 year strategy which is currently being reviewed.  By including employees we will gain competitive advantage, and employee/manager buy in. 





Section 2
1b. Critically analyse the external influences and competitive forces that have made recruitment and retention major issues for many organisations, and the strategies HR departments can deploy to keep their organisations well placed in the labour market at the current time
[image: Factors Affecting Recruitment]
Table 1. (HRHelpdboard, n.d.) Internal and external factors, which influence Recruitment and retention 
Internal factors are controlled by the business, such as policy (HRHelpdboard, n.d.) Recruitment and Retention could be most affected by company culture and leadership. External factors are out of the hands of the business, such as government legislation.
It could be argued that many of the external influences and competitive forces impacting on recruitment and development are the same – pay rate, benefits, employment market competition, hybrid working, training and development opportunities.
A business would be able to update and amend internal policies and practices to support the constant changes, which the world is going through, for example the ‘Great Resignation’, where people have plucked up the courage and resigned. The Great resignation is a global phenomenon, which appears to have been influenced by the pandemic with employees now seeking different things from their work and lives with 41% of people stating that they are likely to leave their job in the next year (Alistair Cox, n.d.). (ONS, 2022) data released May 2022 shows that for the first time for a very long time that there are more vacancies than unemployed people in the marketplace! 
Particularly susceptible to market rate issues HC conducts exit interviews that reveal a significant percentage of attrition is linked to pay with local authorities, who fund many of the HC roles. Despite HC offering an enhanced holiday package, with local authorities offering higher rates of pay to be employed directly HC often loses out. HC are investigating holiday buy and sell to help combat this situation. 
HC are constantly reviewing personal development and growth opportunities to ensure that all staff skills are invested in and their skills enhanced and where possible funding is obtained to support this. 
By working closely with employees through forums, HC is able to obtain feedback from employees and ensure that practices are put in place to avoid burnout. 
Following the start of the war between the Ukraine and Russia, a fuel crisis hit the UK. This meant that some employees could not travel to work as they could not afford fuel (Stephen Wynn-Davies, 2021).  Other employees complained about working from home and the increase in their fuel bills.  HC took into account the cost of living at the end of March, increasing basic salary taking into considered the increase in national insurance contributions effective April 2022 and the increase of wages earnt before tax effective July 2022.

Supply and demand and the labour market, which is currently tight, there are many vacant positions across the UK, this means that people searching for work have more opportunities to explore so it is possible that they would be looking for higher skilled/paid work than HC can offer. 
A question that should be asked is would it be cost effective to outsource recruitment?
According to (ONS, 2022) in May 2022 the number of vacancies rose to 1,295000 which is an increase of 33,700 on the previous period. 
Due to the sensitivity of the work, which HC is involved, it is very important that many roles are filled with the right people at the right time, with the right experience and skills (CIPD, 2018); failure could result in harm and potentially the death of a client.
Strategies include working with providers such as Indeed, who provide guidance on how to advertise in the current.  New AI System will incorporate recruitment and help to streamline the processes making HC one of the leaders in competitive advantage. 




2.2 a The pandemic has raised the profile of flexible working and demonstrated its feasibility and benefits to many previously cynical employers. Critically evaluate the impact on organisations if public policy took this concept one-step further and suggested that organisations strongly consider implementing a standard four-day working week.
Although the concept of a four-day working week is exciting and easy to understand, it does not allow for all organisations at this time to partake.  The organisation whom the author works, provide 24-hour service across Wales who has implemented a hybrid working strategy. With various shift patterns including three or four week rolling rotas, Monday and Friday full-time or part-time, there may be implications of the WTD and work would need to be carried out to ensure compliance on rest periods.  There are currently 80+ active shift patterns across a business of 150 employees. This therefore could cause unrest if this was not implemented over the entire business and pro-rata’d for everyone. 
According to (Group, n.d.) an employee would not be working a compressed week.  HC offer a fulltime standard contract of 37 hours per week over 5 days. (Group, n.d.) recommend that a normal working day is 7 hours, therefore meaning that a full time employee would work 28 hours but be paid for 37.  
Employee is working 9 hours a week less for the same money but on the flipside they are more productive, work-life balance is reinstalled. Employees are happier, productivity will increase, and those employees who are overworked currently and less productive will increase their productivity and engagement mitigating the loss of the 9 hours (Group, n.d.).  
In a trial in New Zealand employees showed less work related stress, maintained the same productivity but saw “improvements in job satisfaction, teamwork, work/life balance and company loyalty” (Group, n.d.). Other studies have been carried out across the globe, Sweden experimented on 6 hour days for nurses the trial cost a staggering £1.1 million, despite reducing staff sickness, but was forced to close early.  (Sarah Benstead, 2021) informs that Microsoft in Japan, saw an increase of 40% in productivity.
To establish a business case to implement such a strategy, Hafan Cymru would need to review the cost of implementing such changes, how long will it take to engage with employees, the board to get buy in.  Create and reissue all contracts of employment, rewrite rota’s, review how annual leave is currenlty calculated will this change? Consider if there are going to be any complications in relation to the Working Time Directive. Work collaboratively with employees across the business how do they see this working or don’t they?
Reduced carbon footprint, if it was possible to close each office on the same day there would be reduced buidling costs and reduced employees on the road. 
(Sarah Benstead, 2021) employees will be more engaged, as they can work on their worklife balance spending more time with familty and friends, less stress as working a shorter week 
Improved recruitment and retention, gives a competitive advantage and likely to increase retention (Sarah Benstead, 2021)  
Potential increased output and productivity (Sarah Benstead, 2021).
As AI is increasing is this an opportunity to increase the workflow protential and decrease the manual transactional work. But by removing a day a week does that remove the opporutnity for HR to become more agile, and strategic? Will the new HR system be enough to cover this gap in working days?
(CIPD, 2021) argues that everyone should have the right to flexible working from day one, presently an employee has to have reached a qualifying period of 26 weeks prior to requesting. 




2.3 a. Critically examine to what extent legislation or government policy (excluding pandemic-related legislation and government policy) has impacted on your organisation or an organisation you are familiar with, in the last 5-10 years and whether or not the effects have been positive or negative. 
Section 2 Question 2.3 A (Word count 495)
Family Friendly policy - Shared Parental Leave - December 2014 gave eligible employees additional time off following the birth/adoption of a child on or after 5 April 2015 (Samira Cakali, n.d.). HC has seen two cases over the last 5 years.  Due to the complexity of SPL the effect on the business was negative. Causing high work volumes, stress and anxiety for those involved. Processes where time consuming.  Employee found the process stressful but she did it a second time. On each occasion employee worked with the business to ensure there was minimum impact on the role, and the team.    With the employment bill coming it has been suggested that other maternity rights will become enhanced.  
28 May 2018 saw a change from the DPA 1998 to GDPR 2018, now UK GDPR 2021 (ICO, 2021), offering enhanced protection for all UK citizens. Due to the publicity everyone knew their rights. HC have both employee and client records, which are covered by UK GPDR.  Systems had to be put in place, audits carried out to ensure that we were compliant.  As HC was already heavily protected the transition was easy.  The only negative impact employees and clients know they can request a copy their records, meaning that HR and the DPO had an influx of SARs.   
Brexit, (BBC, 2019), according to the Road Haulage Association there was a shortage of 60,000 drivers summer 2019. A small part of this was due to Covid, the main issue was due to Brexit and the removal of free movement meaning many drivers returned to their home countries.  The UK suffered a major skills crises, this meant that certain foods and fuel were not available.  The supply and demand for fuel saw massive price increases and employees could not afford to attend work in person. HC had to implement Operational Risk procedures to ensure employees could continue to support clients as a failure could have catastrophic results. HC provided wage advances and loans to employees to support them during this time. 
Default retirement age removed in 2011 (Samira Cakali, n.d.).  Meaning that employees no longer had to retire at the age of 65 for men and 60 for women, (there are exceptions).  This has meant that HC has been able to retain talent and use that talent to upskill other workers.  It has made workforce planning difficult as you don’t know if someone is planning on retiring or not.  HC has had push back from the older workforce regarding their own skillset.  HC has received pushback from employees over default retirement age, refusing to do any training as they believe that their life skills or previous training covers them, they either don’t want to learn or don’t have the desire. This has had negative impacts across teams why do I have to do if they don’t?  Other issues have been around how line managers manage these employees who are generally older than the line manager and cause resistance to change. 
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