


Section.1
Q1  
Within the last 3 years, organisations across the globe have seen changes that have impacted their strategy due to COVID, BREXIT and now the Ukraine war (CIPD, 2022a and McKinsey, 2021). 
Long term planning (known as deliberate) is based on strategic objectives that will assist in growing the organisation and making it more effective through structure by setting objectives and working on a top-down basis (Farnham, 2015).  Through a HR perspective, having a clear organisational strategy, allows HR to align its priorities to the business goals and objectives (CIPD, 2021a), keeping on the agenda workforce planning for future skills and recruitment, training and learning development opportunities to keep the employees engaged and motivated maintaining a competitive advantage.
However, long term planning does have disadvantages due to the unknown factors like that of covid. Emergent which is a form of short-term planning, looks at how the organisation needs to adapt during an evolving real time occurrence, to meet its intent (James, 2018). Through this approach organisations and its stakeholders can consider organisational politics and culture and driving strategy to develop by knowing more about the situation. This approach is difficult to complete when organisations are of a multi-functional/divisional nature due to competing demands and the requirements for management and decision making (Farnham, 2015). 
South Wales Police and Severn Trent both have a similar strategic style of creating five-year plans but what Severn Trent took further was the “human resources-based strategy” (Farnham, 2015) where they focused and placed the people in the middle of their strategy improving their engagement. SWP, although having their own HR strategy, lost employees and motivation due to the rigidity of their strategic plans. The difference is that Severn Trent used both deliberate and emergent strategy (Stobierski, 2020) and in light of global events and disruption, proves that from both an organisational and HR perspective that there is value in long term planning but also in emergent planning.

Q2
Environmental analysis tools are key to an organisation and HR strategy as it helps them to understand the impacts of external and internal factors and what they need to do to be able to succeed (Farnham, 2015). 
PESTLE is a cost-effective analytical tool that assists with the minimising of threat and highlighting the opportunities, enabling partnership working with other organisations and experts (CIPD, 2021b). This approach enhances strategic approaches by broadening and enhancing views through a single document. However, it can take some time to complete which could impact on the political areas as legislations can change overnight (Frue, 2018). PESTLE can assist with best possible outcomes for attraction, marketing, performance and future trends all of which allow the organisation to determine in strategy to grow and succeed.
The difficulty with PESTLE is that it focuses solely on the external factors which is why it needs to be used in conjunction with another tool such as SWOT. SWOT will assist stakeholders to understand internal threats and opportunities allowing for flexibility and business opportunities to be highlighted (CIPD, 2021c) improving organisational and HR strategy. The complication with using SWOT is that the data required could lead to information being missed or having so much data that a trend is unable to be identified. 
Using a mix of environmental analysis tools organisations and HR departments will be able to formulate successful strategies that account for both internal and external risks.
Q3
HR function is the ability to adapt to external influences at that time, by being organisationally based and flexible (Farnham, 2015). Over the years there have been several different models that determine its relationship with the employees and how the setup of the HR department is structured, from Legge (1978) who talks of HR as problem solvers to Monks (1992) who talks of traditional and proactive approaches. For SWP it follows the latest model of Ulrich and Brockbank (2005) where they are set to have the employee advocate, the human capital developer also known as talent and reward; functional expert; strategic partner and the leader. 
This model allows the HR function at SWP to operate at a strategic and operational level. HR and organisations are then able to work together to combat the external factors that may shape the changing agendas, for example labour market, flexibility, employment legislations and public policy. A lot of which has been seen over the last few years during the pandemic and BREXIT, where organisations like Severn Trent have had to adapt their HR strategy whilst remaining steadfast in their priorities of engaging colleagues and innovating them to feel a part of the decision-making for company targets. Effectively, HR are putting into practice the CIPD Profession Map’s core knowledge of change (CIPD, 2019) and cementing their role as initiators and facilitators of transformational change (CIPD, 2020).
To play this role HR professionals require skills such as data analytics which can be utilised through the development of surveys from customers and employees (Robinson, 2021). Analytical skills will assist the driving change of HR and organisational strategy by finding skills gaps, training and learning development needs, resourcing requirements and other trends that may be found through correlations (CIPD, 2015a) leading to successful workforce planning. Critically analysing data can assist an organisation through an era of change whilst increasing its growth through performance systems, enhancing the requirements of the business to meet its capabilities and ensuring the needs of the communities it serves is met.
The business partner role in SWP and in Ulrich’s model the strategic partner (2005), remains an important factor for a changing era as it aligns HR and corporate strategies whilst working alongside senior partners. Creating strategic integration, commitment, flexibility and quality, enabling best practice resulting in organisational priorities of employee engagement and motivation being met (Guest, 1989 and 2001). Although criticisms of the HR Business Partner model has remained with leaders believing that the strategic knowledge and experience of Business Partner is yet to be found (Pitcher, 2008), a criticism that SWP is trying to break through by restructuring and re-introducing the role of Business partners. This is especially important since the pandemic as HR became pivotal to the organisations success in its response, supporting employees and implementing quick change whilst adapting and learning (Sharma, 2021).
However, a key skill that HR professionals require is the ability to build relationships with key stakeholders, if not showing soft skills such active listening, empathy and the ability to adapt and innovate then being an influence and supporting an organisation through change becomes a complicated and reactive task (CIPD, 2015b). Severn Trent (Powell, 2022) applied the building of relationships to key stakeholders at a pivotal time of change, by adapting to fit the needs of the business, building trust and buy-in. This is seen through the CEO’s video blogs being amended for frontline staff and creating ‘comms cells’ with need-to-know information for employees, showing that that they understand different learning styles and roles within the organisation. Their practices increased employee engagement by 2.5% (Powell, 2022).
Skills of HR professionals are key to the success of a HR function within an organisation, through flexibility, understanding, listening, innovating and analysis HR becomes the key to supporting an organisation through an era of change enabling its priorities to be met whilst keeping its competitive edge.
 
Section.2
Q2.1B 
External influences, such as demographics and COVID, as well as organisational competition all impact where an organisation sits within the labour market impacting positively and negatively on recruitment and retention. By understanding the labour market, HR are able to develop strategies that will place them in a good position in the labour market.
It has been found through a project instigated by the UK Government in 2013 and InfobaseCyrmu data, that an ageing population of potentially one in four people aged over 75 by 2040 is changing the demands on an organisation (Government, 2016 and InfobaseCymru, 2019), and is requiring changes in policy to not lose key skills, experience and knowledge where the younger generation may not be able to fill this gap (CIPD, 2015b). SWP is currently going through these changes as many of its officers have either completed their 30 years’ service and chosen to retire or have reached retirement age, leaving a major gap in specialist skills that take several years to qualify in, creating labour shortfalls and an inability to meet community demands. 
To combat this, a holistic approach needs to be taken whereby the organisation and HR department form a strategy for retaining their employees (CIPD, 2015b) this can be through the implementation of career development, policies such as flexible retirement (Bromley London Borough, 2014), learning and development opportunities to enhance or redefine their skills and a greater emphasis on wellbeing (Hall, 2019). This will encourage the ageing workforce to stay in work, maintaining and sharing their skills, knowledge and experience whilst also developing succession plans to incorporate hard to fill roles (CIPD, 2015b).
Porters Five Forces model comes into play here as it allows the business to focus on its position and where it can defend itself, these are known as the competitive forces (Porter, 2004).  Take for example Nike, a leading brand in clothing and shoe wear, the competitive strategy that they use in order to remain at the top of their industry is by using cheap labour in order to provide above average returns (Martinez, 2018). This places Nike at the top of their industry making them a leading brand, but with ethical considerations being highlighted in markets this may incur a change in their competitive strategy and HR having to relook at their recruitment strategies ensuring equality, diversity and inclusion are at the heart of their organisational practices (Mistreanu, 2020).
As reported in the Labour Market Outlook (2021d and 2022b), organisations in the private sector have increased their pay medians from 2.2% to 2.5% whereas the public sector are only able to increase by 1%. With these profits they are then able to provide greater benefits to existing staff and recruiting new high talented individuals to their teams, providing once again the competitive edge on the labour market. 
HR strategies need to remain at the heart of organisations, without its people the organisation is unable to maintain its competitive advantage and combat the ever-changing labour market. Introducing benefits to not only retain but to attract employers through ethical recruitment practices that improve reputational image will assist organisations being well placed in the labour market.
Question 2.2A
Flexible working Regulations 2014 was introduced to allow a request for contract variation to all employees at 26 weeks continuous service (Legislation.Gov.UK, 2014), this includes the request to change hours, variation of start and finish times, job-share, term-time and working from home requests (Marsh Commercial, 2014). Public policy is derived from party manifestos, agenda, resources and commitments at that period (Farnham, 2015) and businesses such as CIPD can also influence policy (CIPD, 2022c).
The pandemic did significantly change employers' ways of working as it meant employees had to work from home (where possible) regardless of the concerns that line managers might have had regarding productivity (CIPD, 2021e) and at short notice. The re-evaluation of priorities for organisations but also for employees who are looking for a work-life balance has been amplified through the pandemic (Faragher, 2021).
In January 2022, the UK saw 30 firms join a 6-month trial for 35 hours over 4 days, this was after research in Iceland between 2015-2019 found that productivity remained the same or increased, thus improving staff wellbeing by allowing them additional time to focus on a work-life balance (Bond, 2022). Utah in 2008 (Dahlgreen, 2014) also found that two thirds of its employees were more productive. Trials also found that job satisfaction increased and there were great environmental impacts due to the decrease in travelling to work, savings on finances due to reduced office costings (Bond, 2022), this would in turn create further job opportunities increasing employment statistics (Main, 2022). This policy has already been confirmed by the Labour Party who would look to back this should it go through Parliament (Rodgers, 2019). The impact on the organisation would therefore be improved employee engagement, well-being and increased productivity. 
However, this does not apply for all businesses, for example SWP who would not be able to do this due to the 24/7 needs of the communities and expectations. It would mean longer working hours in the four days of working which employees could find exhausting after a period, alongside personal priorities such as childcare, who again would be working on finishing by set standard times (Gaille, 2018). It has been found in the trial by France that there was an additional cost for overtime due to the requirements for work to be completed and business needs to be met (PeopleHum, 2022).  The organisation could therefore find that they are no longer meeting their customer needs and satisfactions whilst impacting on financial constraints.
By having it brought through as a public policy the impact on organisations would need to consider it within their policies and practices, creating a fairer competitive market especially in terms of retaining and recruiting. The Government would need to accommodate the different requirements of businesses when rolling this out and organisations and HR would need to consider the changes in their marketing, financial and HR strategies to ensure correct implementation, using environmental analysis tools (Farnham, 2015). 
Question 2.3A
The gender pay gap was brought in 2016, it is an equality measure highlighting average earnings between women and men (Government UK, 2016b). In 2017 it found that men were paid on average 18.4% more than women which has significantly decreased as the gap in 2021 is showing a downward trend of 7.9% (ONS, 2021).
It is run by the Equality and Human Rights Commission (EHRC) who are the enforces for making reporting of the gender pay gap a legal requirement and non-compliance could lead to prosecution (Milner,2019). With the labour market (2021d) reporting changes to demographics affecting organisations, younger generations, in particular females, are found to be more interested in where an employer sits on the Gender Pay Gap chart, aligning to the principle that a closing gender pay gap can increase the attraction and retention of employees (Blundell, 2021).
The impact on SWP is by making it accountable for ensuring equal earnings across females and males within the force. This is not to be considered the same as Equal Pay as this falls under the Equal Pay Act 1970 (Legislation, 2022a) and Equality Act 2010 (Legislation, 2022b) and is a legal requirement (Jones, 2018). SWP through its Gender Delivery Plan, worked with Trade Unions, Gender Equality Network, Police Federations and other associates and bodies such as the “He for She” to ensure that it understood the barriers to policies and processes (SWP, 2019). 
Completing the Gender Pay Gap reporting is a large task, especially as the organisation has a large establishment number split between staff and officers, and this was acknowledged during the pandemic where the UK Government made the decision to suspend the Gender Pay Gap reporting for 2020, as pressure on organisations was ever changing (Wisniewska, 2021). South Wales Police, on the other hand continued to complete the report, showing a commitment to the aim of reducing the Gender Pay Gap (SWP, 2020).
The actions and developments that SWP are creating in line with the aim to reduce the Gender Pay Gap, are all assisting with eradicating the police reputation of “jobs for the boys” (Travis, 2011).
By campaigning and highlighting the support of flexible working to men and women and targeted recruitment campaigns to females the force has seen an increase of female recruits, 2019 had a 43% female representation of recruits, an increase from 1998 were there were only 32 females to 110 recruits (SWP, 2020). The most recent pay gap reporting in 2021 showed SWP as having a 2.4% pay gap for Sergeant ranks and below and –1.5% for PCSO’s (ONS, 2021). 
Due to Gender Pay Gap reporting, SWP has seen the evolution of development hubs which provide internal female candidates, who are looking for promotion, the opportunity for group or 1-2-1 advice from the Deputy Chief Constable and other female Senior Leaders talking through their experience, encouraging applicants and providing promotional prospects for females within the force (SWP, 2020). 
The effects of the Gender Pay Gap reporting have therefore been a positive legislation for the Force as it has been able to develop and improve its workforce and reputation, therefore attracting higher volume of candidates and retaining both staff and officers. 
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