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Activity 1

Executive summary

Activity 1 asks for a comparison of two different organisations, including their operational and business purpose. How that purpose affects the HR function. How the structure and hierarchy impact on the function. How the function is included in the organisations strategy and how that strategy is translated into the HR strategy and policy. 
The two organisations I will compare will be from two different sectors and will have very different purpose. Organisation 1 will be my own, Castle Leisure LTD. Organisation 2 will be local government specifically a primary school.

Main Body

Organisation 1 Castle Leisure LTD. Private Sector.
Castle leisure operate 12 modern purpose-built bingo entertainment venues. Each venue has a minimum of 1000 seats with the largest having a capacity of 2500. The venues are categorised as the gambling sector. Profit is generated by the game of Bingo, gaming machines (slot machines) and a food and beverage offering.
The company has a board of directors each holding a stake. The majority holder is the CEO. Day to day control of the company is handled by the COO and the rest of the directors’ report directly to the COO including the director of People.
The company has an average of 65,000 visits a week by public who need to be 18+.

The Hr function for Castle leisure is headed by the director of People and Organisational Change. The role is mostly strategic as she sits on the board and is head of the operations committee that steer the company. She also has the responsibility of overseeing the HR manager. (Me) The HR manager is responsible for the day to day function of the department and is front line for the 722 employees and Managers. My responsibilities are broad, but I do have a focus within the larger strategy in reducing absence and recruiting the best people for site management roles as well as central department heads. Training also falls into my area of responsibility, but it is managed on day to day basis by the training manager. 

There are also two HR administrators that manage the transactional function and payroll. The daily administrative HR is managed by the line managers at each site and fed centrally through our HR software Cascade. The line managers control HR for their given site, from recruitment to exit and everything in between. This means that my phone is generally very busy as I consult with the line mangers and offer advice and instruction. I also am the right of appeal for all matters in disciplinary and grievance.

The business is built around gambling act compliance and this is the key factor in shaping the organisation. We of course are compliant in all other areas e.g. Employment law, H&S laws and food safety laws. The gambling act encompasses most laws and stipulates how we recruit, train our teams and day to day management of our business. It also steers our culture through social and societal responsibility. We have a responsibility to our customers and their families and the local communities where our sites are based. 










Organisation 2 primary school local government.

Education is a very complex environment. The organisations main goal is to according to (Gibb, 2016) “Education is the engine of our economy, it is the foundation of our culture, and it’s an essential preparation for adult life”. 
So, education is the preparation of adult life. Firstly, this is not a profit-making organisation and budgets are supplied from local Government. Each school has different budget depending on their individual needs, so the focus from the board of each school is how to maximise budgets and offer the best facilities and education that their budget allows. Schools are controlled by uk government, but a normal hierarchy looks like:
· The department for education
· Local education minister
· Board of Governors
· Head Teacher
· Deputy Head
· Senior management team
· Teachers
· Teachers assistants
· Domestic staff

The Hr Function is central and based within the local government. This is headed up by the head of human resources and organisational development. The role is mostly strategic and overseeing the vast army of generalists and administrators. The function is heavily invested in as they manage the function for all departments within the city and county of Swansea. As this is local government so the function is under public scrutiny (Bach, 2010) states that being a public servant automatically puts you under scrutiny, if you work in HR in the public sector then there is more scrutiny due to general consensus of the function being very bureaucratic and advice is from the gut and often wrong.
The head of HR is a senior manager within the county and carries a lot of managerial influence. 
The School governors and Head teacher will call upon the HR department on a as and when needed basis. The payroll function, induction, staff management and absence management is managed centrally also, with an office manager based at school level feeding the information required centrally.
The main difference between the two organisations HR function is that one focuses on adding value to the business, and the other is focused solely on best practice, fairness and respect. (Bach, 2010)





















HR as a function can contribute to organisational strategy in many ways. 
· Let’s start with how the HR professional participates at different levels:
The head of the function will generally sit on the board and influence strategy with the senior management of the organisation. This approach will allow the HR professional to shape the strategy from its conception through to completion.
The rest of the HR team would then act in an advisory capacity to assist line managers and offer advice as and when needed. They would also issue policies on the strategy. If there was to be a major change HR would manage recruitment and training to facilitate the new strategy.
· Analysing and interpreting business and performance data:
The HR function can and does interpret business and performance data. As a function we already do this, we look at how key personnel make the difference to the bottom line and how many and at what skill level makes that difference. Hr also analyses absence and how it affects productivity which can result in a negative to performance of the organisation, or if managed properly then this can be turned into a positive for the organisation.
· Identifying obstacles and risks:
When a new strategy is being formulated senior management will often look to their HR counterpart to look into the future and see what obstacles the organisation may face due to that strategy. As HR normally deal with the unknowable it is often able to predict the behaviour of the people within the organisation as well as external stake holders, the customer. Sometimes this is easily done. if I change the quality of A and the cost are reduced B what will the workforces opinion be and what would the customer think. Reputation is also a factor here externally. If C used to be a superior product and is now more expensive and of a lower quality this can affect the organisation image. 
· Preparing position and policy:
This is where the head of the function will decide how to communicate the change to the people and compile with assistance from the whole of the HR team the policies for the new strategy. If the head of the function has completed the previous task, they would normally complete the policies to allow for minimal disruption and grievance. If contractual changes are needed, then this will lead to the usual consultation.
· Communicating with senior, middle managers and staff:
This can be the most time-consuming aspect for the HR function. In an ideal organisation, the HR team will brief middle managers, issue policies and let them filter it to the workforce. Most organisations are not this way and the HR function will be involved in the communication of the new strategy, whether that will be communicating the changes or just dealing with the queries. In more extreme changes the HR function may have to make redundancies or start a recruitment drive. There is also the training of any new employees to consider.

A Hr strategy according to (Tyson, 1995) is a set of ideas , policies and practices which management adopt in order to achieve a people management objective. This can be a gradual process rather than an in-depth report or road map to the strategy. The idea of a HR strategy is to influence and improve workflows and processes giving the organisation a competitive advantage. The Horizontal and vertical integration approach suggests firstly that the HR strategy must be aligned with the organisation’s strategy, so they are consistent, and one supports the other.  This is sometimes called the best fit approach.
The Contingency approach looks at how the HR strategy changes 	depending on how successful the organisation is in their current market place and if those market places are growing or in decline, this suggested in the Boston consulting model. (Purcell, 1989)
Different thinking on this method from (Miles & Snow, 1978) looks at moulding the HR strategy to different types of competitive strategy whether that is defensive, prospecting or analysing.
Both of the above have similar strengths and weaknesses they are both effective in helping the HR strategy in adding value to their organisations.

Resourced based thinking is different to the other two approaches in that the thinking is backwards or outside of the box. Here we start with what we know, audit our competitive edge. Look at what we need most the valuable and rare. For HR this could be People. Who do we need the most and why, and how we intend on keeping them. This kind of approach will identify particular individuals we just cannot operate without. What do these individuals need to stay. This approach may also identify what the culture of the organisation is, what image the company holds or a list of the skills the people in the company posses.
When this is all found out, the resourced based approach align the HR strategy to protection and enhancement of the resources.
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Activity 2

Originally, we worked in pairs to complete a PESTLE and Swot analysis of a business. My Partner and I picked castle leisure, I was familiar with this side of the business and my partner was not familiar with hers. We sat down and looked at what external factors affect the business and what each external factor was from different groups.
Firstly, we completed a PESTLE analysis which looks at:
· Political factors
· Economic factors
· Sociological factors
· Technological factors
· Legal Factors
· Environmental Factors.

Looking at Pestle analysis how will the following factors impact on the HR function of my company.
Political factors that would affect are due to the current instability of uk government in relation to Brexit. The current set of laws we are controlled by are made up from the EU. When we leave the Eu, we are unsure how this will affect our basic operation. Will it change how we recruit, currently laws states that all employees need to be 18+. We have to look at the training we provide currently all training is tailored to align with the gambling act. Will this change?
Economical factors for Hr at present are based around the living wage. How this affects the bottom line. Currently this change in April will add close to a million to our wage bill. This has led to a recruitment freeze. We are also being asked to highlight savings and maybe streamline the function.
Sociological factors for HR would be our aging work force. Currently 42% of our employees have been with us for 20+ years. A further 50% are over 50. What impact will it have on our business when the 50% retire.
Technological factors how is bingo changing, we are already seeing the decline of traditional bingo tickets into I pads built into the tables. How will affect the 58% of our membership who are over 55. We are seeing average ages dropping across our company, this should bring new opportunities to the business.
Legal Factors are a huge part of our day to day life. Compliance is very high in castle leisure’s strategy, without the levels of compliance from the HR department the company would lose their operating licence.
Environmental Factors have had a huge part in shaping the company as it is today. In 2007 the smoking in public ban was enforced and that has changed bingo forever. This affected how we train our staff and educate them. We needed less cleaning staff due to the change, so we were redeploying staff into other areas of the business. The law may change again in the near future, there is a suggestion from the gambling commission that alcohol would not be served in a gambling establishment. We currently employ 103 bartenders and licence holders.










The second piece of analysis we completed was SWOT analysis. Strengths, weakness, opportunities and treats.

Internal strengths are we are the market leader in our Welsh clubs due to our ethos of Customer service first Gambling second. We purposely over staff our clubs compared to our competitors to offer a enhanced service. We also have a USP of only taking 50% fee. compare that with our competitors who range from 80% upwards and our visits are much higher. To achieve this HR’s recruitment must be on point and taking only the best candidates, it also has an affect on out training budget.

Internal weakness for Castle is that there is only one person making the decisions. This is very much a singled sighted view. The CEO is now semi-retired, and changes can take time, which can affect our competitiveness. The HR department is small we are 4 presently but for the last 18 months it has just been me. There is only so much one person can do. Things got missed or delayed. We also operate 4 clubs in the north of England, This ca be time consuming to get to when you are busy. I can lose two of my five days driving to our Scottish club.

External opportunities for us are down to taxation. We are about to get a rebate of 15% tax for the last 5 years and moving forward our business tax will drop from 25% down to 10%. This makes a massive opportunity to invest in our people. Training will be increased as well as a Wellbeing budget being introduced.

External treats for Castle are the unknown, what if the gambling act changes due to Brexit? Minimum pricing on alcohol and also Natasha’s law will have an impact on the business as well as how we train our F&B teams. When Natasha’s law is introduced our on site cooks role will go as we will purchase prepacked food to ensure compliance with the allergen laws Natasha’s law will introduce. We currently have 9 cooks for each site, that means that we will have to redeploy or make redundant 108 employees and start consultation with them.

There are many factors from the PESTLE and Swot analysis that could affect the business in a positive and negative way, Hr will be at the forefront of most of dealing with the changes or just dealing with the many queries that appear.







Notes from workshop on next page provided by my partner. A photograph was the best solution due to being isolated at home with minimal IT equipment.
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