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[bookmark: _heading=h.2et92p0]Introduction 
[bookmark: _heading=h.tyjcwt]Background
Human Resource Management (HRM) and organisational development are essential for the advancement and efficiency of any organisation (Anwar, and Abdullah, 2021). Besides, HRM and organisational development are important fields of study that have attracted much interest recently. Effective HRM practises, and organisational development strategies are becoming increasingly important to organisations in helping them achieve their objectives (Anwar, and Abdullah, 2021). However, how these practices are implemented may vary depending on the kind of organisations and the types of challenges they may face. In this context, public, corporate, and charity organisations are known for functioning according to different frameworks and have different aims and difficulties.
Furthermore, organisational size, whether big or small, can affect HRM and organisational development practices. Moreover, the implementation of HRM and organisational development practices can be influenced by the organisational structure, whether flat or bureaucratic. Therefore, to create specialised HRM and corporate growth methods, it is crucial to comprehend these intricacies.
[bookmark: _heading=h.3dy6vkm]Significance of the Study 
This study will play a significant role for both academics and practitioners because it will add to the pool of information already available on these topics by examining the organisational type's role in organisational growth and human resource management. Besides, the study will highlight the difficulties and possibilities faced by businesses operating in many industries, including the public, private, and non-profit sectors. 
[image: ]

Figure 1: Worldwide HRMS Distribution (2019)
Source: (Statista, 2022)

The above figure presented by Statista (2022), shows that a licensed/on-premise Human Resources Management System (HRMS) was disclosed by 47% of large-sized organisations, whereas the same goes for both small and medium-sized enterprises as 73%. In this context, the study will analyse both large-scale and small-scale businesses, which will provide insight into the particular issues and approaches needed for efficient HRM and organisational management. Moreover, the analysis of bureaucratic and flat organisational structures will provide insightful information about how these structures affect the adoption of HRM practices. Last but not least, by examining resource-based theory and agency theory, we will be better able to comprehend the fundamental ideas that guide organisational growth and human resources practices in a variety of diverse organisational contexts. The results of this study may be utilised in guiding the design of best practices and strategies to improve HRM and organisational development in a broad range of organisational scenarios.

[bookmark: _heading=h.1t3h5sf]Research Aim and Objectives and Three Relevant Questions  
Aim:

The aim of the research is to offer insights into how organisational type impacts the development of organisations and human resource management (HRM) practices.

Objective:

· To gain insight into the contextual elements that affect HRM and organisational development practise while identifying the distinctive methods and strategies used by organisations operating in various industries.
· To comprehend how an organisation's size affects designs and implementation of HRM and organisational development practices while enabling a thorough grasp of the unique difficulties and possibilities presented by various organisational sizes.
· To examine how the organisational structure affects HRM and organisational growth initiatives while providing information on the benefits and drawbacks of various structural methods.

Research Questions:

· What unique approaches and techniques are used by organisations in various industries, and how do contextual factors affect HRM and organisational development practises?
· What unique challenges and future possibilities correspond with various organisational sizes, and how do they influence the design and performance of HRM and organisational development practices?
· What are the advantages and drawbacks of the different frameworks in influencing HRM and organisational development activities, and how does the organisational structure influence these initiatives?

[bookmark: _heading=h.4d34og8]Literature Review 
[bookmark: _heading=h.2s8eyo1]Contextual Factors Influencing HRM and Organisational Development:

The study by Dirani et al. (2020) examined the impact of HRM practises on organisational performance to gain insight into the contextual factors that influence HRM and organisational development practise and leadership competencies while identifying the distinctive methods and strategies used by organisations operating in multiple industries. In this context, the research by Anwar and Abdullah (2021), also depicts that successful HRM practices have a favourable impact on organisational performance, especially when they blend with strategic goals and promote a culture of innovation and learning. Additionally, the coordination of HRM with strategic goals helps in developing a culture of innovation and learning and improving employee engagement and performance while stimulating organisational transformation in the public sector (Kravariti and Johnston, 2020). Therefore, contextual factors, including strategic alignment and adaptability to crises, play a significant role in HRM and organisational development practice. Moreover, according to Alibekova et al. (2021), the need for organisational excellence is motivated by strategic planning, commitment to a common vision, and effective performance. Therefore, organisations must align HRM practices with their strategic goals, promote a culture of productivity and learning, and build leadership skills to improve organisational performance.

[bookmark: _heading=h.17dp8vu]Impact of Organizational Size on HRM and Organizational Development:

Understanding the challenges and opportunities due to organisational sizes requires understanding how an organisation's size influences the design and execution of HRM and organisational development practices. In this context, the research by Kravariti and Johnston (2020) describes talent management as a crucial component of HRM in the public sector. Moreover, Arbab and Abaker (2018) highlight that HRM practices play a significant role in bringing organisational excellence within public organisations. Therefore, in order to achieve organisational excellence in the public sector, talent management and strategic HRM are essential. However, the private sector may encounter difficulties such as a shortage of competent workers, skill gaps, resistance to change and excessive turnover. Consequently, the research by Oliveira et al. (2021) suggests that HRM may boost employee engagement and integrate with business goals to be a source of competitive advantage in the private sector. Therefore, it is essential to comprehend the distinct challenges due to different organisational sizes to manage HRM practises successfully while grasping new opportunities.

[bookmark: _heading=h.3rdcrjn]Organisational Structure and Its Impact on HRM and Organisational Growth:

Oliveira et al. (2021) emphasised the interaction between HRM, company strategy, and open innovation in non-profit-profit organisations while exploring the impacts of HRM and organisational growth initiatives and their benefits and drawbacks on various structural methods. In response, according to Palacios et al. (2019), the organisational structure might have an impact on the responsibilities and tasks of HRM inside a non-profit organisation. As an example, in a hierarchical organisation, HRM may perform a formal, centralised function while playing a more informal, decentralised role in a flat or network structure. Therefore, organisational expansion and types of structures, including flat and bureaucratic structures in organisations, can offer opportunities, including enhanced performance, expanding capabilities and acquiring talent within the organisations while maintaining sustainable and eco-friendly practices. In this context, the study by Ceptureanu & Ceptureanu (2019) emphasises the significance of sustainability in the non-profit sector to ensure that an organisation is able to achieve its goals. In conclusion, understanding and evaluating diverse structural approaches and their advantages and disadvantages will offer priceless insights for HRM and organisational development in a variety of scenarios.





[bookmark: _heading=h.26in1rg]Theories
Resource-Based Theory:


[image: ]

Figure 2: Resource-Based View
Source: (Ogutu et al., 2023)

According to resource-based theory, a company's distinct and valued resources, which include tangible, intangible, and human assets, are what give it a competitive edge (Ogutu et al., 2023). Therefore, the resource-based theory emphasises that a company's distinct resources and competencies provide it with a competitive edge. In this context, resource-based theory highlights the significance of strategically using and controlling human resources in the framework of HRM in order to accomplish organisational goals while offering guidance for the development of HR procedures that bring in, nurture, and keep valuable personnel, therefore fostering organisational growth.





Agency Theory:
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Figure 3: Agency Theory
Source: (Researchgate, 2023)

According to the above figure presented by Snippert et al. (2015), conflicts of interest between principals (owners/shareholders) and agents (employees/managers) are possible, according to agency theory. Therefore, in order to match employee interests with organisational goals, the agency theory approach emphasises the creation of incentive structures and monitoring procedures. Besides, in order to reduce agency issues and improve accountability, it also impacts organisational growth by modifying governance structures and decision-making procedures.

[bookmark: _heading=h.lnxbz9]Methodology (including ethics) 
[bookmark: _heading=h.35nkun2]Research Philosophy 
The phrase 'research philosophy' is known to be a researcher's practical thinking and presumptions about the kind of data needed to complete the research as well as the techniques that may be used to collect the data. According to Junjie and Yingxin (2022), the research philosophy is the framework for the process that entails a study design, data collection, and data analysis techniques. The three research philosophies that are most frequently used are positivism, interpretivism, and pragmatism. However, the researcher will employ interpretivism in conducting this research due to its emphasis on understanding social phenomena from the viewpoint of individuals and their subjective experiences. Therefore, interpretivism can help the researcher in grasping the significance of organisational type in HRM and organisational development practises, which entails examining various organisations' strategies and approaches.

On the other hand, positivism and pragmatism are not the best-suited research philosophies for this study. Positivism is known to have a strong emphasis on objectivity and generalizability, which may leave out the subjective and local factors that are essential to comprehending organisational practises. Additionally, pragmatism may not adequately reflect the intricacies and complexity of HRM and organisational development practises within certain organisational types, although appreciating the importance of practicality and usefulness.
[bookmark: _heading=h.1ksv4uv]
[bookmark: _heading=h.44sinio]Research Approach 
A rigorous, meticulous plan for data collection, data processing, and result interpretation is referred to as a "research approach." According to Walter and Ophir (2019), there are mainly two categories of research approaches: Inductive and deductive reasoning. However, the researcher will employ an inductive research approach to conduct this study due to its consistency with interpretivism research philosophy, as the inductive approach will allow the researcher to derive broad generalisations and patterns from particular observations and data. Besides, the researcher can investigate and analyse current qualitative data using an inductive technique to generate fresh ideas and theories regarding the function of organisational type in HRM and organisational development procedures. On the other hand, the researcher will not use deductive methods since positivist research philosophy is normally well-known for attempting to test existing theories and hypotheses through the gathering and analysis of quantitative data.
[bookmark: _heading=h.2jxsxqh]Research Method 
The three research methodologies - qualitative, quantitative, and hybrid, are often employed to conduct research. The researcher will employ a qualitative research method to conduct this study since it enables a more thorough examination and comprehension of the varying experiences and viewpoints of how organisational type affects HRM and organisational development procedures. Moreover, qualitative approaches will provide the freedom to acquire rich contextual data and insights to fully grasp the complexity inherent in this study field. However, this study will not use the other two methods, quantitative or hybrid. The quantitative methodology needs to rely on numerical data and statistical analysis, which may not capture the contextual nuances and subjective experiences explored in this study. Additionally, the hybrid methodology is one with integrated qualitative and quantitative approaches, and also it relies mostly on statistical analysis, which may restrict the depth of knowledge regarding the importance of organisational type in HRM and organisational development practices.
[bookmark: _heading=h.z337ya]
[bookmark: _heading=h.3j2qqm3]Data Collection 
Primary and secondary data collection are two often used data collection methods in research. According to Ruggiano and Perry (2019), 'secondary data' is the knowledge that has been acquired through various primary links and is made available to researchers to use in their study. Therefore, the researcher will use the secondary data collection method due to the availability of existing data relevant to the research topic. Besides, the use of secondary data will help the researcher to proceed with a thorough investigation of a variety of sources, including scholarly publications, reports, and organisational records. Moreover, it will offer the researcher insights into organisational growth and human resources management within an optimised cost and period. On the other hand, due to practical limitations like time and budget, the researcher will not employ the primary data-gathering technique, as it would be necessary to undertake surveys, interviews, or observations to gather primary data, which may take a lot of time and money. However, the researcher can still gain insightful knowledge without collecting primary data since pertinent secondary data sources are readily available.
[bookmark: _heading=h.1y810tw]
[bookmark: _heading=h.4i7ojhp]Rationale
The rationale of this research is to better understand how organisational type affects organisational growth and HRM practices through gathering valuable insights and examining the variations in HRM and organisational growth across the public sector, private sector, charitable organisations, as well as large-scale and small-scale enterprises. Moreover, the contextual elements influencing HRM and organisational growth can be further improved by the investigation of bureaucratic and flat organisational structures as well as the investigation of resource-based theory and agency theory. In this context, the goal of this study is to further the creation of specialised HRM approaches that work well in a range of organisational settings.
[bookmark: _heading=h.2xcytpi]
[bookmark: _heading=h.1ci93xb]Data Analysis 
Thematic data analysis is a simple method for doing hermeneutic content analysis that is appropriate for non-numerical data (Roberts et al. 2019). This needs pattern recognition to investigate the links between the patterns and themes found in the gathered data. Therefore, the researcher will use thematic data analysis, which may be used to analyse qualitative data gleaned from secondary sources. Additionally, a thorough understanding of the function of organisational type in HRM and organisational development practises is made possible by thematic analysis, which will help to enable the identification of recurring themes and patterns within the data. Therefore, this strategy can offer a systematic and rigorous approach to identifying crucial insights and producing relevant findings in line with the study objectives, making it easier to organise, analyse, and present qualitative data.
[bookmark: _heading=h.3whwml4]
[bookmark: _heading=h.2bn6wsx]Ethical Consideration 
In order to ensure that research practices and designs correspond to moral standards, ethical rules of conduct are essential (Husband, 2020). In this context, the researcher will prioritise the use of reliable sources of information to ensure the achievement of the study's objectives. Besides, the researcher will also ensure that the research procedures are conducted in a fair and transparent manner, leading to trustworthy and unbiased results or conclusions. Additionally, the researcher will provide accurate citations, including titles and publication dates of the research studies utilised in the study. Moreover, the researcher will emphasise the importance of presenting the collected data accurately and without any modifications that could distort the findings of the study.





[bookmark: _heading=h.qsh70q]Project Management of the Research (Including Potential Risks, Timeline) 

Project Management:

· Deciding on the theme of research 
· The Finding of the Aim and Objectives
· Literature Review
· Finalising method of research 
· Data Collection
· Data Analysis
· Findings and Discussions 
· Presentation of the report 

Project management includes selecting the study subject, identifying the purpose and goals, doing a literature review, deciding on the research methodology, gathering and analysing data, presenting findings, and submitting a thorough report. Besides, it guarantees a methodical, organised approach to doing research and efficient transmission of outcomes.


 Timeline:

The timeline is represented in a Gantt Chart:

Gantt Chart:
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Potential Risks:

Data errors, insufficient sample sizes, ethical issues, restricted access to resources, time restraints, and unanticipated external events are all potential study hazards. To handle these risks and maintain the validity, dependability, and moral integrity of the research project, mitigation techniques should be used.

[bookmark: _heading=h.3as4poj]Findings 

According to the research of Kravariti and Johnston (2020), it was identified that by integrating human resources with strategic objectives, encouraging a culture of innovation and learning, and improving employee engagement and performance, HRM might be a catalyst for organisational transformation and renewal in the public sector. Moreover, political involvement, bureaucratic restrictions, budget cuts, moral conundrums, and opposition to change are just a few of the difficulties and hindrances that HRM may encounter in the public sector. Compared to the article of Alibekova et al. (2021), it was noted that organisational excellence is the investment of organisations in key opportunities driven by excellent strategic planning, dedication to a shared vision, a clear purpose, enough resources, diligence, and performance that is efficient in the public sector. Organisational excellence has drawn the attention of many scholars in today's globalised environment. From the research of Oliveira et al. (2021), by combining HR with company strategy, developing a culture of innovation and learning, and improving employee engagement and performance, HRM may be a source of competitive advantage in the private sector. However, HRM may run into problems and obstacles in the private sector, such as a lack of qualified employees, a skill gap, high employee turnover, moral difficulties, and opposition to change. By promoting organisational diagnosis, issue resolution, capacity building, and stakeholder participation, organisational development may aid private sector enterprises in navigating complex and dynamic contexts. According to the article by Palacios et al. (2019), it was identified that the HRM tasks and duties inside the charity might be determined by organisational structure. For example, HRM may have a formal, centralised role in a hierarchical organisation, but it might have a more informal, decentralised one in a flat or network structure. Opportunities and difficulties for HRM in non-profit non-profit organisations might result from organisational expansion. Opportunities might include increasing performance and impact, recruiting and keeping more talent, and expanding and diversifying capabilities. In contrast, in the article Ceptureanu, Ceptureanu (2019), it was noted that sustainability for the non-profit non-profit sector refers to the ability to endure so that it may carry out its objective. Therefore, non-profit non-profit sustainability means that the organisation will be able to uphold its obligations to its customers and the neighbourhood in which it works. Given that Romanian NPO, leadership views investment in income creation and impact/results goals as crucial to maintaining organisational sustainability, our findings help to some extent to confirm the conclusions of this research. In actuality, most of the factors connected to strategy are correlated with the dependent variable. 
[bookmark: _heading=h.1pxezwc]
[bookmark: _heading=h.49x2ik5]Conclusion  

In summary, organisational growth and efficiency depend on effective human resource management (HRM). Moreover, relevant data regarding how hierarchical and flat organisational structures influence the adoption of HRM practices will also be revealed through the examination of these structures. However, the researcher will use an inductive research technique to carry out this study because it is consistent with the interpretivism research philosophy, and it enables the researcher to derive broad generalisations and patterns from specific observations and data. Due to the availability of existing data that is pertinent to the study issue, the researcher will thus choose the secondary data gathering approach.
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