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1.1) Ford are an extremely large automobile manufacturer, retailer and repair operator. As an organisation they operate on a global basis. They are an extremely well-known brand who are considered industry leading in the vehicle sector. This report investigates how well Ford manage the external and internal factors with relation to their human resource management. It looks at areas including how Ford have responded to their strengths such as being industry leading and innovative. The report looks at the organisation varying from its structure to its culture and the implications from these internal factors on the human resource management. How these factors have led to Ford being more employee focussed. Also however, how Ford have got to improve in some of these areas such as the implications of the structure on the human resource management. The report also delves into some of the external factors and their implications. How well Ford have responded to or been implicated by the external factors they are experiencing. How they have dealt with the political issues such as Brexit or the technological advancements such as electronic vehicles. How the external factors have led to Ford having to change their human resource management to change policies to allow change, encourage change and expect change from their employees. Finally, the report seeks recommendations to allow Ford to improve their management of human resources in response to their internal and external factors. 

2.1) The Ford Motor Company manufactures and retails a vast range of vehicles suiting all lifestyles and. Ranging from small family cars, minibuses to lorries. They design, manufacture, transport, retail and repair automobiles. (Ford, 2020). Currently Ford is operating on a global basis with sites based in over 125 countries. (Ford Corporate, 2022). Ford Corporate, 2020, states how the organisation has grown massively, in 1903 Ford started with a small operation in the United States, they then from this grew internationally. Initially in Northern America with Canada and have since developed to the scale of today. The organisation spreads across countries, continents, time zones and possibly most important or difficult to manage cultures. 
2.2) The report will be looking at Ford in three main focuses, the organisational culture, the organisational context and then also the management of human resources in the organisation. The three different areas will be analysed in terms of the influence from external and internal factors. The report will investigate how the three different areas are impacting Ford in terms of their human resource management and why. The purpose behind this report is to investigate Ford specifically looking at areas regarding the Intercultural Workplace and its impact on the human resource function. The intercultural workplace now refers to the workplace being a place of people with different cultures, backgrounds, ethnicities, origins and generally different people coming together and successfully operating together to achieve the shared purpose of the workplace or organisation. (Lahti & Valo, 2017).    
3.1) Organisational context is defined as an in-depth review or identification of a business or organisation entity. The context of an organisation entails its strengths, weaknesses, opportunities, threats and the structure of the organisation. (ISO Templates, 2019). In this initial section of the report, I will be looking into the organisation context of Ford in order to develop an understanding of the internal and external factors which have an impact on Ford.  
3.2) Smithson, 2018, explains how in Ford there are three mains way in which the organisation is structured. The three ways are corporate hierarchy, regional and function groups. For Ford this internal factor will play a large role in their human resource management. Ford in terms of corporate hierarchical structuring have a CEO, Executive Vice Presidents and then a series of middle managers and employees. Ford also have a structuring in terms of area or locality. However, in Ford their localities are quite large. They do not divide by country or even by continent. They have split the globe in three. Within each of these three regions there is then the structure of function. Teams are divided by what they do. 
3.3) In Ford there is a clear structure, employees can easily see who they are working with and who they report to. In Ford there is a structure which possibly does not allow for the effective management of human resources and culture. In having such large regions, it is possible for a HR department to be covering all of Africa, Europe and the Middle East. The function group operating within this region would have responsibility for this whole area. This may not be the most effective form of human resource management, covering such a large area with such an intercultural workplace. The huge differences in culture may prove to be an issue. Drucker in 1993 said "The spirit of an organization is created from the top”. If the top is not representing the people, then the spirit, culture or success of the workplace is not going to be effective. If the Executive Vice President for the region is not representing the people they are working above, then according to Drucker, this is going to be detrimental for the organisation.     
[bookmark: _Int_609EXDnb]
4.1) Ford have several different strengths which can be associated with the organisation. Parker, 2019, explains how Ford strengths include being a global recognised brand, they have the second largest segment in the automotive sector, they are innovative and industry leading in research, they offer a diverse range of vehicles in a huge number of dealerships located globally and have an extremely strong financial position. The management of the human resources in Ford will have been greatly impacted by these strengths. How Ford manage their human resources will have altered due to these strengths. In wanting to be industry leading and innovative, Ford have changed their policy on flexible working. It is now an option all employees are offered, where as before, this would not have been the case. Their human resource management has altered to allow this change. (Ford Careers, 2022).
[bookmark: _Int_X5JQu8cN]4.2)(Dudjarejia, 2019) argues how one of Ford best strengths in their size and globalisation can be an issue and have a negative impact on the human resource management of the organisation. Adams & Freedman, 1976, explain in the Adams Equity theory how employees now are expecting much more from their employers. The theory explains how employees now value the organisation they are working at much more highly. For Ford being such a large organisation this has impacted their H.R management, they are now having to manage their human resources much more like a smaller organisation. Offering some of the options such as flexible working and maternity packages which large corporations in the past would not have offered. (Ford Careers, 2022).
4.3) David, 2022, explains how Ford’s weaknesses range from a poor reputation, not exploiting emerging markets such as China, having poor sales in developing countries and having to recall a huge number of their products to resolve faults. The weaknesses effecting ford will impact the culture and human resource management of the organisation greatly. “The only real difference between one organization and another is the performance of its people”. (Drucker, 2012). From Drucker it is clear to see the requirement of good people for the organisation to manage or improve their weaknesses. Therefore, Ford have made changes to their requitement. How Ford recruit their human resources has changed drastically. There has also though been a major change in the management of their human resources and the culture in the organisation in order to attract and retain high quality people. (Thibodeau, 2022). The weakness of the organisation has resulted in changes in how Ford attract and manage their human resources. 
4.4) In terms of the threats and opportunities Ford are experiencing or potentially experiencing they fall under six areas. This comes under PESTLE. Each of the areas focus on a different area of where there is potential for either or both threat and opportunity for the business. 
4.5) These include political factors. Political events such as Brexit and deals between international parties have had a huge impact on Ford. (MBA Team, 2019). This for Ford possess both threats and opportunities. It will threat the business in limiting or causing issues in certain countries but also allow exploration into new markets. Overall, Brexit would be considered a threat, the Ford UK market is large and therefore essential. In terms of the impact on the human resource management of Ford, there are a vast range of implications. Changes in legal requirements in hiring staff from foreign countries, changes in legislation from leaving EU law and different processes being required have all resulted in the management of HR changing. The makeup of workforces may also begin to become less diverse in the U.K. Less foreign workers entering the country may result in a less diverse workforce. If the humans change, Ford have got to respond in changing their management. (CIPD, 2022)
4.6) Economically Ford are operating within a highly competitive market. Top Speed, 2022, explain how there are a minimum of 60 car brands operating globally, job prosperity is therefore extremely high and employee retention extremely important. The job prosperity for Ford employees is always going to be quite high. This is where the model of the iceberg of organisational culture can be applied. Schein, 1985, explains in his theory of their being three layers of culture in an organisation. His theory is often likened to an iceberg, obvious observations are at the top with more in depth, complex aspects deeper down. Employees themselves are now prioritising the more complexed aspects of the organisation, rather than the more obvious. The economic factor of their being less high skilled workers and the workers expecting more from the organisation has requires Ford to make changes in their human resource management. Schien, 1985, highlights the key importance for organisations in managing their human resources and culture in every detail. Ford as of these issues needs to adjust in their human resource management to ensure that their culture meets the needs of their employees to ensure retention. (Comparably, 2022) 
4.7) The changes socially in Ford will have a significant impact on the context of the organisation and their human resource management. Schaeffer, 2019, argues that over 70% of consumers now demand CSR from the organisations they are using or spending money with. Consumers are now demanding a much more ethically correct organisation. The management of human resources in Ford has been impacted by this change in social environment. The change in social change has impacted Fords human resource management in many ways, it has changed the way that the organisation operates. The organisation now operates with a much more employee focus. “To help build a better world, where every person is free to move and pursue their dreams”. (Ford Corporate, 2022). The mission statement of Ford displays their change in human resource management as a result of the social change. Their employees are becoming much more valued, they are being treated much more like humans instead of simply being resources.  
4.8) Electric vehicles are set to become the biggest segment of the automobile industry. By 2035 the electric vehicle industry is set to grow to £1.2 trillion. (Vehicle Team International, 2022). This for Ford is a huge opportunity, it is a chance for them to exploit a rapidly growing market. In terms of HR management, this will require change. The organisation to deal with this change has had to ensure that their employees are adaptable and willing to make change. Without doing so, they wouldn’t make the required development or have the human resources capable of developing Ford to meet the demand of the consumer and government. As Drucker & Maciariello, 2004, “An organization must be organized for constant change.” This quote is a clear justification for Ford managing their human resources in a way which encourages change to develop their products to meet the demands of the consumer. 
 
[bookmark: _Int_2L3MESvR]4.9) The environmental threat is something which Ford has changed drastically and made an opportunity. Like all other Car manufacturers Ford has seen the issues with emissions in their vehicles and made changes. (Noria Corporation, 2021). Ford have also made changes in the whole organisation to meet the environmental threat or change. Ford identified the need to make changes to the organisation in how they operate or manufacture. Drucker, 2003, explains “Management is doing things right; leadership is doing the right things.” For Ford they have made great changes in their human resource management along these lines. They have changed policies and ethics so that the organisation now do the right things instead of things right. Instead of manufacturing plants operating cheaply and in an environmentally harmful way, they now operate in a way which is environmentally friendly. It is the change in mindset set by the change in human resource which has allowed this to happen. Encoruaging the human resources to make change and improve the organisation to be doing the right thing. (Ford Corporate, 2022)  
[bookmark: _Int_stK1e3x9]4.10) Parker, 2019, explains how for automobile organisations one of their threats is their legal requirements. Due to the recent press surrounding auto-motive organisations, there has been real pressure to be operating legally and be known to be doing so. This threat for Ford, impacted their human resource management greatly. Corporate Ford, 2022, explains how they have changed their human resource management to be “One Ford”. Where everyone has responsibility and respect for each other and the organisation. CIPD, 2020, explain how the relationships between these people and the organisation decide upon the success of the organisation. It is the management of human resources, which determine these relationships. In Ford having such a strong bond and connection, it is going to be extremely beneficial. 
[bookmark: _Int_Ypsq1ccf]
5.1) Handy, 1993, explains how there are four main forms of culture within an organisation. These four different types of culture both suit different organisations and situations. (Corporate Ford, 2020), explain their culture as one encouraging employees, one where every employee feels as if they belong and one where employees feel as if they have the freedom to move and pursue their dreams. This form of culture fits into one of the cultures set out by Handy. The fourth form of culture in role culture is the one which Ford have decided to implement in their organisation. Corporate Ford, 2020, explain how their culture sets how they act, live and communicate. It decides upon how they simply operate. The culture set out by Ford can be clear to have an impact on their human resource management. Ford set out to live by the culture they have created. This will only be achieved through the management of their human resources. To meet their goals, their culture is going to be vital. It is through their human resource management, they implement the culture into the organisation. 
5.2) The culture set out by Ford will impact their human resource management greatly. Handy, 1993, explains the role culture as one where the employee has power for their own responsibility. This is an aspect of the culture which Ford has clearly developed. They have clearly introduced a culture where the employees have respect for the organisation and want to work for Ford and the brand. This will have been quite beneficial to the management of human resources in the organisation. For retaining staff, employees will want to stay with the organisation, as resources they will become invested in the organisation. Retaining resources and attracting resources should require less effort. (Alton, 2017).
5.3) In the culture of Ford they have a series of what they call “Truths”, these truths centre or provide their culture. [image: ]
The diagram above displays the range of requirements which lead to the generation of the culture for Ford. Like any other function or department within the organisation, the human resources department will be required to follow the “Truths”. Following these “Truths” will impact how the human resource departments operates. The culture will have a heavy impact on the communication. Interaction and co-operation between departments and human resources. 
[bookmark: _Int_NVoE87xQ][bookmark: _Int_pgkTnRBs]
6.1) The acronym VUCA stands for volatility, uncertainty, complexity and ambiguity, the four different situations explains the world and the different challenges we face from these different situations. These different situations each require a different response in order for the situation to be resolved. (Bennett & Lemoine, 2014). The different variables on deciding the required response are the information known about the situation and how well you can predict the outcome. Bennett & Lemoine, 2014, in a Vuca world of constant change, there is a need for organisations to adapt to manage change and differing situations. 
[bookmark: _Int_OYe5PXyf]6.2) Ford accepting that they operate within a VUCA world where situations constantly occur and change has impacted their operations and human resource management greatly. Ford have been forced into managing their human resources in a way which allows them to change. Not restricting them to a certain work pattern or way of working. Allowing them to work in the best way suited to the situational requirements. “We are humble enough to know we can learn from every situation, and actively question to understand and think critically”. (Ford Corporate, 2022). This quote highlights the impact which a VUCA world is having on the human resource management of Ford, it has made them change policies, ways of operating and how they restrict the level of freedom they allow their human resources. This also shows Fords adoption of agile working, Advanced Workplace, 2017, explain agile working as empowering employees with the freedom to make their own choices, the external environment impacted Ford in how they organise and manage their organisation.   
7.1) In conclusion looking at Ford as an organisation and their human resource management it is clear to see that they are an extremely progressive company which in their industry is very proactive and considered a leading organisation in their human resource management. In the majority of areas Ford have been able to effectively manage the internal and external implications on their human resource management. In most cases, Ford have been able to effectively manage their human resources, despite any factors and the impact they are causing. There are though also factors which Ford could have managed or need to manage differently. The human resource management in Ford could be much more positively impacted if certain aspects of the organisation changed or the response to certain factors changed.  

8.1) From my research I found that Ford as an organisation were extremely strong in limiting or optimising the impact from any factor on their human resource management. For Ford, however. there were two main recommendations or areas in which I believe they could improve. 
8.2) Thompson, 2019, states a geographical structure can be difficult for an organisation in terms of diverse cultures coming together. It’s extremely difficult for an organisation to develop a culture for the whole organisation when there will be individual cultures developing within each geographical division. Thompson, 2019, explains in large geographical divisions, such as within Ford, there are issues with several unfamiliar cultures mixing and potentially causing conflict. Ford have an area covering Europe, The Middle East and Africa. (Ford Corporate, 2020). Within one geographical area, the culture is hugely diverse. They have one president over seeing this whole area. Thompson, 2019, explains how to manage the impact on the human resource management better, Ford could look at structuring their organisation differently. Looking at a more focused geographical structure, managing their human resources based on a much smaller area. This should reduce the chances of their being an issue in terms of different cultures and people being managed under the same bracket, however, in terms of managing the culture of Ford as an organisation it may prove worse. The cultures of these small divisions would become stronger. Thompson, 2019, explains changing the structure in Ford to allow better management of their human resources. Structuring not on a regional scale and instead a functional basis means employees can network, share information, skills and ideas easier. Changing the structure would manage the human resources in Ford to work together on shared purposes instead of common locations.  
8.3) The other recommendation which I have found from the research I have conducted on Ford is based upon the work of Edgar Schien. Schien, 1985, explains the deeper attributes to a workplace and culture. In Ford, these are not managed as much as other more obvious characteristics. The employees of Ford have stated issues with the organisation not valuing these other parts of culture and human resource management. This will also allow Ford to retain their highly skilled and essential staff. The changes I would suggest allowing this to happen is a mixture of different measures. One is assessing the current work force, making changes to personnel who are not showing consideration to these characteristics, assumptions and values become embedded into the organisation. The other measure would be an employee development program. This program would not only be based on getting staff qualifications but also looking at the staff as people, the qualities characteristics and values they hold and assessing these to make developments for the better of the organisation. (Solvo, 2021)
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