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Understanding the Business Context of Human Resources  
 
Introduction
[bookmark: _GoBack]
This essay will examine the different types of organisations and external factors which impact on the HR function.  I will review how organisational and HR strategies and practices are shaped and developed.   

Different types of organisations and their operational/business purposes

There are various types of organisations including private, public and third sector, and can vary in size and orientation.  They can provide services or products.  Public services include the NHS, police force, armed forces and local authorities.   Private organisations can include, plumbers, dentists, accountants and social care providers.  Public sector organisation such as the NHS works alongside the local authorities and aims to provide care of a high standard to the population to ensure the health and well-being of the nation.   In order to facilitate the organisational goals and the needs and wants of the patient the NHS needs to have a trained workforce and equipment that is fit for purpose.   The NHS is always striving to improve the services they provide.   The operational purpose of the NHS is to organise their services and resources to provide safe, high quality standard of care to their patients, the care is free at the point of need and available to all.  The NHS is expected to declare any financial and performance data to the public and shareholders. (My Health London, 2020).

Private sector organisations include the retail industry who aim to achieve high profits, provide quality goods and survive in a highly competitive industry.  Private sector organisations are non-governmental and their goal is to increase profits for their stakeholders.  They are not obliged by law to share financial data with other parties as opposed to public sector organisations.   Retail organisations target their audience in various ways, including on-line, in store and catalogue.  Their aim is to sell goods and make them attractive to their client group, ensuring quality, and cost effective.   It is important to be competitive in order to stay in business.  They contribute to the economy by providing jobs, paying into pensions and increasing trade, not only locally but globally when business is successful. (Bradley, 2020).
   
How different types of business affects the HR function

The HR function can differ in each business, depending on the type and purpose of that organisation. For example, in a small or small-medium enterprise there may just be one HR Generalist, providing all of the HR functions alone. Whereas in large organisations they may have a team of HR Specialists, all designated to their individual tasks to provide the HR function as a team. 

The HR function within the private sector

Most small private organisations will usually employ one or two HR professionals to deliver HR duties like HR administration, recruitment, and training but will outsource services for employment law advice. HR professionals in this type of organisation are less likely to be involved in the strategic planning of the business. (Taylor and Woodhams, Studying Human Resource Management, 2016, p45).

The HR function within the public sector

Public sector organisations tend to employ a team of HR professionals and will have different HR specialists working in each different department, they may have a HR team for recruitment, one for payroll, and one for training, and so on. The HR function within the public sector will have HR directors who are heavily involved in the strategic planning of the business. (Taylor and Woodhams, Studying Human Resource Management, 2016, p47).

The HR function within the third sector

Third sector organisations are usually non-profit such as charitable organisations.   
Some challenges HR professionals may face in the third sector are recruitment and retention of staff/volunteers.  Recruitment is mainly the role of the senior management and director of the organisation.   Advertising the posts is limited where charities rely a lot on word of mouth and look within their sector for volunteers.  These types of charitable organisations find social media a good source of advertising where they can promote their cause, workplace and provide great learning opportunities in an attempt to look an attractive choice of career as they find that university leavers may not have considered working for voluntary organisations at the end of their training.    They promote the idea that charity work can be rewarding and make a big difference to people’s lives.  HR play a large role in motivating and engaging staff in order for the organisation to achieve and sustain their goals. (PM Jobs, 2016).

Other challenges encountered by some organisations have included diversity, and not being able to find the right mix of skills, gender, experience, etc.  An example given may be that a certain organisation’s workforce includes a large percentage of females.  This may mean that this is the perception that an individual may have towards a volunteer role and this is why the organisation in question is mainly attracting female recruits.  HR then need to come up with solutions to diversify, including offering other incentives and more attractive benefits to the post such as flexible ways of working etc. (PM Jobs, 2016).

COVID 19 is already having an impact on charitable organisations.  There has been a drop in donations in recent weeks.   There has been an increase in demand for home help and transport services that the charity provides, however a drop in donations has meant that the charity is struggling to pay the employees and are hoping for help from the government at this stage. (Sky News, 2020).

Different organisational structures and management roles, and how these impact on the HR function

Organisation design and structure can have a huge influence on the organisation’s performance. Elements of organisational design include the hierarchy of management, how the tasks of the business are sorted into different job roles, consideration of how employees interact and work in line with the processes, and finally what motivates the employees. Organisational structure and management roles impact the HR function within a business.  Policies and procedures will need to be tailored to suit each individual business.

Two types of organisational structure is ‘mechanistic’ and ‘organic’. Mechanistic structure involves a hierarchy with clearly defined job roles whilst organic structure tends to be less formal with less of a divide between the different departments. (Taylor and Woodhams, Human Resource Management, 2016, p169).

Other types of organisational structure: – 
	
Bureaucracy 

Bureaucracy is more of a traditional form of organisation structure and has three central principles: specialisation, hierarchy, and impersonal rationality. Specialisation involves employees who are recruited for specific job roles in specific departments. These departments can include HR, payroll, training, and so on. Hierarchy involves having a top-down approach with managers and directors at the top of the hierarchy giving instruction to employees at a lower level. Impersonal rationality is where the employees with power within the organisation base their decisions on rules and logical principles. (Kew and Stredwick, 2013, p17).

Divisionalisation 

Some organisations, especially larger ones, may adopt this structure as it becomes more difficult to keep the decision making centralised the larger the organisation grows. It involves having different divisions / departments within the business responsible for making their own decisions. However, even though each division is responsible for making their own decisions, it can be common for the divisions to become bureaucratised. (Kew and Stredwick, 2013, p18) 

Matrix organisations

Matrix organisations consist of short-term and/or medium-term projects. Employees with specialist skills from different departments will work on these projects together and are answerable to both their line manager and the project manager. (Kew and Stredwick, 2013, p21).

Network organisations

This type of organisational structure is quite informal and aims to bring employees (usually managers) from different departments together to build relationships and connect each different division. (Kew and Stredwick, 2013, p21&22).

Virtual organisations

A virtual organisation has technological assets rather than physical.  It is a non-traditional organisational structure where employees communicate via telephone and computing technology. Virtual organisations tend to usually only operate on demand, e.g. a manufacturing firm will make produce as per order rather than having their produce readily available. (Kew and Stredwick, 2013, p22).

Strategic alliances

Organisations use strategic alliances in order to improve their business opportunities.    Strategic alliance is an agreement between the companies who will joint work and form a partnership.  Advantages can include new opportunities, an increase in sales, access to new technology and skills.  Disadvantages can include one of the organisations having more power that the other and such alliances can fail outright.   Many issues may arise when being part of an alliance and this will impact on the role of the HR professional.  When two companies form an alliance the management of staff will become shared. Problems can include staff having to get used to new boundaries and procedures.  (Kew and Stredwick, 2013, p23).


The role of the HR function in formulating organisational strategy

 HR professionals work collaboratively with the directors and senior managers of any organisation and make significant contributions to the strategic decision making.  The role of the HR professional exceeds recruitment and administration processes.  Time and money is a heavy investment in any workplace and it is important to implement changes and strategies to support the organisational goals and success of the organisation.   When implementing change, senior managers may seek the help of external forces to formulate new business plans.  However, at this stage changes may be difficult to implement due to the need to address issues around workforce management.  A factor that may have been overlooked when making these plans.  The HR professional will lead on managing and motivating the workforce and help steer them towards achieving the vision and goals of the organisation. 
 
Culture plays a big part in any organisational structure and the workforce needs to feel supported and heard in order to grow and strive.  The HR professionals have the knowledge, skills and empathic approach and acknowledge the benefits of a healthy and supportive work environment.   They are able to relay this to the individuals in the workplace.    The HR professional will help the organisation and its managers to identify the necessary skills and attitude that the individual requires to do carry out their job.    HR will manage the key performance indicators and help the organisation achieve these targets.  HR will advise and support the management structure to identify how their employees will be able to recognise how their performance and behaviour is linked to their progress within the company.  An employee needs to feel valued and trusted in their organisation and training and development packages makes an employee feel invested in.  Taylor and Woodhams, 2016, p59&60).  


How organisational strategy is translated into HR strategy and policy 

Organisational strategy and HR strategy influence each other and will have significant influential impact on the outcome of an organisational strategy.  Organisational and HR strategies are developed or changed by the influence of internal and external factors.  HR strategies need to meet the needs of the business in collaboration with the needs of the personnel.   HR strategies involve managing employees and business ethics making sure that both are making a beneficial impact on the business and public environment.   Organisational and HR strategies work together to improve  employee engagement and performance in order for the needs of the organisation to be met.  
 
They need to work together because even if the organisation had a clear vision of what their strategy should be it may not be achievable without the input from the HR strategy.   The need for collaboration is clear as there is a need to understand all the external/internal factors and how this can impact long term on the business plans including any barriers to improvement that exist.   (Taylor and Woodhams, 2016, p59&60).



































SWOT analysis of CDA Care Ltd 

	STRENGTHS

· Team effort
· Vision
· Committed
· Excellent relationships with service users
· Good morale
· Progression opportunities
· Use of modern technology
· Ongoing training
· QCF qualifications for support staff are government funded

	WEAKNESSES

· Work-life balance for support staff
· Poor attrition rates 
· High sickness absence rates
· Outdated policies and procedures

	OPPORTUNITIES

· New Social Care Wales registration
· Workforce development
· Provide services in a new geographical area
· Build relationships with job centres to assist with recruitment of Support Workers
	THREATS 

· Coronavirus Outbreak
· Competitors in the market
· Possible loss of contracts with Local Authorities 
· Demand for the service can fluctuate 
· Constant changes to employment law 































Pestle Analysis of CDA Care Ltd 

	
	Factors to consider

	Political
	· Brexit
· Law
· Government
· Tax

	Economic
	· Competitors
· Demand for the service


	Social
	· Unsociable working hours
· Work-life balance
· Young workers & career attitudes 
· Lone working
· Employee engagement


	Technology
	· Use of modern technology (mobile phone software)
· Employee Portal (reduced communication cost)


	Legal
	· Care Inspectorate Wales
· Social Care Wales
· Employment Law
· Regulations (e.g. Working Time Regulations)
· Health and Safety
· ACAS


	Environmental
	· Coronavirus outbreak
· Transportation 









As shown above, I have chosen to undertake an analysis of CDA Care Ltd (Domiciliary care provider) to identify external factors impacting on the organisation. In my analysis I am going to consider market forces, social trends, technological developments, legislation, globalisation and international factors.

There are many tools which can be used to determine factors that are affecting an organisation, the two I have chosen to use are PESTLE and SWOT analysis techniques. 

A PESTLE analysis considers six different factors: Political; Economic; Sociological; Technological; Legal and Environmental. Managers can use these factors to understand what influences their organisational strategy, which will enable them to make better decisions. According to CIPD, a PESTLE analysis can be used in a number of different business planning situations including strategic business planning, workforce planning, marketing planning, product development, organisational change, and finally people strategies, reports and projects. (CIPD, PESTLE analysis, 2020).

A SWOT analysis helps to identify the strengths (internal factor), weaknesses (internal factor), opportunities (external factor) and threats (external factor) of an organisation. SWOT can also be used as in many different business planning situations and influence decision-making within an organisation. As well as being used as a tool for strategic planning it can also be helpful to create new ideas and be used as a problem solving technique. (CIPD, SWOT analysis, 2020).
 
Each of these factors can have an effect on the HR function within the organisation. For example, current legislation has a huge influence on how organisations operate and their policies.  If an organisation does not comply with government regulations such as policies around training, termination etc, an organisation could be fined.  Advances in technology can have a significant  impact, including replacing people or down- sizing of the workforce because a new piece of technology can also complete the job. (Friedman, 2013).
Globalisation 

Globalisation has increased in recent years due to the ongoing developments in IT, communications and transport.  IT provides fast, easy and global communication twenty four hours of the day.  Companies can target their audiences via social media allowing their customers across the globe to shop and pay for goods electronically, resulting in fast and efficient turnover.  Companies can easily raise electronic invoices to ensure swift payment, allowing the company to be competitive with their rivals and facilitate company profits and increased trade.    Large container ships are able to transport goods across the world at a low cost.   Advantages include the company or customer being able to access and compare products or services from a vast choice ensuring quality at an affordable cost.  High demand for products can also mean the company can offer their products at a reduced cost explained as being cost competitive.  (Taylor and Woodhams, 2016, p50).

In conclusion, this essay has examined organisational factors which impact on the HR function.  External factors which impact on organisations and their function and how organisation and HR strategies and practices are developed.  It is clear that using tools such as the PESTLE and SWOT analysis will help the organisation make better decisions for the business and its employees.
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