The evolving role of HR in the contemporary business world 
Over the last 25 or so years HR has evolved dramatically, going from what many called a “tea and sympathy” profession to today focusing on delivering strategic business solutions. It has gone very much from personnel to Human Resource Management (HRM) to Strategic Human Resource Management (SHRM.) Geoff Tranfield sums it up by noting “HR was something that was called out of the cupboard. If there was a problem to fixed, as opposed to being integral to how the business was run.” (HR Magazine, 2016) HR has definitely progressed become more proactive as opposed to reactive. 
Over the years, professionals have come to realise that people are a business’s best asset and they need to be valued and looked after, it has become recognised that people don’t just go to work to get a wage packet anymore.  People want to feel valued and motivate within the workplace striving to achieve their goals. It is HR’s job to get the best out of people. It was Edgar Schein who first identified the concept of a ‘psychological concept’ which states there are an unwritten set of rules between everyone within an organisation. It is this contract that motivates people to do their jobs and to do their jobs well, as they gain satisfaction from what they do. People want to feel secure with in their job roles and feel a sense of belonging within their organisation. It is all about “mutual expectations and the satisfying of needs.”  (Schein, 1965). Pointon and Ryan (2004) agree with Schein stating there is a common and agreed understanding between both parties about “work, pay, loyalty, commitment, flexibility, security and career advancement.” (Leatherbarrow & Fletcher, 2014)
Cary Cooper believes the evolution of HR “has arguably by far the most radical of all the business functions.”  The main reasons behind this rapid change in the function of HR is down to rapid globalisation and the introduction of new technologies which has increased competition meaning business’ have to constantly evolve to keep up with the times and ensure a competitive edge. These days you have to “run pretty fast to stay still let alone move forward.” (HR Magazine, 2016)
An analysis of the key factors that shape the HR agenda
According to Wilkinson and Taylor the purpose of the HR function is to “support the delivery of the organisations strategy and objectives through the effective management of people and performance. As such an organisation’s HR strategy and all activities should be clearly aligned with the strategy and objectives of the business.” The objectives of the HR function are mainly to respond to developments within the wider business and to attract, manage, motivate and develop employees for the benefit of the business because the more motivated and skilled an employee is the more of an asset they will be to the business. (Leatherbarrow & Fletcher, 2014)
[image: https://image.slidesharecdn.com/strategichumanresourcemanagement-120716211840-phpapp02/95/strategic-human-resource-management-18-638.jpg?cb=1480155801]Today, “HR is typically seen as an integral function that influences strategy at the highest level” This status is very much down to the academic and HR advocate Dave Ulrich (Becker et al. 2001) Ulrich devised a model  that identified four  key roles that HR professionals play, employee champion administrative expert, change agent and strategic partner. The diagram below explains the function of the model:









Ulrich devised this model to organise the human resource function. He deemed HR strategy to complex for many HR employees so determined that employee champions deliver competent and committed employees, the administrative experts deliver efficient and effective HR practices, the change agents deliver the change in individual employees and the organisational culture and then the strategic partners deliver the business results. (Ulrich and Brockbank 2005.) Ulrich’s is considered by many to be the father of the HR model and his model is still widely used in HR departments worldwide today. However, with the rapidly changing business environment it is now more difficult for a one model fits all stance and whilst it is still a ‘good starting point’ other models such as and strategies must also be taken into consideration.
“An efficiently run human resources department can provide your organisation with structure and the ability to meet business needs through managing your company’s most valuable resources – its employees” Chron June 2018
To develop the best HR function for your business strategies must be put into place. The aim of strategic HRM is to “generate organisational capability by ensuring that the organisation has the skilled, engaged, committed and well-motivated employees it needs to achieve sustained competitive advantage.” Strategic HRM has two objectives:
1. Integration -This is defined as the vertical alignment of HR strategies with business strategies and the horizontal integration of HR strategies. The greater the degree of vertical and horizontal integration within a business the more effective the HR strategy will be.
2. To provide a sense of direction in an often turbulent uncertain business environment. This will ensure the needs of the employees can by met by the development and implementation of practical HR policies
There are a number of different HR strategy models the contribute to the effective running of the HR function to name a few, the best practice approach, the best fit approach, bundling, resource thinking and AMO. The 3 detailed below show these in more detail.
The Best practice approach
The best practice approach dictates that there are a set of HRM practices that are universal and that they are the best in any given situation. By implementing these best practices, it will lead to optimum performance for your business. A number of lists have been drawn up indicating the behaviours that constitute ‘best practice’ Pfeffer (1998) Guest (1999) Delery and Doty (1996) Wood and Albanese (1995.) Most recently, Kew and Stredwick (2016) identified the following 10 ‘best practices’ which are mainly linked with high levels of employee commitment:
1. Flexibility/teamwork
2. Employee involvement
3. Employee voice
4. Performance related reward
5. Employee ownership
6. Sophisticated selection
7. Internal promotion
8. Employment security
9. Commitment to learning
10. Harmonisation of terms and conditions
The best fit approach
The best fit approach is also known as horizontal and vertical integration. This approach states that HR strategy must integrate alongside the business’ strategy, they need to have an external fit and be vertically in lined with them. As well as an external fit it also needs to be horizontally integrated. Basically the greater the degree of vertical and horizontal integration the more successful the HR strategy will be. Compare with contingency model
Resource based thinking
This model uses ‘inside out’ thinking rather than ‘outside in.’ This approach is all about achieving a competitive advantage, companies should look within their own organisations to find the sources of competitive advantage rather than to the external environment. Companies should carry out an audit analysing their key competitive strengths including, brands, physical assets and people. Barney (1991) states that organisations should then focus on what resources are most: (Taylor & Woodhams, 2016)
· Valuable
· Rare
· Inimitable
· Non- substitutable
By carrying out this kind of analysis HR professionals can identify the individuals who are so significant to the business they cannot afford to lose them to a competitor. 
(Strategic Management Insight, 2013) (Taylor & Woodhams, 2016)
.

Compare different tools for analysing the business environment
When analysing the business environment there are a number of different business models that are considered useful tools that help better understand a particular business or organisation and help think more strategically when planning.
PESTLE
PESTLE analysis is a framework used by business’ to analyse the key factors, Political, Economic, Social, Technological, Legal and Environmental. By using a PESTLE analysis tool allows business’ to fully understand the wider environment and all its challenges. It helps guide HR practioners and senior managers to strategic decision making.
There are a number of advantages and disadvantages to using this kind of planning tool, listed in the table below:

	Advantages of using PESTLE
	Disadvantages of using PESTLE

	It’s a simple framework
	Data can be over simplified and it’s easy to use a limited selection of data

	It facilitates an understanding of the wider business environment
	The risk of capturing too much data may lead to ‘paralysis by analysis’

	Encourages the development of external strategic thinking
	The process needs to be undertaken on a regular basis to be effective

	It can enable an organisation to anticipate future business threats and take action to minimise their impact
	The pace of change makes it difficult to anticipate developments that may affect an organisation in the future

	It can enable a business to spot opportunities and exploit them fully
	The data used may be based on assumptions that subsequently  prove to be unfounded



(CIPD, 2018)
SWOT Analysis
Another planning tool often used by businesses is a SWOT analysis which identifies the strengths, weaknesses, opportunities and threats involved in a particular project or business scenario. It is used to for comparing a business’s plans or goals to see it would work with in the environment it operates. Unlike the PESTLE analysis SWOT takes into account the business’ internal and external factors that are either favourable or unfavourable to the business but again like PESTLE it is a helpful tool to HR practioners and senior managers is the business’ strategic planning process.

	Advantages of using a SWOT analysis
	Disadvantage of using a SWOT analysis

	It’s a simple box framework
	It is easy to use Scant data as some users over-simplify the amount of data used for decisions

	It helps understand the strengths and weaknesses of the business
	To be effective this process must be undertaken on a regular basis

	It encourages the development of strategic thinking
	The best reviews require different people being involved with each having a different perspective

	It enables the management team to focus on strengths and build opportunities
	Access to quality internal data sources can be time consuming and politically difficult

	It can enable and organisation to anticipate future business threats and take action to minimise their impact
	The pace of change makes it difficult to anticipate developments that may affect an organisation in the future

	It enables an organisation to spot business opportunities and exploit them fully
	The risk of capturing too much data is that it may make it difficult to see a true representation and lead to ‘paralysis by analysis’

	It is flexible
	The data used in the analysis may be based on assumptions that prove to be unfounded

	
	It lacks detailed structure so key elements could get missed



(CIPD, 2018)
Porter’s five forces
Another tool used to assess the business environment is Porter’s 5 forces. It is used to help HR practioners and senior management understand the competitive forces and to maximise business’ probability. Porter’s 5 forces determines that to make good profit in business depends on your business’ position in the market there are 5 forces at work which determine competitive power within a business situation. Figure 1 demonstrates how the five forces are brought together: (Porter, 1980)
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	Advantages of Porter’s 5 forces
	Disadvantages of Porter’s 5 forces

	A good tool to help understand the degree of competitiveness and competitive dynamics in a specific market
	Pace of change is more rapid today than when this model was developed

	Can be used to help make decisions such as: to enter a market, how to price a product, important routes to market or supply and the likely future competitors
	Provides only a snapshot of your environment

	Analyse your business from multiple angles
	Does not consider non-market forces

	Shows you the opportunities and threats your business could potentially face
	Assumes the market is competitive

	
	




3. Assess 4 different factors which impact on organisations business and its HR functions
There are many different factors which are constantly impacting on an organisations business and HR function. These factors can be internal and external.  Below are listed some examples of factors that can impact on business.
	Internal factors affecting business
	External factors affecting business

	Sector size
	Globalisation

	communications
	Political

	culture
	Economic

	technological
	Social

	Power, conflict and control
	Technological

	Financial health 
	Legal

	stakeholders
	Environmental



Firstly, we will look at external factors. Globalisation and technological advancements go hand in hand and have had a direct impact on one and other. New technology has emerged as a consequence of increased globalisation and globalisation has happened so rapidly as a result of new technology. 
The emergence of new technology is a consequence of increased globalisation and a driver of increased competitive intensity in its own right. Obviously new technology has brought about massive advantages for business; to name a few increased productivity, improved communication, wider customer base, collaboration and outsourcing and reduced business costs. However on the other hand new technologies has also brought about some negative impacts, job loses, a lesser skilled workforce, employee morale and the expense of upgrading to this new technology.  This has had a knock on effect to HR departments as they begin to strategize ways to downsize. Even though with the introduction of new technology it is likely equal jobs will be lost as created (PWC, 2018) this brings about different jobs and a different skill set that the current workforce within an organisation may not have. HR departments will need to look at upskilling the existing workforce, training the existing workforce, redeployment of staff, and recruitment of skilled workers which in turn could bring about redundancies of existing employees.  HR departments need to ensure legislation and employment law is followed and best practice is adhered to at all times. HR need to ensure the transaction is as smooth and undisruptive as possible for current employees and those that may be being made redundant or redeployed. HR need to strategize and to carry out thorough work force planning to ensure the current workforce will be able to meet business needs and demands over the coming years.
Globalisation 
The impact of globalisation of a business is significant and business must adjust to accommodate a diverse range of cultures and practices.
The impact globalisation has on a business and the HR function is massive. With the increase in globalisation HR departments must adjust their thinking and practices to include cultural differences, foreign relations and technological advancements. (Chron, 2018)
Globalisation of human capital Obviously this is going to have probably the greatest impact on the HR department. When a business moves to a foreign county a new workforce will be needed, HR will be responsible for acquiring local talent which will need to be done abiding by the countries laws, also it could been existing staff moving overseas this will require visas, permits, housing assistance, training help adapting to a new culture.
Cultural differences – cultural differences both in and out the workplace need to be considered by HR departments. Businesses have their own ways of operating which may not be acceptable outside their home nation. Global expansion will also affect employment and tax laws that HR need to prepare for. This can include tax rates, benefit requirements and environmental regulations. HR need to ensure that they jeep up to date with issues and government policies within the countries they are operating in. 
Another challenge is ensuring all employees in offices overseas are communicated to the same way as employees in your offices. Having offices in different countries could prove a challenge HR need to. HR need to ensure all employees are effectively communicated to and kept engaged.
As well as external factors there are also internal factors that can have an effect of business as noted in the table above. One of these is the culture of the business. Culture within a business is how a company “cultivates business growth by offering each employee a voice, while encouraging healthy day-to-day attitudes, behaviours and work ethics.” (Breathe HR, 2019) Over the last decade or so there has been a shift in business culture with research highlighting that “perspective rule-bound environments don’t build towards positive cultures and can lead to unintended and unwanted consequences.” (CIPD, 2018) Culture can drive people’s behaviour; innovation and customer service with 82% of business’ believe that good culture gives them a “potential competitive edge.” (Deloitte Insights, 2016)
When company culture is aligned clearly with the business strategy it will attract people who feel comfortable which should then produce a high level of engagement. Company culture becomes embedded within a business through processes, reward systems and behaviours and can be measured and constantly improved to drive the strategy.  A good business culture has many advantages including, increased productivity, customer and employee loyalty, increased marketability, strong business brand, easier to attract talent to work for your company and high retention and low turnover rates. Low business culture can effect business growth and productivity as well as staff morale which can lead to high staff absences and turnover and also you could find it extremely difficult to attract new talent.
Another internal factor that can affect businesses is the sector in which your business operates. There are three main sectors: Private, public and the third sector. Depending on the business sector a business belongs determines how the HR function is organised as primary business objectives and priorities differ between the sectors. Within the private sector the key objective is usually financial; making a profit for the business shareholders. The HR function is usually strategic focusing around longer-term planning and decision making aligning with the wider business strategy and key objectives.  (Taylor & Woodhams, 2016)
The public sector is different to the private sector and so is the way the HR function is measured. The public sector is a public body with its key objectives being to enhance the services provided to the public rather than generating revenue for shareholders. This sector is largely funded by the taxpayer so is subject to public accountability. Even through the HR function tends to be structured the same way as in the private sector HR within the public sector but there is less room for spontaneity from mangers with the HR team having more constraints on how they deliver certain activities due to government stipulations. Public sector will tend to have detailed policies followed by everyone with no exceptions. (Taylor & Woodhams, 2016)
The third or voluntary sector tends to be organisations run on a not-for-profit basis.  The HR function tends to vary across the sector and can be quite limited due to lack of funding, trying to operate in a cost funding manner. Financial gain is not the primary motivator so much of the HR function is centred around trying to attract new investments and volunteer staff and motivate them in work where financial benefits are not the  primary focus. (Taylor & Woodhams, 2016)
Strategy formulation
All businesses have some form of strategy. A business strategy “describes the way an organisation creates value through its business model, the purpose and objectives that govern the models operation and the indicators used to describe the strategy’s success.” Strategy means understanding the requirements and the best interest of your business stakeholders as well as the wider society and external factors that could impact your business.
A good business strategy is aimed at influencing practices, promoting improved performance and competitive advantage at work. Effective strategies contain three key elements:
· Most important goals to be achieved
· Policy guidelines for action to be taken
· Programmes establish to accomplish defined goals
HR strategies should always align with the strategy of the business. The HR department’s goals and priorities should be in line with the business’ goals and aims. To be fully effective and to be effective in influencing things at a strategic level HR must have influence at the top level. This includes acting professionally and ethical and ensuring that the business is also acting ethically and professionally. (Leatherbarrow & Fletcher, 2014)
When devising a business strategy there are 3 main approaches:
· Rational/classic
· Emergent/ classical
· Symbolic/radical
A model that can be used formulating and implementing HR strategy is the linear, sequential view which was devised by Higgins and Vincze (1993.) It is a five stage model of strategic management for determining objectives and formulating strategy. Strategic management is more than just a set of rules, it’s a philosophical approach to business where the leaders must think strategically and then apply that thought to a process.
The five stages of the linear model are:
1. Formulation of vision statement and mission statement and goals
2. Determination of strategic objectives
3. Formulation of strategies
4. Implementation of strategies
5. Evaluation and control of strategies
Alexander (1985) identified 5 main features of successful strategy implementation – communicating, starting with a good idea, containing employee commitment and involvement, providing sufficient resources and finally developing an implementation plan. It is important that HR are involved at each of these stages when strategies are implemented and that their strategies are aligned with that of the business. How can 
Business performance be evaluated
Businesses measure their performance all the time to ensure the business is heading in the right direction and they are meeting their targets, Obviously, one of the main ways to do this is by looking at financial targets basically how much money is in the bank but there are other non-financial targets how a business can assess their performance for example, customer service, passing audits, number of complaints received, bench marking against last year’s targets, to name a few.
It is also crucial HR measure the departments perforce to see how they are doing compared to the rest of the business. Ways to do this are through statistics, for example, how many job applications received for advertised jobs, vacancies filled, people currently employed, absence figures, staff retention and training courses passed. This can be benchmarked against previous year’s figures or against competitors so see where the department would be in the market. Also KPI’s this helps demonstrate the aspects of HRs performance than are deemed the most important in helping achieve the overall business objectives.
HR plays a crucial role in business planning providing insights, supplying company data and implementing key strategies and solutions to support them. Another area HR plays a vital role in is change management. Business’ are and have to constantly change and evolve due to an ever competitive market. On average business’ go through major changes very three years but are constantly going through minor changes. HR has a vital role to play in this process to ensure an effective and efficient change management process. It can be broken down into two parts the controllable which is all the business processes and the uncontrollable which is the people element.
Hughes (2006) stated that “ change is an alteration to the status quo” it can take place in business for many different reasons , for example to introduce a more efficient way of working, new technologies being introduced or re organisation of the workforce.
Change happens with business’ all the time and many adopt change theories. One such theory is Lewin (1950) which states there are three stages in change management – unfreezing, movement and refreezing. Beer’s six step model of change states that change is more complex than Lewin’s model. His six stages are:
1. Mobilise commitment to change through joint analysis of problems
2. Develop a shared vision
3. Foster consensus and commitment to the shared vision
4. Spread the word about change
5. Institutionalise the change through formal policies
6. Monitor and adjust as needed
Beer’s model can be used to show HR’s role in change management and what they can do at each stage to make the process as smooth as possible. Kew and Stredwich, 2016) introduced the role of HR into Beer’s model. Stage 1, Hr can use statistics to benchmark, encourage a learning culture within the workplace by holding workshops or training courses and scan the business environment to identify the need for change. Stage 2 – it is vital HR understand the culture and directly support the visions which underpin said culture. Stage 3 – HR must support the change
Stage 4 – Communication. This is absolutely key Hr must communicate to all employees and also encourage mangers to do the same with their individual teams. HR could hold workshops  or drop in sessions and employees encourages to share ideas so they can buy into to the change process. HR need to ensure everyone is updated every step of the way.
Stage 5 – HR need to draw up and issue new policies that fit in with the new …. They need to look at new incentives and possibly new reward systems
Stage 6 – HR need to monitor the new procedures after the period of change and be available. They could allow for flexible policies.

As you can see over the past years HR has developed massively going from personnel to strategic HR based around strategy and that is integral to the business function. Business’s show no sign of slowing down so HR will need to continue to grow, adapt and develop.
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