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According to Taylor and Wilkinson, there are three sectors that organisations can fall into - Private, Public and Third (2016). They range in sizes and this can influence organisational objectives.

BroMyrddin Housing is a non-profitable organisation providing affordable housing for those most vulnerable. By being a small private sector company, it’s unconnected from the person who runs it, and no employee is liable for debts incurred from liquidation (Taylor and Wilkinson, 2016). One of its main business objectives is creating a profit but as it’s registered as a charity, all generated income throughout the year would be used to prepare budgets for following years (Taylor and Wilkinson 2016). The organisation faces pressure in complying with regulations from the Government and meeting sector wide expectation.

As a school based in the public sector, Ysgol Rhydygors is funded by the local authority and is for children with behavioural difficulties. It’s ran by Carmarthenshire County Council, governed by governors with daily duties remaining with the school’s Senior Management Team (Taylor and Wilkinson 2016). Similarly, to above, it must meet government targets but due to financial difficulties that the sector faces, they’re only able to plan over a short period of time. 

Within Bro Myrddin, there is a prominent HR Director position on the Board and is influential in strategic decision making. There is a generalist HR Manager which is accountable for a range of organisational needs, with basic HR functions remaining with a HR specialist. Being ran by a local authority, denotes that no members of the HR department would be located on site. Within the council, there would be a large amount of HR generalists, responsible for several departments with support from internal HR specialists providing expertise advice and guidance on specific matters (Taylor and Wilkinson 2016).

Employee contribution is a key aspect for Bro Myrddin as it becomes more strategic and long-term planning. It’s important for the HR department to recognise different motivators for their employees to improve organisational performance (Kew and Stredwick 2012). Being able to individualise salaries based on performance and an increase in responsibilities can hold current and appeal to prospective employees. Due to the clear transparency in pay scales within local authorities, colleagues can compare grades and workloads. With no apparent performance related-pay incentives available, it can be demotivating from a professional development perspective (Taylor and Wilkinson 2016). To encourage productivity, the authority has introduced yearly performance appraisals to monitor strengths, goals and ambitions. 

The local authority highlights the importance of HR managing conflict handling well for the benefit of all stakeholders (Kew and Stredwick 2012). Also, from the financial perspective of the business and the importance of avoiding costs from employment tribunals. The public sector is more risk cautious and this reflects the lack of freedom that managers have to develop their teams. The hierarchy structure of the organisation promotes downward communication with instructions given from senior management with decisions taking a long time to approve (Kew and Stredwick 2012). The firm roles and responsibilities environment can become repetitive and employees might not go above and beyond their duties with HR having to consider alternative options to motivate its employees by offering benefits. As a smaller company, line managers have increased responsibility within the Housing Association. They’re permitted to work and manage their employees as they desire, within the boundaries of organisational policies and that it hasn’t detrimental effect on the business and its employees. 

Johnson and Scholes developed A Cultural Web which analyses, investigates and identifies areas for improvement by aligning six elements (Mind Tools Content Team n.d.). HR is an important component in delivering, developing and changing organisational culture. One of the six elements is Ritual and Routines, which can be defined as - what is expected to happen from situations, and does it meet the standards of the organisation. As Bro Myrddin are more lenient in their line management approach, it heightens the risk of variable information being shared with employees and different approaches to problem solving which isn’t in line with the Associations values. It’s HR’s responsibility to ensure reliability within departments by guaranteeing that all line managers are consistent when it involves sharing information and organisational priorities. Bro Myrddin is a people-oriented organisation, it encourages employees to be involved, invests in their development and rewards for hardwork.

With over a half of Council employees’ members of trade unions (Taylor and Woodhams 2016), there is more importance for exceptional management to be delivered and that employees are treated correctly in the workplace. HR professionals are more careful around employee matters involving union representatives, which can lead to poor relationships with staff. As all employees are aware of their roles and to stay within the boundaries of set policies and procedures a role-oriented has been built but to allow the culture to continue to prosper, the government must remain steady avoiding big changes that could influence its purpose. 

Some commonly used structures within organisations are Bureaucracy, Matrix and Strategic Alliances. They all have positives and weaknesses and the chosen structure is dependent on the nature, market and goals of the organisation (Kew and Stredwick 2012).

The effect of internal and external factors on the organisation can trigger the need for a new organisational design. This process is reviewing the current position of the business and researching for its future position. From having an eagle-eyed perspective of how the organisation is performing and knowledge of employee related issues, HR play an important part in deciding which direction the business needs to head (Sharp 2018). To prepare for an organisational design, it’s vital to select a model that is correct for the business. From the traditional models, the Galbraith Model reflects on reviewing organisational arrangements such as ‘strategy, structure, people, rewards and process’ Sharp (2018). This model would be more reflective for the Council as the business is burecrautic in its methods, which has been highly criticised for being behind with the SHRM movement (Taylor and Wilkinson 2016). By using their traditional method of strictly adhering to organisational policies and procedures, management can become experts and lead by inspiring employee performance and influencing the future objectives of the organisation (Galbraith Management Consultants 2016).

[bookmark: _Hlk535943440]As business needs change over time and new internal factors become apparent, it’s encouraged to review the organisation structure to determine the skills and abilities required to fulfil the business purpose. Taking into consideration positions and skills that aren’t being fulfilled, HR are prominent in redundancy consultations and attracting correct applicants during the recruitment process. Nevertheless, people analytics is being utilised more by HR to support the business on determining how employees can influence the success of the organisation, and organisationally designing these activities to exploit their contribution (Hill and Houghton 2018). 

The introduction of new technology can lead to several concerns for HR. For the company, it seems as a positive from lowering costs, increasing production to quickening the process. From a HR perspective, it demotivates and encourages poor performance for employees that don’t have the skills to meet the new requirements of the business (Sharp 2018).

To quickly adapt to changes, collaboratively working with other organisations has become the modern approach (Houghton 2017) and is considered as strategic alliances. For non-competing firms, they can merge their projects to target bigger businesses that their organisation wouldn’t have been considered for individually to increases their market. By working together, they minimise competition, exchange information and reduce their production costs (Kew and Stredwick 2012). By working globally with another company, weaknesses can arise from communication and culture. HR has a role in forming and supervising relationships between businesses to strengthen bonds and avoid misunderstandings (Houghton 2017).

Quinn suggested that strategy is understanding and incorporating the Associations current and future objectives into one proposal (1980).  To form a strategy, time proves that there have been three approaches: Rational, Emergent and Symbolic (Taylor and Wilkinson 2016). Rational is suggested the traditional method for management to undertake by evaluating issues that will have an impact on the organisation. This evaluation can be completed by using a PESTLE analysis. An emergent strategy develops by following a pattern of action with the organisation reflecting and studying its effect in practice. Lastly, for rationalists, symbolic strategy is completed in reverse. Essentially, the organisation continues as it is, identifies what works best by chance and develops their strategy afterwards.

Mintzberg developed a model identifying which of the above three approaches were most suitable (Taylor and Wilkinson 2016). As referred to previously, organisational priorities are quickly developing to meet everchanging factors which suggests that businesses are beginning to shy away from traditional strategy approaches. Policies and procedures need to be more responsive to change to meet shifting business needs. Bureaucracy within organisations will become less favourable with current environmental requirements (Taylor and Wilkinson 2016).

When developing strategy, David suggests there are three parts – formulation, implementation and evaluation (Taylor and Wilkinson 2016). Formulation is dependent on the business type and what organisations believe works best for them. Consideration would need to be given on constraints that organisations face when reviewing their strategy from the views of stakeholders and their influential power to conflicting views on the culture of the organisation and if change is needed. 

It’s important for HR professionals to be educated in change management (Howlett 2018). Employees implement strategies and HR are at the forefront of understanding their needs and any concerns from day-to-day management. HR professionals play a large role in all stages of strategy making, as suggested by Meinert. They should share any progress with employees and request feedback on the next development steps. To provide training to allow employees to understand their obligations in shaping the organisation and sharing the business strategy with all departments for them to be incorporated into performance goals and team objectives (2016). With more responsibility being devolved to line managers, more time is given to HR to fuel the strategic movement within the organisation but readily available to provide advice and guidance on employee matters and HR functions. 

When developing the HR strategy, it should be created in consideration of the business strategy (Houghton 2017). It guarantees that all stakeholders are organisational providers by following specifically developed people management functions that have been designed to add value.  When formulating HR strategy, you can use different approaches with horizontal and vertical integration, commonly known as best fit being one option. As HR is aligned with business strategy, they need to be vertically fitted with a horizontal integration aligning all aspects of the HR strategy. To support the successful alignment of HR and business strategy, organisations have used contingency thinking models i.e. Purcell advised that in his Boston Consulting Model, HR practices are dependent on the increase and decrease of the businesses’ share in the market. All models conclude that it directs HR professionals to understand how their function can add value from a strategic perspective but ignores inconstancies that could suggest another method would be more suitable (Taylor and Wilkinson 2016). The best practice approach disagrees with the above by disregarding the approved organisational strategy, that all HR practices should remain as they are to better its chances at achieving its goals. To demonstrate employee engagement, according to Kew and Stredwick, there are 10 functions that adhere to this best practice (2012). Some of these include flexible working, performance related pay, internal promotion, professional development. 

HR has become more strategic in its approach due to the rapid changes in external factors influencing the market (Taylor and Wilkinson 2016). To manage these influences, HR professionals must have a profound understanding of the organisations needs to prepare for the impending changes to withhold their competitive position and influence organisational strategy (Houghton 2017). These influences include:

Technology
To survive, organisations must stay ahead to remain competitive and work effectively. Technology can result in redundancies due to more streamline work processes but investing the additional expenditure to create more vacancies to increase production or expand the organisation can positively influence people management strategies (Phillips and Phillips 2014). 

Globalisation
This factor has allowed companies to lower their production costs by outsourcing their labour to other continents. Phillips and Phillips suggest that this labour requires low levels of skill which results in higher skilled vacancies needing to be filled within Head Offices (2014). From a HR perspective, professionals need to foresee if the cost of outsourcing is a better option and there are better sources i.e. technology that will impact on productivity and the overall business purpose of the organisation in a more positive manner (Taylor and Wilkinson 2016).  

Labour Markets
To ensure that organisations employee the best people with the skill set to meet the requirements of their workforce, HR needs to have the advantage of having strong recruitment benefits to retain their employees (Taylor and Wilkinson 2016). As a strongly regulated country, HR professionals working in the UK must ensure that people management functions adhere to employment law and are knowledgeable of the legislation. Having access to employment law advisors is essential to ensure specialist advice is provided to concerns from professionals. HR need to be mindful of the consequences of their actions when line managers suggest scenarios that sits outside the regulation (Taylor and Wilkinson 2016).
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