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A ‘business context’ is a context in which a specialised vocabulary is employed.  This could be in the large business sector, an individual organisation, or a project initiative (Docs.oasis, 2021).

Public sectors in contrast to Private sectors are funded by the taxpayer.  Morrison’s is a private company PLC company which means that it can trade shares publicly.  Pembrokeshire County Council is a public government funded council, it is a large governing body whose workforce covers a 118,500 population of residents (geopunk, 2021).  Pembrokeshire County Council operational purpose and mission statement is Working Together, Improving Lives, Sense of Purpose, and improvement, Working Together.  PCC provides key services for customers such as schools, social care, libraries, road maintenance and leisure centres.  I believe PCC to be a bureaucratic organisation. 

Other public sector organisations may consist of Crown prosecution service, Police, Health Service and the Army, RAF, Navy.  Within these sectors there is mainly a top-down approach, and these are usually large organisations. 

Private sector organisations can be considerably smaller, and they are not funded by the taxpayer.  Depending on the size and format of your organisation determines which business context is formed.  

Morrison’s is a private company which has public shares.  The organisation implements the Ulrich’s four stool model of hierarchy.  There are over 100,000 employees.  The workforce consists of HR business partners who work in partnership with the Store Manager on site in individual stores.  The HR People Partners report to a Regional People Manager.  The Regional People Manager reports to Head of People (region) and they report to People Director located at Head Office.  There are specialists within Head Office who guide and advise on specific functions.  Within each site there are also generalist people function administrators that advise the Line Managers on HR activities.  The Line Managers have the People function incorporated into their roles. 

A business type/design can consist of a hierarchical structure with strong management controls or a bureaucracy approach which describes an organisation which is perceived to be slow, inefficient, or bloated. 
· Bureaucratic and scientific management can be known as mechanic, this is a strong defined management level and hierarchy with specialised roles and/or departments.  Power can be centralised in a head office for example, this is more suited dynamic environments and are more agile. 
· Organic organisations are more informal where there is a crossover of functions with loser boarders.  Managers have more autonomy to make decisions. 
· Mechanic structures tend to be within manufacturing with a more stable rigid environment. 
· 
There is not a ‘one size fits all’ design but most organisations still adhere to bureaucratic, hierarchical structure but must be able to adapt to internal and external factors (Taylor and Woodhams,2016)

HR departments share the same goals but can differ within organisations depending on the business type and size.  Within a small company, roles tend to overlap taking the role of the director and the administrator which can include all HR tasks.  In contrast larger organisations may have an entire department working on Payroll, policies, development, and benefits.  This means that there is not one person trying to maintain everything at the same time.  There may be experts within each area as a support.  It sometimes gives you a lighter workload (study.com, 2021).  There are many implications which will influence the HR function.  Power of influence, costs, experience, personalities, and personal outlooks. 

Organisations need to adapt new technologies and growing trends.  Competitive intensity can bring uncertainty and unpredictability.  HR management need to play an active part in change management and embrace it and take an innovative approach (Taylor, s and Woodhams, C. (2016).

Different organisational structures can impact the HR function depending on which structure is within that business.  There are four general types: 
· Functional
· Divisional
· Matrix
· Flat
Functional structures have similar colleagues pooled together based on speciality.  Divisional have colleagues placed into teams.  Matrix combines functional and divisional and is suited to larger companies.  Flat does not have a top-down approach, employees make key decisions directly with a peer (small business, 2021)

HR can be impacted from different structural formats and must adapt to ensure the functions is aligned to the business goals.  Different structures within a business determines what roles the managers play.  Some smaller companies may incorporate HR into their accountability where some larger organisations will have specific teams and hierarchy structure.  Line managers may be overseen by the HR partner to support and guide. 

Some companies bumble along and have no organisational strategy but within every organisation there will be something that defines the behaviours and how they cope.  This contrasts with strategic planning.  This is a process that usually takes place in larger organisations setting out how they would like things done.  The HR function within organisational strategy can include workforce planning, influencing the values, managing change, learning and development, translating the overall vision and advocating change removing obstacles and acting on measurement to ensure visibility of leaders. 

To be trusted, advisors show moral integrity and have the trust and confidence of the employees to uphold professional standards when difficult situations arise.  There may be a need to change direction quickly listening to customer demand or dealing with a pandemic.  

Reacting to needs of the business a strategy is necessary. For example, is there a need for more resources? Does the current workforce need an upskilling programme for digitalisation? Is there a need to hold listening groups with colleagues to gather opinions?  HR should listen to everyone; all employees should be included.  Holding drop-in sessions for upskilling will enable strategy to be aligned.  

There should be clear communication within the whole company.  When all employees know the vision/goals it adds value to the company.  Great communication can start at induction and lead into performance reviews that are held periodically. 

Successful implementation of organisational strategy lies within people.  Business cannot deliver without the right people with the right skills in the right places and with the right motivation (Gemmabullivent, 2021) HR can contribute by communicating with senior management to bridge the gap.  Analise and interpret performance data as well as identifying obstacles and risks such as a pandemic, implementing a plan to react quickly.  HR can influence practices to bring a competitive advantage to work. 

Colleague engagement is key.  Colleagues need to have clear direction and understand the vision. Alignment, knowing how you contribute.  Motivation, knowing how their contribution to an organisation success is linked.  It is believed JF Kennedy, the president of the USA was visiting NASA headquarters and introduced himself to the janitor.  The president asked what he did at NASA, to which he replied, ‘I’m helping put a man on the moon’.  This is an example of every colleague understanding the vision and their part in it with clear purpose of what the vision/goal is (beqom.com, 2021)
 Transactional HR functions are shifting towards outsourcing.  These can handle a large range or operations. Examples of these are Self-service and E-Learning portals, RPA (robotic process automation), Machine Learning (ML) and artificial intelligence (AI).   Before any organisation considers using any of these, they should consider that people prefer to be treated as valuable individuals with human contact (nKerney, 2021).
Recruitment in Morrisons is managed via an online Platform called Eploy. Previously all applications were paper based. Sifting through applications was time consuming. Eploy has the AI to pre-sift candidates based on responses given to screening questions based on, availability to work, right to work, age for night roles and skills. This process has sped up and ensures only suitable applicants are put through to the next stage. This is productivity exercise that saves time and cost for the business and HR function.
Due to Brexit in May 2017 Morrisons instructed an audit to be carried out to ensure that all the RTW documents for non-EEA nationals were on file and in date. Audits were very time consuming. Morrisons made the decision to outsource RTW checks. This company provides an online document checking service, and contacts colleagues to provide documents prior to any employment.  This productivity saving within the People Teams saved time and aided the compliance to GDPR as no RTW documents are stored on site. 
There are different approaches to HR Strategy.
· Best Fit/contingency.
· Best Practice/High commitment.
· Resource based thinking.
A best fit approach is when the HR strategy is integrated within the business.  This approach needs to be aligned with the internal factors and explores the vertical integration of policies and practices business objectives.  This approach can be inflexible. 
Contingency thinking is a reactive approach and one that changes depending on the current circumstances and makes decisions based on certain internal and external factors.  Porter argues that there are three major strategies an organisation can choose to be more effective.
· Cost of Leadership – Value for money
· Differentiation – innovative, recruiting specialist skills and risk take.
· Focus – Cost of Leadership
Best Practice Model – Kew and Sedgwick identify ten best practices.
· Flexibility and team working
· Sophisticated selection
· Employee involvement
· Internal promotion
· Employee voice
· Commitment to learning.
· Performance related reward
· Employment security
· Employee ownership
· Harmonisation of terms and conditions
While Pfeffer considers seven.
· Employment Security
· Selective hiring
· Self-Managed teams
· High compensation
· Extensive training
· Reduction in status difference
· Business information sharing with employees. 
When researching best practices there is not any fixed approach.  It can be an adaptation of various models.  High commitment and high involvement are to be considered when formulating strategy.
Resource based thinking takes a different perspective.  These are sometimes known as ‘inside-out’ thinking and are blindsided to the ‘outside-in’.  Organisations should audit internal resources and compare them with their competitors’ strengths.  When understanding resource-based view (RBV) an organisation should compare attributes that other companies have as their strengths.  RBV should then be utilised to find ways of protecting the organisation.  When comparing organisations these are the key factors to analyse against.
· Valuable
· Rare
· Inimitable
· Non substitutable 
You should take into consideration the type of business and structure.  The analysis may identify a colleague that you may want to not lose to a competitor.  The aim of the RBV is to enhance and underpin the key strengths (CIPD, 2021)

Strategic HRM is the means through which human capital is converted into organisational value.  It can be viewed as the framework within (CIPD, 2021).  Forces shaping the evolution of HR to SHRM must include the willingness to grow and evolve and have flexible organisations.  Organisations should take into consideration external factors such as Globalisation, market and labour trends, legislations, and policies.  HRM can utilise tools available to enhance business performance by either a PESTLE or SWOT analysis. HR strategy should be revisited to adapt.  If organisations do not address it can inhibit success. A business can be more powerful, profitable, and successful when integrated into a business strategy (Phillips J, et al, 2014)

SWOT ANALYSIS - MORRISONS
	STRENTHS

Financial Turnaround
Food Making Skills
Market Share
Strong Distribution
Strong During Pandemic
Innovative
Adaptability
Outright own sites.
Integrated Supply chain

	WEAKNESSES

Shortage of products
Limited Geographic presence
Delayed response to changes in digitalisation
Customer Loyalty Programme


	OPPORTUNITIES

Growth of Online Sales
Establishing a Global Presence
To be largest UK Retailer
Higher unemployment Rates
Social supermarket – Customer demand
Digitalisation
Non-food goods 
	THREATS

Brexit – EU Relations – changes to regulation
Brexit – Supply chain
Economic recession
Covid-19 Pandemic
Competition 
Technological risks











PESTLE ANALYSIS - Morrisons
	Political
	Global Political Factors
Tax Rates and acts of Legislation.
Employment Opportunities – Diversity in the Workforce
FCA, Food Standards Agency – Allergens law
Pandemic – Isolation Pay

How they impact on HR – 

Need to have a strategic business plan to ensure comply with all legislation as well as adapting to change with the pandemic – engagement of colleagues around new laws and policies. 

	Economic
	Changes in policies in tax or finance
UK Market share
Household incomes – Price cutting.
Consumer spending
Labour costs

How they impact HR - 

Labour costs may lead to redundancies with consumer spending lower which in turn will lower profits within the company.  

	Social
	Health issue by consumers
Lifestyle choices - Vegan Products
Rising Age of population
UK distribution
UK farmers
Covid-19 – Wellbeing.

How they impact HR – 

Older population in the workforce.  Covid-19 will impact on employee’s mental health the need to understand that mental health issues will rise.

	Technological
	Online Shopping, Home Delivery
Data Storage – GDPR
Security Levels – Social Media
Self Service Checkouts automation
Reducing Carbon footprint
Learning and Development AI digitalisation
Covid-19 – Home working

How they impact HR – 

The need to rapidly recruit for Home Delivery department.  GDPR compliance with new training around device policy.  Digitalisation of online learning and the need to adapt to colleagues Home Working, ensuring they have the tools to do the job.


	Legal
	Legislative food commission
Promotion of Products – Correct Pricing
Minimum Wage costs
Labour Law
Tribunal Law
Health and Safety Regulations
Covid-19 compliance – Sick Pay from Day 1

How they impact on HR – 

All colleagues are processed correctly for Sick pay to maintain welfare and not put any financial constraint on colleagues.  Compliance of working time regulations and Health and safety laws, all training adhered to.   Colleague disciplinary process are within ACAS guidelines.  Managers trained.

	Environmental
	Carbon footprint – Reducing plastic.
Minimising Waste
Sustainable resources – recycling
Ethical sourcing of goods and services – Supply chain. 
Covid-19 – PPE providing and disposing.

How they impact on HR – 

Working Time Regulations are adhered to.  All colleague’s welfare is maintained by providing a safe environment within the Covid-19 laws regarding PPE.   











The techniques used to analyse the business environment are SWOT, Strengths, Weaknesses, Opportunity, and Threat as well as PESTLE, Political, Economic, Social, Technological, Legal and Environmental (CIPD, 2020).
A SWOT can identity an organisations internal and external factors that need addressing and can be used as a strategic planning tool in decision making in different scenarios.  It is most effective when used within a team and what can seem like a simple task can become more complex. 
Benefits to a SWOT are that it is simple to create, it can be applied to any situation/organisation, it oversees four areas, and it uses both qualitative and quantitative data.
A PESTLE evaluates six external influences within an organisation and gives HRM the opportunity to look outside the organisation.  
Having used both tools my conclusion is that they can both be used in conjunction with each other; however, the PESTLE focusses more in depth on external factors to aid competitiveness with other businesses. 
In Summary when completing the tools, I have found that they are very ‘what’ based.  When analysing from a HR perspective the ‘what’ needs to be linked to the ‘how’, this is where the HR manager should add what actions need to be taken to implement the objectives within both, influencing the business partner and having a voice. 
When acting on proposals you will need to consider the cost, time, and additional resources this may require.  
Both tools are recommended to be used in strategy for business, sales, and marketing.  When completing be realistic, detailed, and precise (alacrity, 2019).
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