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Activity One

1. Compare two different types of organisation and their operational/business purpose.

The two types of organisation I am comparing is 1. Mark Hunter Ltd, T/A Totally Welsh which is a family owned (private) company and 2. Business Wales, a public sector organisation.
Mark Hunter Ltd takes raw materials and produces products. They take raw milk, process it into pasteurised milk and milk products for consumers. They are classed as a secondary organisation based on a manufacturing principle. Business Wales in comparison provides a service, this being what’s classed a tertiary organisation.
In many ways Mark Hunter Ltd operates bureaucratically as it is a specialised product, there is a firm hierarchy in its organisational structure and many rules and laws to be followed due to the nature of the product.   Business Wales provides business related advice to all sector businesses operating within Wales, this advice being diverse. It is a matrix organisation involving many short run projects, headed up by functional managers. (E, 2011)

2. Assess how business type and purpose affects the HR function.

The business type of Mark Hunter Ltd affects the HR function by primarily being an operational family run business that relies fully on physical labour. For example the site location is away from public transport, the type of business, manufacturing is labour intensive and the environment cold. There is no home or remote working, communications are through the grapevine in style and there are many interpersonal conflicts. Managers are home grown through the ranks and need support. HR is very accessible being site based so the function is used heavily. The purpose of the business is to provide fresh milk and milk products daily so adequate resource in the form of labour is paramount. This affects HR as recruitment and retention is crucial. HR is very people facing through business type and purpose. (J, 2015)
The business type of Business affects the HR function by primarily being a service provider, widely spread throughout Wales holding various regional offices with large staff numbers. HR is a centralised function so is not physically accessible to all. The function culture is more traditional and administrative as opposed to people facing. Taylor and Woodhams refer to this as “shared services” (Woodhams, 2019)Communication is via email or virtual means. The purpose of the business, according to Business Wales is to support Welsh businesses during start, sustain and growth by offering coaching, mentoring, training, financial advice. (GOV.UK, 2021)Some of the work can be stressful with remote lone working. There is much home working so interpersonal relationships are not so strained but employees can become disengaged. This affects HR in that communications are crucial and many conferences and staff away days are organised. The HR function is thus very IT driven. 



3. Explain how different organisational structures and management roles can impact on the HR function.

To illustrate, the organisational structure in Mark Hunter Ltd can impact on the HR function by the fact that it is family owned. The impact of this on HR is seen through the leadership style, culture, communication means, and choice of employees. For example the leadership style is casual; technology has not advanced within the company as the family are not computer led people. This has impacted on data and analytics. Communication is more informal and because of this can lack. Many employees are employed because they are known to the owners or friends of other employees. What Taylor refers to as familial brand. (Woodhams, 2019)This can lead to equality and diversity challenges for the function. Positive impact is that employees are not isolated and have access to HR daily. There are also no financial constraints as the product is an essential food item. The organisational structure is compliance led due to the product so employees who go against compliance do need challenging so HR can get very involved with performance and capability cases.
To illustrate the impact of management roles, within Mark Hunter Ltd, the roles can impact on the function by the fact that many managers are family members or home grown through the organisation. An organisational structured hierarchy exists and is quite rigid and has longevity.  Both husband and wife have significant roles in the organisation plus so do additional family members. People have become managers through time rather than initial capability. For example this has impacted on the input required by HR when dealing with performance management and disciplinary. Training and support need is high. Positive impact is that managers are well known with a constant presence. There is consistency for the HR function and HR is aware fully of each manager’s styles and support needs.
In contrast to explain organisational impact further, the organisational structure in Business Wales can impact on the HR function by its country wide regionally split structure. This leaves challenges for employee engagement, maintaining a safe environment and learning and development. There are also impacts on costs to achieve these. It can be a little like “herding cats” The organisational structure promotes more of a “personnel” culture which can on occasions not promote a more inclusive culture that’s diverse and equal. Positive impact is that access to data and analytics is good, areas that for example Armstrong and Taylor promote. (Taylor, 2014) The organisation can also become busier at times when greater pots of funding are available. This sometimes necessitates the need to recruit more through short term contracts or sub-contractors, impacting on HR. 
To explain further the impact of management roles on HR, within Business Wales such roles can impact on the HR function by for example the matrix management style that exists. This can lead to problems with decision making due to dis-clarity in the chain of command. This can cause cases of conflict resolution for HR. It can also lead to competitiveness between regional manager and those leading on different projects. This can in turn lead to employee unhappiness and work place stress. If the six management standards, referred to by the HSE, fall down then this can lead to absence and departures further impacting on recruitment and retention. (HSE, 2021)Regional divisions and just the sheer physical distance between HR and managers within such an organisation compared to a localised family one can impact. Positive impact is collaboration and communication is strong between managers as computer use is high and the norm. HR has more generalist managers to collaborate with and tend to be trained and qualified managers. 

4. Explain the role of the HR function in formulating organisational strategy.

In formulating organisation strategy, according to Boxall and Purcell (J, 2015) HR need to initially take the role of pulling together and championing the need for the strategy in the first place. This is so everyone is going in the same direction. They will take this role through having a clear understanding of the visions, missions and aims and objectives of the organisation. This is because they need to be aware of the strengths and weaknesses of the strategy so that they can offer advice and support to managers taking the culture of the organisation into account and the needs of the employees, the human factor. The formulation can be viewed as what needs to be done and HR can then consider the “how.” HR can then take the role of providing insight into costs and any foreseeable obstacles and risks. HR also take the role of guiding and supporting managers so they know what skills managers may need and their employees to deliver the strategy objectives. HR need to take a role in facilitating employee engagement so that everyone knows what is happening at each stage. Because there will be stages they may take a role in change management so that the organisation achieves as a whole. 
5. Explain how organisational strategy is translated into HR strategy and policy.

The translation of organisational strategy into HR strategy and policy is its integration into certain areas in order to not only add value to the organisation, which is a key function of HR, but to ensure the business is on track with its strategy delivery. To explain, this involves HR examining how they can provide tangible and credible strategic led data for managers to see that they are on track. This could be through the assessment of KPI’s through performance review or for example dip –testing embedment of learning through feedback, what’s known as vertical alignment, a focus on efficiency.

To illustrate further translation, with existing employee relations, according to CIPD, HR strategy needs to translate into communicating the intent of the organisation in what needs to be done and what needs to be changed in the ways in which the organisation manages its employee relationship. (CIPD, 2020)HR strategy therefore needs to consider employee engagement exercises and well-being policies so they can meet the needs of employees for a healthy, safe and supportive work environment. Learning and development strategies need to promote training that enables the organisational strategy so HR will need to translate this into ensuring that the training programme and policy is reflective and optimises what the objectives are, what’s known as horizontal alignment with employees.

Translation into the area of talent planning is imperative to establish and sustain correct and sufficient resource to deliver objectives. This area can additionally translate into ethical practice, knowledge management and pay and reward. For example translation of strategy into ethical practice can impact on social responsibility and equality and diversity. This in turn can turn the organisation into an employer of choice, exciting its stakeholder.
Activity Two

Parts 1, 2,3.
3.1 I am going to choose Mark Hunter Ltd, T/A Totally Welsh for the purpose of conducting both a PESTLE and SWOT analysis on the organisation to identify external factors impacting on it. PESTLE and SWOT are two tools that can be used to analyse the organisation and the business environment. 
A PESTLE approach looks at 6 influences (that form the acronym.)These are political, economic, sociological, technological, legal, and environmental.  Considering them can help frame strategy, decisions and acknowledge risk. (CIPD, 2020)
A SWOT is (also an acronym) for pinpointing the organisation’s current strengths, weaknesses, opportunities and threats. It is attributed to Albert Humphrey who evolved it between 1960 -1970 to assist organisations in long term planning processes. It is indeed a planning tool that matches goals, programmes and capacities to the operating environment.  (CIPD, 2020)
It’s simple, basic and flexible. Its simplicity needs to be watched though! Its lack of detail and scope needs to be taken into account. It’s best used in conjunction with another tool such as PESTLE. 
Conclusion and summary.
The tools enabled me mostly to see the impact of Covid 19 and how the impact will be sustained for some time on the HR function. It also enabled me to plan better for the impact of EU settlement obstacles. It also enabled me to see how much work needs to be done on employee engagement, something which is now set as a target for me.













Part 1. 2.1, 2.2, 2.3, 2.4,2.5   PESTLE
	
	External Factors to consider
	Factors affected within my industry
	Importance to organisation
	Evaluation of Implications for HR

	Political
	Government policy
Political stability
Tax
Industry regulations
Global trade agreements and or restrictions
	Although political stability is there in the UK, leaving the EU may impact on our entry and retention of workers from Poland and Romania. It may affect hiring in the future if not now. 

Government policy and industry regulation on lockdowns has had a massive impact on trade due to the closure of hospitality sectors. Business to wholesale has suffered but business to customer increased due to demand in doorstep delivery. 
	Medium







High
	We will need to retain sufficient labour in order to operate. 
We need to support our existing valued staff with EU permanent residence documents.

The implications evaluated are administrating the furlough scheme whilst the wholesale side is still being hit hard. Once back open we will have to ensure adequate resource is back in place.

	Economic
	Exchange rates
Globalisation
Economic growth/decline
Inflation
Interest rates
Cost of living
Labour costs
Consumer spending habits

	Organisation has UK Market only so Brexit should not impact on the market directly as the milk is sourced from within Wales.  

Some sales uncertainty with Brexit and Covid with population numbers whether permanent or transit but milk and milk products are always in demand. Wales may see increase in demand from tourism post Covid due to “staycations” 

Quantity and availability of raw product is unlikely to decrease as milk is sourced from Wales but prices could fluctuate. 

Could see a hike in business rates post Covid. 

Consumer habits have changed with a shift towards doorstep delivery. The nature of globalisation, in that the world can be connectively affected by has raised awareness of shopping local and the culture of being plastic free has impacted on the dairy industry.
	Low





Low










Low





Medium


Medium
	None





None other than ensuring adequate resource if the demand for milk increases.








None





None


We may have to recruit additional resource for product control and orders. We will have to consider a learning and development program for increasing employee awareness of environmental impact. 

	Social
	Consumer trends/tastes
Fashions
Consumer buying habits
Lifestyle factors
Career attitudes
Work-life balances
Population demographics
	There has been a consumer shift not only to doorstep delivery but also glass bottles. This has been more evident in the late 20s to early 30s age group. There has been an increase in customers using social media and email to place their doorstep deliveries.

The pandemic has led to unrest in the work force but staff have been retained. 


Some staff went over to homeworking due to Covid
	Medium










Medium




Low
	Additional staff have been recruited to process orders. 









Need for an increase in employee engagement. Have seen an increase in disputes due probably to stress.

Needed to keep in touch and collaborate with H&S Manager to ensure home working assessed.

	Technological
	Automation
Innovation
Disruptive technologies
Social networking
Upgrades
Robotics
Artificial Intelligence
Security
	 A new automatic processing matrix has been fitted to increase production. It is fit for purpose. 

Office IT equipment is not fit for future and the administrative system still heavily paperwork led. 

Web page being better managed and increased use of social media taking place for marketing and resourcing. 

GDPR needs to be improved upon as does IT security and usage abuse. 

Home working due to Covid
	High




Medium




Low





Low



Low

	None




Difficulty in obtaining data. Confidentiality issues.



Has assisted in recruited campaigns. 




Needs a complete review and gap analysis of GDPR status.

Some IT barriers existed and staff engagement hurdles. Set up FaceTime or WhatsApp contact with HR.

	Legal
	Employment Law
Common Law
Local labour law
Health & Safety regulations
	Wage increases recently but national minimum wage increases expected. 







IR35 could have implications on some of the specialist sub-contractors we use. 





Covid regulations impacting.







EU Settlement scheme



	Low









Low







High







High
	This will lead to reviews, editing and re-issuing of our pay banding publicationsso they are current and reflective and legal. Pay reward letters will have to be formulated so that terms and conditions of employment are correct. 

Need to examine the employment status of those potentially affected so that we are not in breach of the regulations and that our contractors are valued and not lost

Constant status review and facilitating of communications because the pandemic is a changing platform and people look to the HR department to be updated

Need to support valued staff in completing applications so they feel engaged and valued

	Environmental
	Environmental restrictions imposed by in-country governments
Sustainable resources
Corporate social responsibility
Ethical sourcing
Transportation
Procurement
Supply chain management
Future pandemics
	Rise in demand for glass over plastic. 
Some waste milk due to lockdown. 

Organic milk increasing in popularity. 
	Medium

Medium


Low
	None

None


None















Part 1. 2.1, 2.2, 2.3, 2,4, 2.5
SWOT on Mark Hunter Ltd, T/A Totally Welsh. This SWOT has been carried out by the HR Officer (me) in collaboration with the management team. Its scope covers the business status from January 2021 until the 1st March. I intend to repeat it on 1st May 2021, roughly every 8 weeks. 
Internal factors
	Strengths
We still have a low staff turnover despite Covid
We have development opportunities, you can progress even in the current climate. We have 2 good opportunities open
We are family run so communication is face to face still
We now have an onsite HR officer available to employees full time not part time
We have increased in-house technical knowledge and expertise
We have some core benefits still such as free milk, casual dress, flexi working, uniforms
The business owns the site which has now expanded and has a lot of equipment and assets
There are currently good financial reserves, the finances are resilient
The product is always wanted frequently, to the extent of daily
Good operation in place due to new automation

	Weaknesses
Employee engagement only just off the starting block this year
Internal disruption due to Covid and shift from B2B to B2C still present
Internal disruption die to stress of Covid impacting on work and relationships
No historic data or current means of obtaining any for HR for analytics
People management falling too much to HR due to lack of experience in managers, needs addressing through learning and development and cultural change
IT usage not maximised, heavy focus on paperwork trail as opposed to electronic trail. Not enough use of virtual meeting and comms taking place




External factors
	Opportunities
Can jump on the increase in door step delivery due to Covid and try and sustain it
Expansion and growth of doorstep into other geographical regions is being looked at
New workplace schemes in Wales for young people may assist in resourcing

	Threats
Losing staff that have been on furlough to other workplaces
Losing staff through the EU settlement scheme and Brexit
Loss of market share to competitors
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