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Activity 1
Introduction
Many UK businesses/organisations operate differently to each other; this is largely down to the business structure, its strategy and what sector it belongs to and each influence how its HR department operates.
There are 3 types of business organisations categorised by their ownership with different aims and objectives.  These are called sectors of the economy and are:
· Public sector (hospitals or schools)
· Private sector (supermarkets or a manufacturing company)
· Third/voluntary sector (charities)
The size of sectors can differ, being small, medium (SME) or large and their direction being primary (producing or extracting raw materials), secondary (when raw materials are used to create a product i.e. manufacturing) or tertiary (when nothing is being produced e.g. service or banking).  

Main Body
A private company is “owned by one person or a small group of people” (Cambridge online dictionary) e.g. a company not owned by the government such as supermarkets.
Types of private companies include:
•Sole traders – one person organisations e.g. plumbers/electricians.
•Partnerships - where more than one person owns the business e.g. solicitor firms.
•SME’s – usually with under 250 employees.
•Large multinationals- Corporate organisations that own or control production of goods or services in 2 or more countries.
A private sector business is Mono Equipment, a manufacturing company based in Swansea.  They are classed as an SME, however, are part of a Large Multinational Limited Company (Ali Group LTD) with over 10,000 employees in 30 countries.  As a private sector business, they are driven by revenue and profit, benefitting its shareholders and investors.    
Private sector companies are often funded by bank loans or private money by shareholders and governed by Company Law.  According to Andrew Jones (Mono MD), the Ali Group have “limited Liability” meaning that they are responsible for the business debts up to the value they have invested.  Should they become bankrupt/liquidated, the business can keep trading, as the owners will not be legally liable for its debts.
Being based within the UK, Mono must register with Companies house (UK registrar for Companies) in Cardiff and complete an annual return.      
The Public sector are engaged in activities of providing government goods and services to the public e.g. schools/police/healthcare and are largely funded by the taxpayer through sources such as Income Tax, NI or VAT.  Funds are allocated to various government budgets for distribution. These businesses are controlled/managed and operated by the Government.  
According to Taylor and Woodhams (2016 p46-47), approximately 20% of the workforce within the UK work for the public sector within one of the below organisations:
· Central government departments and agencies
· Local and regional government organisations e.g. councils
· Public service providers e.g. NHS
· Quasi-autonomous and non-governmental organisations (QUANGOS)
· Publicly owned corporations
Public sector organisations receive all possible financial support from the Government whereas privately owned companies receive very little support from the government (although the Coronavirus pandemic has changed this with the Furlough Scheme).
An example of a public sector organisation is Bridgend County Borough Council, who are the Governing body for Bridgend and ensure its Members and Officers are responsible for the conduct of public business and for spending public money. Funds are passed down through the Welsh Government.
Most public organisations will have a senior ‘Executive’.  The Council’s Chief Executive takes on responsibility for all aspects of the day to day running. The Council, the same as most public organisations have a large HR department based at a main location.  Here, the directors have influence within the board to ensure compliance throughout its sites.  
According to Wirick (2009) “the main difference between public and private sector organisations relates to forms of ownership”. 
HR within private sector SME’s often consists of generalists who cover most if not all the HR function.  Edwards and Ram (2010 p45) state “In smaller firms, there remains a preference for informality in the way managers deal with staff”.  However, within larger organisations, there is more structure and policies.  Within Mono Equipment there is 1 HR Generalist, who covers all aspects of HR.  Advice is usually sought from solicitors or Head office if required. Their HR strategy has changed since the Coronavirus pandemic. Originally, concentrating on policies and procedures, disciplinaries etc, however is now acting as a support function covering mental health and wellbeing for employees whilst assisting managers and their teams. HR is transforming from Transactional (more administration based) to Transformational as the role of HR is broadening. 
HR within Mono Equipment sits on the Management Committee, advising and supporting on decisions and objectives within the business.  HR work together with line managers training and advising on day-to-day activities.  
Smaller companies sometimes outsource HR or have consultants. Larger private companies can have generalists within HR or a team of HR specialists with more in-depth knowledge of their areas. For larger corporate businesses, there are usually several departments known as shared services who aid with HR.
The HR function of the council consists of the HR Services team who provide advice, information and professional support to managers on all employment related matters. They report into the Director of HR who oversees HR Operations, HR specialist support and professional development teams.  The Council’s HR Director with his team, oversee the design and delivery of the people strategy and carry out a wide range of tasks with specialists in subjects like recruitment or L&D.  As the council have so many different branches e.g. schools/ council refuse, they rely on managers of that sector to carry out the HR activities e.g. the headteacher of the school.  Therefore, consideration is required on how best to ensure that any changes are communicated. 
According to Taylor and Woodhams (2016) “HR practice within the public sector can be a little old fashioned in its approach”, however since the recession, the public sector has been under severe scrutiny as they are required to cut spending where possible, which has impacted the sector and have been forced to work more efficiently and, in some cases, HR being outsourced. 
According to Taylor and Woodhams (2016) Public sectors HR departments are often seen to be keener due to not being able to pay lump sums so quickly as those in the private sector where there is not so much red tape.  Due to the levels of management in the public sector, unlike the private sector, the changing of policies and processes can be a long process.
According to the CIPD “The size of the organisation will influence your type of role”, however there are several internal factors that affect organisations and HR.
· Culture - Understanding the type of culture is important to formulate appropriate HR policies and strategies.   
· Social – networks and structures, group behaviour, office politics need to be monitored.  This impacts the way that the business runs. HR must be aware of this to make improvements.
· Communication – type of communication e.g. word of mouth/e-mails.  Also, two-way communication through employee surveys, by knowing how employees feel can help when making improvements.
· Layout – office layout or decoration
· Technology – what is being used.
· Power Conflict - conflict between organisational culture and employee’s attitudes.
· Financial – funding and investment or are companies relying on orders.
Harrison (1972) has created a model of culture of organisations:
· Role – reliant on rules and procedure focusses more on processes than the person.
· Task – levels of skills to deal with tasks are the most important factor which can lead to conflict.
· Power – highly autocratic with the executive showing overall power, creating low motivation amongst employees.
· Person – where an individual serves as an influencer for groups, meaning slower decision making.
A hierarchical/pyramid structure is very common in public sectors with operational staff at the bottom and Government at the top.  A horizontal organisational structure (or flat structure) has few tiers of management and, typically, more open channels of communication.   
Kew and Stredwick (2016) write about models of the organisational structure which consist of:
· Bureaucracy – three central principles. Specialisation in the distinction of employee’s activities.  Hierarchy where those higher up in the hierarchy could make the decisions and Interpersonal rationality which made corruption near impossible.
· Divisionalisation – setting up several divisions responsible for their own operational decisions.
· Matrix organisations – where those completing projects are answerable to both project and department manager.
· Networks – to build up internal networks between departments.
· Virtual Organisations – Where computer networks replace machines.
· Strategic Alliances – building relationships between firms.
There are different approaches to formulating business strategy such as:
· Rational/classical approach which suggests that strategy is created by a rational and formal decision-making process.  
· Symbolic/radical approach to try things before creating a strategy.
· Emergent/logical incrementalism approach where strategy can be influenced by changing external factors. 
Due to the Coronavirus, many organisations now have an emergent/developing strategy.  There are different approaches to this such as the Top-down approach from senior managers to employees.  The Bottom-up approach which comes from departments/business units and approved by senior management.  The interactive approach where strategy is formulated together and the Semi-autonomous approach where the strategy is formulated individually.  
Information that can assist with strategy include benchmarking activities and HRKPI’s.  This will help organisations to formulate a vision of where they would like to be and what their current values are.  Communicating objectives with the workforce and involving them will help when making changes.  
HR are situated within the business to assist with implementing and communicating a new business strategy and assisting with changing the culture.  However, they will require assistance from management and supervisors. Knowledge of performance data through budgets and management reviews are essential with interpretation of company data (which could be through finance data or sales data) and an understanding of any risks e.g. customer constraints.
Strategy as described by Quinn (1980) “is the pattern or plan that integrates an organisations major goals, policies and actions into a coherent whole”.  The strategy will determine how the HR process will run and how to make sure that it works to aid in achieving company goals.  Strategy can help when dealing with the unpredictable and companies HR strategy can be created by considering the culture, the organisation itself, the people and the general HR system in place.
HR Strategy is “A set of ideas, policies and practices which management adopt in order to achieve a people management objective.” (Tyson, 1995).   A HRM strategy should be vertically aligned e.g. roles and contributions aligned and integrated with the business strategies to improve work performance.  The strategy must also be horizontally aligned e.g. the system, tools and process are in synchronisation so they can support each other. 
There are different approaches to HR strategy such as the Contingency/best fit theory which is useful to businesses as learning from situations can influence how future situations are managed.  The ability to adapt is certainly an advantage to a business.  Porters (1985) model describes 3 strategies for businesses to follow to help them compete more effectively:
· Cost leadership – being the leader of the industry in terms of cost. 
· Differentiation – Making services and products different from the competitors.  Sharing ideas and innovation, giving encouragement whilst thinking creatively, consulting with the workforce can assist.
· Focus strategy – Understanding the dynamics and unique needs and focussing on these.
Best practice research shows similar groups of HR polices are suitable for increasing performance no matter of its market and product strategies within different organisations. There are several Best practice models that have been created such as Kew and Stredwick (2016) or Pfeffer (1994), however each of these are very different and often disagree with each other.  Best practice focusses on High performance, high commitment and high involvement and delivering a competitive advantage (Brenda Harrison YouTube 2018)
Resource based thinking focuses on the internal resources of the organisation such as people and thinks about ways to increase expertise by developing its employees.  Firstly, a company would need to find out about its existing resources e.g. culture/skills and then put a strategy in place to protect and enhance what they have to build competitive strength.  Barney 1991 states “focus on what resources are most valuable, rare, hard to imitate and non-sustainable”.

Conclusion
The role of HR is evolving and becoming more strategic than it has in the past, many HR roles are now playing more of an important part within business and management teams.  We are seeing that the Coronavirus has had a big influence on how HR currently operates with many changes happening overnight but with HR having to adapt quickly to the changes made. 
The sector and size of the business and HR department strongly influence what we do in HR along with Social trends, Public policy, Trade Union/ACAS, Market forces, Employment Law and Technology.  These factors are likely to continue to evolve and therefore enhance the role of HR even further.
Working out a business strategy, assists in creation of a HR strategy which in turn will make improvements to a business.  There are number of key parts to strategy which if communicated correctly to the workforce will additionally enhance business opportunities and the culture of the workplace.
Both internal and external factors contribute to business success.  Business owners cannot always control external ones, however, can influence how the internal factors can be handled and how they impact their business.     
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Activity 2
Introduction
For businesses to survive and keep ahead of its competition, it is important to analyse both its internal and external environments. According to Kew and Stredwick, “the environment is anything outside an organisation which may affect an organisations present or future activities”.  
The external environment plays an important role in shaping the future of business operational strategies. Environments are unique and dependant on circumstances.  To help analyse the environment, SWOT, PESTLE and Porters 5 Forces analysis can be used.  
Main Body
SWOT is a tool used within business to build a plan, ensuring that factors relating to a project are clearly outlined. SWOT can assist a business to identify what changes are required and helps businesses improve operations. “The role of SWOT analysis is to take the information from the environmental analysis and separate it into internal issues and external issues (Mike Morrison 2009 p 39).
Internal areas
· Strengths – Current positive factors e.g. culture/staff training.
· Weaknesses – What is holding the business back e.g. poor quality of products/reputation.
External areas
· Opportunities – What can help the company grow e.g. contingency plans.
· Threats – What is stopping the company from growing e.g. changes in trends/regulations.
“A PESTLE analysis is an audit of an organisation's environmental influences, with the purpose of using this information to guide strategic decision-making” (CIPD, 2015).  It is used to measure the risks within a business environment and its decline or growth.
· Political – What is happening within the business environment politically e.g. Brexit.
· Economic – What is happening within the economy e.g. interest/inflation rates. 
· Sociological - What is happening within the social environment e.g. age. 
· Technological – What technology is impacting on the business e.g. social networking sites.
· Legal – Legislation changes that impact the business e.g. taxations.
· Environmental- sustainability and environmental impacts on the business e.g. vehicle emissions.
A SWOT and PESTLE is to be carried out on a Private Manufacturing Company (Mono Equipment).  Mono is based in Swansea and manufacture, deliver, install and service bakery equipment for small independent bakeries to larger supermarkets around the UK and Europe.  They are aiming to increase trade within America, Asia and Russia.    
Results
Market forces impacting all organisations is the Coronavirus pandemic.  According to Deloitte “2020 has been a year like no other in recent history, and the manufacturing industry has felt the impact”.  As identified, the virus has caused a downturn in sales through the closure of bakeries, this impact caused redundancies at Mono.  The national lockdown enforced by Government resulted in a large proportion of Mono’s workforce being furloughed to save as many jobs as possible. 
Mono Equipment do not have competitors within the UK, however, there are a number throughout Europe.  Brexit has increased uncertainty with overseas customers, caused by an increase in shipping tariffs and a rise in prices.  There is now a concern that overseas customers may start using competitors.
Demographic and social trends such as an aging workforce are affecting Mono due to several key positions at danger of losing current skills.  The lack of succession planning through a recruitment and spending freeze due to the pandemic has heightened this.   
Coronavirus is having an impact on HR by changing its priorities. With employees now working from home where possible, IT departments have had to purchase laptops and ensure there’s Wi-fi in employee’s homes.  
Coronavirus has impacted Legislation e.g. Coronavirus Act 2020 where an introduction to emergency provisions in response to the virus such as working from home where possible, shielding for certain individuals and specific industry guidance was brought in.  Other legislation includes Minimum living wage, that is being monitored closely by HR departments thus ensuring that employees are not underpaid.
Having a strong international presence is important for the growth and expansion of businesses.  Globalisation is how businesses connect with organisations to increase trade.  The internet and social media assist through advertising and on-line shopping.  Mono is in the process of acquiring a European firm to increase its presence throughout Europe.  This however has been put on hold due to the early stages of Brexit and the effect of Coronavirus.  





Conclusion
There are several factors affecting businesses both internally and externally with the main two being the Coronavirus Pandemic and Brexit.  
The Coronavirus pandemic has caused businesses to re-think decisions due to the change in national lockdown laws and employees working from home. Covid-19 is impacting many of the PESTLE factors and overlap in many cases whilst continuing to present challenges for HR including health and safety of staff, managing sick pay, Furlough and business continuity.
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SWOT ANALYSIS OF MONO EQUIPMENT
INTERNAL FACTORS
	Strengths 
	Impact on the HR function
	Weaknesses 
	Impact on the HR function

	Brand Loyalty
	Good brand loyalty means an employer of choice in the area.  Better pool of applications when recruiting
	Export
	Recruitment required within the export function covering Russia and Asia.  Not much focus in this area currently

	Experienced staff/stable workforce
	Internal and external training of employees sits within HR.  Training matrix held and updated along with training records.  
Average years’ service is currently at 12.7 years, meaning a stable workforce and employees are reliable and have a good understanding of their working areas
	Succession planning
	Due to an aging workforce, as many as 6 key employees are now over the age of 65.  Planning and training is required for when these employees plan to finish work.  Currently, there is a recruitment freeze meaning we are exposed in certain areas and required to change the dynamics of certain department

	Customer Knowledge and years trading with certain customers
	No direct impact on HR
	Communication
	Communication at director level can sometimes be poor.  HR on some occasions is on the back foot trying to decipher decisions made and communicate to the workforce.  More regular and structured meetings required with directors 

	Production Capacity Available in the factory area
	No direct impact – however, should orders increase and Mono are able to recruit, the current facility could house more work and workers.
	Time to market on certain products
	No direct impact on HR

	Willingness of staff to adapt to change
	Staff adapt to change very quickly engaging in activities required of them.  Positive internal culture with employees wanting to see business success 
	Sector dependant e.g. supermarkets
	If the supermarkets (biggest customers) are not spending, the work at Mono is impacted, thus creating redundancies or restructuring of the workforce.

	Good Investment from Mother Company
	Investment from Ali group often means increased budgets for training and recruitment and a new time and attendance system (due to Covid-19 there is a recruitment and spending freeze)
	Aging workforce
	Updating of flexible working policies and offering flexible working to employees who wish to keep working and stay in the workforce

	Financial Reserves
	No direct impact on HR
	Little use of project management
	Projects are sometimes not fully completed before moving onto the next one, this is down to a very lean workforce and inability to recruit and train at the moment.



EXTERNAL FACTORS
	Opportunities

	Impact on the HR function
	Threats
	Impact on the HR function

	New product opportunities depending on Customer needs
	
No direct impact on HR

	Legislation
	Updating of legislation, should Mono not be up to date with any changes, this could lead to fines and poor publicity 

	New marketing opportunities


	New website and social media campaigns ongoing, information for the website issued from HR on policies and procedures and company milestones
	Technology shift – keep ahead of the competitors.
	 No direct impact on HR

	Employment of Sales Manager in America
	Recent recruitment of Mono’s first sales manager in America.  Recruitment, induction and communication all done by HR remotely and on-line.  On-going as it is still early days
	Eating habits/trends – publics eating habits are changing, many people are now making their own bread instead of purchasing from the supermarket
	Possible threat of reduction in workload - redundancies

	Export into Russia
	Planning to recruit a sales manager for Russia.  On hold currently due to covid-19

	Staff and skills leakages

	Succession planning, training and recruitment needed when employees leave 

	
	
	Covid-19 pandemic
	Managing the workforce absences, shielding, furlough leave, wellbeing and working from home

	
	
	Many suppliers are from low technology countries e.g. Turkey as parts are cheaper and can sometimes cause parts/machines to be incorrect on arrival
	No direct impact on HR, however customer complaints are discussed at manager meetings.

	
	
	Brexit – import/export related costs

	Increase in cost must be absorbed either at customer level or within the business, hence possible reductions of workforce








PESTLE ANALYSIS OF MONO EQUIPMENT AND ITS EXTERNAL FACTORS
	POLITICAL 
	Factors affected within my industry
	Importance to Mono Equipment
	Effects on HR

	
	Brexit – Uncertainty with overseas customers and shipping costs, causing lower profit margins.  Will overseas customers use overseas competitors?
	High
	Increase in overseas shipping tariffs and extra documentation required via shipping ports and Green cards for vehicle insurance.  No direct impact on HR, however if there are any issues when employees are working overseas, HR are involved.


	
	Government have imposed a national lockdown due to the coronavirus, thus closing some customer businesses
	High
	The closure of some businesses means reduced workload at Mono, hence Furlough leave for some employees


	
	Potential fines set by UK Government if manufacturing regulations are not followed when placing manufactured goods onto the market e.g. UKCA marking on products
	High
	No direct impact initially to HR, however if regulations are not followed, this could lead to consequences of fines and negative publicity, or even court cases if there was injury caused.  HR would get involved at this stage.  



	[bookmark: _Hlk64736428]ECONOMIC 
	Factors Affected within my industry 
	Importance to Mono Equipment
	Effects on HR

	
	Cost of Fuel rising steadily for delivery vehicles
	Medium
	No effect

	
	Exchange rates due to leaving the EU are affecting business negotiations
	High
	No effect – however if business reduces as an impact of Brexit, reduced working hours or redundancies could occur thus affecting HR

	
	Impact of Coronavirus on small independent bakeries/kitchens.  on-line shopping.
	High
	Regular business updates informing employees of issues the business is facing -   Sometimes carried out face to face via team meetings or sometimes via written communication issued from HR

	
	Acquisition of European firm put on hold until Brexit and Coronavirus has less of an impact
	Currently low
	Should this still go ahead, HR will be heavily involved in T&C’s and following acquisition guidance.

	
	Increases in national living wage (NLW)
	Medium
	NLW for employees is currently rising.  The rise in rates does not affect Mono Equipment currently.  However, should Living wage keep increasing and Mono’s rates stay the same, it will impact employees in years to come.  HR monitor these rates and consult with management

	SOCIAL 
	Factors Affected within my industry Reasons
	Importance to Mono Equipment
	Effects on HR

	
	Impacts of Covid-19 on employees
	High
	Updating policies, PPE for employees and ensuring they are wearing it along with social distancing and personal wellbeing

	
	Aging workforce
	High
	Ensure training and development is in place along with succession planning, utilise Apprenticeship levy funds where possible

	
	Availability of skilled workers
	Medium
	There is a skills gap on the job market for certain skilled roles e.g. tool maker.  The use of apprenticeships with local collages will plug the skills gap at Mono.  HR arrange apprenticeship training and review skills gaps in the workforce

	
	Health and Safety culture and emphasis on safety in the workplace
	High
	The health and safety culture of Mono Equipment is improving and is currently being driven by Human Resources.  Training and culture are monitored and records kept.  Disciplinaries being held by HR if employees fail to follow procedures e.g. unsafe working practices


	
	Customer buying habits of bread from supermarkets and independent bakeries are changing.  
	Currently Low – monitoring closely
	No direct impact on HR, however it has been noticed by Supermarket Managers that since the pandemic, the public are baking bread at home and not purchasing through the supermarkets/smaller bakeries as often as they were (this information was discussed with Tesco managers and Mono’s National Sales Manager in a sales meeting in November).
The impact of this could mean reduced oven sales and possible redundancies could occur. 














	TECHNOLOGY 
	Factors Affected within my industry Reasons
	Importance to Mono Equipment
	Effects on HR

	
	New manufacturing IT system; issues with training and implementation
	Medium
	Due to covid-19 – all training for the new system has been on-line; this is proving not as effective as face to face.  HR arrange the training with internal departments and the systems provider.

	
	Reduction in R&D funding for new projects
	Medium
	Look for any Government funding opportunities to aid with new projects.

	
	Social networking sites 
	Low
	Ensure social media policies are updated and communicated to workforce.

	
	Customer enquiries about future technology for ovens to be programmed for specific bakes at the touch of a button – hence speeding up the baking process 
	medium
	No direct impact on HR initially, however training of Mono installation engineers once programmes have been internally designed will be rolled out via HR and records kept.

	
	Employees working from home during the pandemic
	High
	Ensure employees have laptops and Wi-Fi when working from home and ensuring their wellbeing along completing DSE assessments.  Online H&S training package purchased to assist with DSE training (controlled by HR).  Weekly phone calls and e-mails to employees at home to keep in touch and update on any business communications.


	LEGAL
	Factors Affected within my industry Reasons
	Importance to Mono Equipment
	Effects on HR

	
	Increase in H&S claims from past employees 
	Medium
	Review policies and procedures, ensuring paperwork is in place and employee files up to date.  Employee claims are handled within HR.


	
	Increases in minimum/Living wage
	Medium
	HR communicating with directors when minimum wage will start to impact Mono employees.


	
	Employment law changes during the pandemic e.g. working from home/lockdown 
	High
	Ensuring that Mono are compliant and that employees are safe.  The Laws around the pandemic are constantly changing and being reviewed each week.













	ENVIRONMENTAL 
	Factors Affected within my industry Reasons
	Importance to Mono Equipment
	Effects on HR

	
	Customers are focussing on Eco friendliness and reconditioning equipment instead of purchasing new hence cutting down in WEEE waste
	Medium
	No direct impact on HR, however, could lead to greater publicity and a workplace of choice hence improving the selection of new recruits and longevity of employees

	
	F Gas regulation – new F gas limits
	Medium
	Gas regulations have recently changed, engineers must be trained on all new requirements to ensure compliance.  Sourcing training providers and Compliance regulations are controlled via HR

	
	Reduction of scrap along with increased costs of disposal of equipment once returned
	Medium
	No impact on HR

	
	Zero landfill certification 
	Currently Low
	Certification is being required via head office by 2035. Communications with the workforce on how Mono plan to reach this will be distributed via HR with the help of management 

	
	Reduction of carbon footprint – company vehicles aiming to go electric by 2035 and paperless offices
	Currently low
	Currently Mono have several cars, vans and lorries on the road.  HR working with management on how to become compliant and what can be done.  Also looking at the office environment and reducing the amount of paper that is used and to hopefully become more cloud based.
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