Understanding the Business Context of Human Resources
Introduction
This report is to make a comparison of two different organisations and how the HR function alters. Looking at how business types and purposes can affect HR and research the impact of different organisational structures and management roles within HR. 
Lastly, the report will investigate the role of the HR function when forming an organisational strategy and looking at the transformation from organisation structure into organisational strategy.

Comparison of Two Different Types of Organisation and their Operational/Business Purpose
Drainforce Limited is a small organisation that specialises in the drainage industry, water and transportation. They provide a service to the public and to other organisations, such as Welsh Water and London Underground, to help solve any drainage problems. It is a private sector organisation. Their organisational purpose is to provide an exceptional service to customers, clients and representing clients' values when working on their behalf. It has two main sites, one in the South of Wales and another in West Wales.
The orientation of the organisation is to provide a tertiary service. The company has a functional structure with a clear hierarchy system in place. There is a power culture within Drainforce LTD.
Aldi Stores LTD is a grocery retailer that is also part of the private sector. It is an extremely large, global organisation. It has stores, offices and warehouses located in multiple countries around the world. Their operational purpose is to sell essential grocery products consistently and predictively cheaper than their competitors.
The orientation of the organisation is to provide primary products to the general public. The company also has a functional structure as well as a hierarchy structure. There is a role culture within Aldi Stores LTD.
Assess how Business Type and Purpose Affects the HR function
Although HR function can have similarities in all organisatioins it is also important to note that the HR function will be unique to each organisation and will require different needs from the HR function. Both Drainforce LTD and Aldi Stores LTD are part of the private sector, which is made up of businesses owned by individuals or families privately, vast number of institutional stakeholders and individuals or by other organisations. Within the private sector you can legally have three forms that an organisation may take. These are sole-traders, partnerships or companies. Both organisations fall under the form of a company. This means that there must be a minimum of two shareholders with there being no maximum amount. Although being a company means that you have a lot more regulations that must be adhered to, it does also come with benefits, especially the limited liability (Taylor and Woodhams, pg 44). This simply means that a company and those who own it are treated as separate, meaning that the shareholders would not have to pay the company's dept if liquidation ever occurred.
Organisations can vary in their HR functions and how powerful the HR team can be. For smaller organisations this may mean that line managers or HR advisors do the basics of the HR function (issuing holidays, training, absence management ect) and potentially outsource HRM matters. Aldi Stores LTD relays online management to do the basics in the HR function. It then has an HR team that works in head office that looks into more advanced sections, plans strategy's and looks at structures in the workforce. The team is separated into smaller sections, these include recruitment, training, health and safety, employee engagement and HR administration. The HR team will research, create designs and implement tools that are cost effective and efficient. They will also look at processes to support each stage of the employee lifecycle (Aldi, 2018).
Drainforce LTD is a lot smaller sized company than Aldi and as such the HR function and team is minimal. Drainforce originally was outsourcing HR matters but has recently bought it into house. As the HR team is so small it does mean that the HR role becomes one of a generalist nature compared to that which was a focused topic in Aldi’s HR function. In a lot of smaller organisations there remains a preference for informality in the way that management treat staff (Edwards and Ram, 2010). This is also the case in Drainforce and the HR function is noticeably underdeveloped. Informality can lead to feelings of being treated unfairly and favoritism within the organisation. This has a knock-on effect of demotivation on staff and a decrease in the satisfaction they feel with their job role (Taylor and Woodhams, pg 46). However, the shareholders have recognised this as a problem and are actively looking at steps to make improvements to this.
Explanation of how Different Organisational Structures and Management Roles can have an Impact on the HR Function
The organisational structure started to be assessed and improved in the late 1800’s by Fredrick Winslow Taylor. He looked at the productivity at work, researching each specific task to make it more efficient, investigating the best way to carry the job out and people who would be best suited to undertake the role (Buchanan and Huczynski, 2010). The structure of a company is what enables the workforce to form a pattern of their positions within the organisation and the relationship of the role. It also creates a shell in which the organisation’s activities can be organised and monitored through order and control (Campbell and Craig, 2005).
Both companies, Aldi and Drainforce adhere to hierarchical structures, also referred to as ‘M forms’ by Campbell and Craig (2010). In particular the functional structure, which is described as the simplest of bureaucratic structures (Wagner and Hollenbeck, 2014). This function allows a clear chain of commands to pass on information and makes the communication of information more streamlined and effective. Most experience this type of structure within their working life as it is a common option and usually the most logical. Other hierarchical structures include geographical structure, organisation by product and organisation by customer group.
Non-hierarchical structures give the ability to provide flexibility and as a result much better organisational agility, which could need the increasing importance for organisations swift response time and the sharpness of the organisation. These structures consist of the Matrix Organisation, Virtual organisation and the flexible firm. Although the flexible firm does give the HR professional a lot to consider balancing the improvement it can make to an organisations agility with the importance of making sure all legal and ethical considerations are addressed.
Line managers are more commonly taking up some of the jobs of HR professionals. The relationship between a line manager and an employee is very important. If an employee has a positive relationship with their line manager, they are more likely to enjoy their job role and have a higher level of commitment to the organisation. These factors then go on to create higher levels of performance in the job and encourage behaviors that go beyond the job role set out, known as discretionary behavior. Employee’s line managers also provide an important role when looking at an individual's performance. They are able to set goals that are specific and challenge the employee, they can monitor the progress of the individual and provide feedback from the monitoring and they can assess individual proformance on a regular basis (CIPD, 2020). Line managers can have a key role that can help reduce stress and support well-being at work by providing the right level of support for an employee whilst setting the balance of the level of challenges within the workplace. They can also help with the admin duties of HR, undertaking tasks such as recording holidays, absence management and filling in the correct paperwork.
Explanation of how the Role of the HR Function in Formulating Organisational Strategy
An organisational strategy looks at an organisations most important goals and policies and create a plan or pattern that actions these into a coherent whole (Quinn, 1980). The most effective strategies focus on a few key points and are designed to deal with the unpredictable and the unknowable. It notes the most important goals and a path on how they can be achieved, the action of policy's and defines goals. Organisations can have several related supporting strategies. 
Over the past years there has been a focus on how organisational strategy is being formulated. There are three main types in which this is done. 
1. Rational/Classical
2. Emergent/logical incrementalism
3. Symbolic/Radical
The rational approach, often thought of as the classical approach. This approach is usually undertaken by the senior management within the organisation and takes a top-down approach. They use tools such as a pestle or a swot to examine internal and external factors and then use this information to form goals, aims and objectives for the organisation (Taylor and Woodhams, pg 59). The senior management may bring in resources such as people, materials and technologies to help plan the strategy. This forms the direction of the strategy. Analysists have found that this formulation created by senior management influenced the strategic direction an organisation would take (Quinn, 1980, pg 59).
In the emergent strategy each part is looked at logically and consistently, making it known as ‘logical incrementalism’. The senior management will give general goals but how you get there depends on the people as they respond to different situations.
The symbolic strategy is where an organisation try’s different tools or different ways of working and then once they have found one that works best for them, they write the strategy. This is where it gets the name symbolic as it is more down to luck then judgement and is often used to give an organisation more credibility.
Explanation of how Organisational Strategy is Translated into HR Strategy and Policy
An HR strategy is formed by looking at the organisational strategies. Therefore, it is of the upmost importance that organisational strategies have a clear definition and direction to follow. Three core alternative strategies that organisations can follow are core leadership, differentiation and focus (Porter, 1985, pg 61). Porter suggested that your chances of success are higher when all focuses and pursuits are focusing on one of the three strategies, this however was argued by other analysts who said the hybrid strategies can succeed just as successfully (Johnson, 2010 pg61). It is important for the HR professional to look at this as a guide as these strategies are too vague and would need to be altered to focus on the specific organisation strategy.
It is up to the HR professional to make an HR strategy that co-insides with the organisational strategy. For example, if the organisational strategy was differentiation, they may investigate training progression, recruitment, higher wages to be able to employ workers with specific skills and set out to engage with the workforce positively to develop them.
Some have argued that contingency thinking shouldn’t affect the HR professional’s line of work. It says that if organisations are offering staff pay according to their proformance, involving in decision making and giving them job security with the opportunity of career developments, then staff will naturally be motivated and naturally put the effort in to helping achieve the organisational goals (Pfeffer 1994, Huselid 1995, Purcell et al, 2003, pg 62).







Pestle Analysis of
Drainforce LTD

	
	External Factors to Consider
	Factors Affected within the Industry
	Importance to the Organisation

	Political
	· Tax
· Political Stability
· Industry regulation
· Global trade restrictions
	· The government introduced new tax regulations coming into enforcement on 01/03/2021. Although it does not affect the company’s profits through the change in tax it does cost money and time to train the accounts team to adhere to these new regulations.
· Due to the UK leaving the EU it has meant that certain products have different delivery instructions and prices then previously.
· Government has imposed lockdown measures that has created difficulty in getting a vehicle from the EU due to quarantine measures. Creating extra costs and delays.
· The government, ordering that Covid-19 pollution tests get undertaken in the water several times a day, increased the business and created a new job role that had to be learned and implemented quickly and precisely.
	High













Low








High









High

	Economics
	· Labour costs
· Inflation
· Cost of living
· Economic growth
	· Organisation has grown at a significant pase, which has created a backlog of work due to being understaffed for the new workload.
· The cost of living has naturally inflated this has caused the company to investigate providing the national living wage compared to the national minimum wage.
	High







Medium


	Social
	· Population
· Life-style factors
· Consumer trends
· Career Attitudes
· Work-life balance
	· The lockdown has caused a high increase in the amount of time people have been spending in their homes. This has meant that the population is using their own drainage facilities rather than public ones. This has increased the amount of work the is undertaken.
· This has also increased the amount of overtime that staff are currently undertaking, which is making the organisation investigate recruitment to provide a better work life balance for employees.
	High














High

	Technology
	· Automation
· Innovation
· Technology's
· Robotics
· Social Networking
· Upgrades
· Disruption
	· Due to the current pandemic, there has been a need to change the way that payments are taken to try and minimise the transaction of cash. This has meant that the company has looked at electronic ways that they can make payments and have invested in an online service for customers to be able to pay.
· Investments in new technology in the equipment used in the drainage sector have increased productivity and the scope of jobs that can be undertaken.
· Social media is currently being used as a platform to give advertisement to the business, but improvements need to be made to be able to use it as a recruitment platform.
	High
















High







Low



	Legal
	· Employment law
· Common law
· Local labour law
· Health and safety regulations
	· Health and safety regulations have changed a lot over the last year, creating many challenges. The organisation had to increase the fleet of vehicles used so that crews could keep socially distanced whilst travelling to site.
· Increase of PPE had to be purchased as well as products such as hand sanitizer and anti-bacteria wipes.
· Laws for hospitality have changed, forcing the organisation to deal with challenges about accommodation when working away from home.
· Changes had to be made to office staff, making the change to remote working.
· Safety precautions had to be implemented in the yard and offices for those who couldn’t work from home.
	High
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Medium



Medium

	Environmental
	· Environmental restrictions imposed by in-country governments.
· Ethical sourcing
· Transportation
· Supply chain management
· Future pandemics
	· The organisation has invested in getting a silt filter and is the only one currently in wales. This means that the silt collected from the jobs can be emptied into this and then used as farm fertilizer once filtered.
· Unfortunately, due to the increase in vehicles needed on the road to provide the social distance the carbon footprint of the organisation has increased. However, this is only in the current circumstances and will be tackled when social distancing measures are no longer needed.
· The organisation now has the ability and knowledge to provide resources for the country to be able to test pollution levels in our water. This will continue to help in the current pandemic and future if ever needed.
	High
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Medium




All these forces can, will and do have an effect on the HR function. From looking at employees’ wages and investigating how this can be improved to providing guidance and support in the changes of circumstances and the way in which work must be carried out.



SWOT Analysis for 
Drainforce LTD

Internal
	Strengths
	Weaknesses

	People, Skills and Capabilities
· Benefits for employees being planned.
· Progression plans
· Training and staff development is being improved.
· Recruitment as organisation continues to grow.
· More streamlined orientation processing is being implemented for new staff members.
Resources Assets
· New advanced drainage equipment
· Exclusive equipment for the UK 
· A new job role learned in testing water pollution.
Competitive Advantages
· Currently the only organisation able to offer is the use of certain equipment in the UK which minimises damage.
· Products and services are unique and exclusive.
· Improvements to advertising planned for the near future.
· Have contracts with large organisations, such as Welsh Water.

	People, Skills and Capabilities
· Staff Moral
· The work life balance for employees needs improving.
· Staff turnover is very high.
· People management skills need improving.
· High level of workplace stress due to heavy workloads
· Understaff
Resources Assets
· Learning the new equipment so there is a range of employee’s that can use it.
· Expensive to fix equipment.
· Equipment is sourced from Germany and can be difficult to receive new parts causing time delays.
· Having to use sub-contractors due to the amount of workload.
Competitive Advantages
· In the sudden increase of work there has been mistakes made effecting the reputation of the organisation
· Also, creating negative advertisements.
· As we are currently so busy, we are having to turn away jobs to competitors.







External
	Opportunity's
	Threats

	People, Skills and Capabilities
· Recruiting of the workforce
· Expansion and growth
· Exclusive technology
· New service’s available
· Large new customers
· Lifestyle changes create a higher workload.
· The chance to expand the business into England is undergoing finalisation.
	People, Skills and Capabilities
· Training costs are high due to high staff turnover and the increase in the workload.
· Covid-19 restrictions and regulations have increased the amount being spent on consumables.
· Transport costs have increased due to the social distance guidelines, meaning that employees must travel to site separately.
· Changes in laws mean that time and money is being lost in new training and employees must adapt.
· High levels of stress due to the unreasonable workload.



In this SWOT analysis you can also see many ways in which HR function may be impacted by these internal and external factors. The HR function is going to have to adapt in helping people learn to change and adapt to new regulations, investigate the reasons behind the high turnover and investigate improving the stress in the workplace.



SWOT Analysis for 
Drainforce LTD

Internal
	Strengths
	Weaknesses

	People, Skills and Capabilities
· Benefits for employees being planned.
· Progression plans
· Training and staff development is being improved.
· Recruitment as organisation continues to grow.
· More streamlined orientation processing is being implemented for new staff members.
Resources Assets
· New advanced drainage equipment
· Exclusive equipment for the UK 
· A new job role learned in testing water pollution.
Competitive Advantages
· Currently the only organisation able to offer is the use of certain equipment in the UK which minimises damage.
· Products and services are unique and exclusive.
· Improvements to advertising planned for the near future.
· Have contracts with large organisations, such as Welsh Water.

	People, Skills and Capabilities
· Staff Moral
· The work life balance for employees needs improving.
· Staff turnover is very high.
· People management skills need improving.
· High level of workplace stress due to heavy workloads
· Understaff
Resources Assets
· Learning the new equipment so there is a range of employee’s that can use it.
· Expensive to fix equipment.
· Equipment is sourced from Germany and can be difficult to receive new parts causing time delays.
· Having to use sub-contractors due to the amount of workload.
Competitive Advantages
· In the sudden increase of work there has been mistakes made effecting the reputation of the organisation
· Also, creating negative advertisements.
· As we are currently so busy, we are having to turn away jobs to competitors.







External
	Opportunity's
	Threats

	People, Skills and Capabilities
· Recruiting of the workforce
· Expansion and growth
· Exclusive technology
· New service’s available
· Large new customers
· Lifestyle changes create a higher workload.
· The chance to expand the business into England is undergoing finalisation.
	People, Skills and Capabilities
· Training costs are high due to high staff turnover and the increase in the workload.
· Covid-19 restrictions and regulations have increased the amount being spent on consumables.
· Transport costs have increased due to the social distance guidelines, meaning that employees must travel to site separately.
· Changes in laws mean that time and money is being lost in new training and employees must adapt.
· High levels of stress due to the unreasonable workload.



In this SWOT analysis you can also see many ways in which HR function may be impacted by these internal and external factors. The HR function is going to have to adapt in helping people learn to change and adapt to new regulations, investigate the reasons behind the high turnover and investigate improving the stress in the workplace.



