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Understanding the Business Context in HR

There are many different factors that can impact on an organisation and the way in which it delivers its services, in particular its HR function. These can be internal and external factors, which require organisations to consider how they adapt and deliver high quality services. These factors affect how an organisation is designed and how its HR function is administered. This can also be affected by the type of organisation it is, be that Public Sector, Private Sector or Third Sector (also known as the Voluntary Sector or the Charity Sector). 
In addition to the above, organisational objectives and goals, as well as stakeholder interests can play a key part in HR design, along with the organisation’s customer and employee demographic. With the increasing diversity of employees, along with an ageing population and a shift in the state pension age, there is an ever increasing need for HR to be aware of a change in the workforce demographic and how each group of employees (based on demographic) can be motivated to perform consistently and wish to remain with an organisation.
HR design is also affected by organisation size. Generally, the larger the organisation, the larger and more complex the HR function, with HR in private sector organisations tending to be smaller than their Public Sector counterparts; which account for approximately 20% of the workforce in the UK (Wilkinson, 2016). Often private organisations are not large enough to warrant a large HR team. Due to this, smaller firms tend to use more HR Generalists, where HR practitioners and managers are required to undertake a wide range of HR functions, as well as other tasks such as Payroll related matters (Personnel Today, 2011). This contrasts with Public Sector organisations, who often have larger, more complex HR functions. 
HR in Public Service usually has considerable organisational influence with representation at board level. This ensures a greater degree of legislative and regulatory compliance is achieved (Taylor, S & Wilkinson K, 2016). This is necessary due to increasing scrutiny of public sector organisations particularly due to the spending of public sector funds. This is clear from Freedom of Information (FOI) requests, reported on by Personnel Today Magazine, covering six-figure redundancy payouts since a ban was placed on these in 2015. (Personnel Today, 2020). Public Sector organisations also differ from private sector in terms of the presence of trade unions. Public sector organisations account for 52% of all organisations that recognise trade unions, in comparison to private sector, where only 3% had a majority union membership (Brigd van Wanrooy et al, 2011). This requires a greater emphasis on Employee Relations. Often requiring HR Specialists to advise on such matters.
As mentioned earlier in this report, organisations have both internal and external factors which impact on organisation and HR design (such as trade union involvement, product type, size etc). These internal factors include financial, technology, social and culture. There are also a number of key factors and considerations in an external context that can affect the organisation and its HR provision. These vary, but can generally be incorporated into the following areas (Farnham, 2015):

In order to understand these factors, it is first important to be able to assess exactly what these are and how they might influence how business is delivered. There are a number of ways what these can be identified, but two which are SWOT analysis (Strengths, Weaknesses, Opportunities and Threats) and PESTLE analysis (Political, Economic, Sociological, Technological, Legal and Environmental). 
[image: ][image: ]
These are widely used in business and are vital elements of what the CIPD refer to as Strategic Human Resource Management, or SHRM for short. This practice ensures that all people management policies, process and strategies work together to feed the organisation’s goals. Strategic HRM has been in practice since the early 1990’s and has been defined as “the undertaking of all those activities affecting the behaviour of individuals in their efforts to formulate and implement the strategic needs of the business”. This links people in the organisation to all factors of how organisational strategy should be developed, and introduced the term ‘human capital’; a phrase which the CIPD use to identify individuals in an organisation as assets and not purely costs (Houghton, 2020).
[image: ]To illustrate the above points, below is a comparison of two different organisations and how their organisation type and factors affect the way in which they deliver their HR function, and how this affects, and feeds into the development of organisational strategy. These organisations include one large public sector organisation; namely Dyfed-Powys Police force and secondly a private SME holiday company, based in South West Wales.
Dyfed-Powys Police’s operational purpose is to:
1. Keep our communities safe;
2. Safeguard the vulnerable; 
3. Protecting communities from serious threats; and
4. Connect with communities.
In order to achieve this purpose, there are a number of different departments within Dyfed-Powys Police, each with the goal of supporting the above purpose in some way. 
In contrast, the holiday company’s purpose is:
1. To create an outstanding holiday experience for holiday makers, visiting their properties;
2. To maximise income from holiday properties on their portfolio; and
3. To provide a superior service to stakeholders in the organisation, namely holiday property owners.
As these are two very different purposes, they each require a different approach to their respective HR functions and their organisational strategy. “HR strategy is a term used for the long-term plan created to achieve objectives in the field of human resource and human capital management and development in the organisation” (HR Strategy (Human Resource Strategy), 2020). 
The two organisations vary considerably in size and therefore their HR functions are very different. Dyfed-Powys Police’s HR structure can be seen below:
[image: ]
This adopts a similar model to the one devised by Dave Ulrich - namely the ‘Three Legged Stool’ model - which consists of a Business Support Unit – providing general administrative support to the organisation, a team of HR Specialists – operating at a strategic level and covering policy development and horizon scanning and planning, and a small team of territorially based HR Support Officers – providing a ‘Business Partner’ role to line managers and supervisors. With large organisations comes a tendency for more formal and sophisticated HR provisions, often accompanied with a greater array of policies and procedures. This ensures that consistent HR practices are in place and HR decisions are in line with these policies. In contrast, a smaller organisation often lacks the requirement for such a complete HR function, however this can lead to a lack of consistency in how HR is delivered and how decisions are made (Dooney, 2015).
In contrast the Holiday Company is a small private organisation, who, whilst covering the Dyfed-Powys area, does so with a much smaller number of employees. Their team consists of approximately 12 people, with only 1 of these being an HR Professional. In light of this the HR function tends to be a HR Generalist role, required to cover not just HR, but also the Payroll function as well. This leads to a far less complex and sophisticated HR function, focusing largely on the older model of delivering the basic requirements employees and having a lesser focus on SHRM.
Whilst both organisations are subject to regulation and scrutiny, the level of this differs hugely between the two organisations. The Holiday company; being a private organisation run as a partnership have far fewer regulatory requirements placed upon them, whilst Dyfed-Powys Police are scrutinised heavily due to the level of public accountability, internal and external scrutiny from bodies such as Her Majesties Inspectorate of Constabulary (HMIC), Independent Office for Police Conduct (IOPC) as well the requirement for annual auditing by the Wales Audit Office (WAO) (Wilkinson, 2016). This, along with Unison representation (trade union representatives) requires a robust HR provision to be in place to ensure legal compliance is maintained and that people matters are managed fairly and appropriately. In Dyfed-Powys Police HR act as key players in the organisation’s strategic planning process, with senior HR management being represented throughout the Force’s Governance Structure. (Copy below)
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This ensures HR involvement in the formulation of organisational strategy, and allows this to be promulgate into HR policy to ensure the workforce is able to deliver organisational objectives. This is demonstrated in the Force’s Vision 2025 strategy. This strategy highlights 5 key priorities that Dyfed-Powys Police [image: ]are focusing on to deliver the transformation of policing. These are: 
1. Local policing remaining the foundation of British policing but with far more integration with other agencies and a focus on early intervention; 
 
2.  Specialist capabilities will be delivered through a network, making them more affordable; 
 
3.  Police officers will be trained to respond to the increase in online criminal activity and the public will have the option to report a crime online; 
 
4.  To provide the workforce with the skills and powers they need to meet the future challenges and make policing more representative of its communities; and 
 
5.  To consolidate business support functions, such as IT and Human Resources with other forces or partners. 
These key priorities affect the way in which Dyfed-Powys Police approaches HR initiatives with a greater focus on collaboration, ensuring that individuals have the correct skills to meet the changing needs of the community. This is evidenced in the introduction of jointly shared units between Dyfed-Powys and neighbouring forces, such as Firearms units and more recently a collaborative approach to back office functions for recruitment. This vision is reported on by the Police and Crime Commissioner; acting as a further level of external scrutiny to ensure the Force is delivering these key objectives (The Police and Crime Plan, 2020).
In reaction the fourth industrial revolution, there have also been steps taken to automate many of the processes within the organisation. This includes transferring to paperless processes such as flexible working applications, self-service expense as well as areas of the recruitment process. This has been done to minimise the manual intervention and resources required for such processes to release personnel to deal with more complex and beneficial interactions. Whilst this has worked in some areas, there have been projects which have failed to work, due to the impact of culture in the organisation. This includes a failed attempt at automating the mail process for the organisation. This fits with the study carried out by the Institute for Employment Studies (IES), who made similar observations in their report ‘The Impact of artificial intelligence on the HR function’, where it is reported that a barrier to adaptation “will be a mind-set shift, more than any technological adoption challenge” (Reilly, 2018).
The Holiday company differs considerably to the above, as, due to the size of the organisation and the fact that this is a privately funded company, there is far less external scrutiny and less public awareness of internal processes. This allows the organisation to design HR policy with less interaction with stakeholders. This includes a lack of union representation in the company so employees are not supported by a recognised union. In light of this, HR decisions are made largely by the Owner of the company, with input from a small number of senior management roles; supported by the sole HR practitioner. This has a significant impact on employee relations as there was a lack of sophisticated people policies and practices in place. This impacts on employee morale, retention and engagement and is particularly damaging in a sales environment, with employees dealing directly with customers. (Markey, 2014). This practice and lack of HR involvement in people strategies and planning is of grave concern, something which is echoed in the CIPD report ‘People Skills, Building ambition and HR capability in small UK firms’. Small and Medium sized businesses (known as SMEs) account for account for almost half of UK business turnover and a lack of people management capability and capacity can therefore have considerable impact on an organisations ability to meet its strategic goals (Atkinson C et al, 2017). 
Conclusion
In summary of the above, there are many factors that can have an impact on how an organisation designs and delivers its HR function, which can affect how HR are involved in strategic planning and implementing this into HR practice. Largely, the larger the organisation, the larger and more complex HR functions are, with a greater use of HR Specialists, whilst smaller organisations tend not to be able to warrant such a resource. 
In addition to size, factors such as organisation type and purpose play a role in affecting HR delivery, including the increase in regulation and internal/external scrutiny, to include the presence of Union involvement. This all adds to the requirement for a more robust and consistent approach to HR.
Lastly, Artificial Intelligence, Globalisation and mobilisation all play a part in affecting the workforce demographics of organisations, along with how roles are delivered. With an increase in millennial workers there is a need for HR and organisations to become smarter in the way in which they work to achieve their objectives.
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HR Factors and Business Analysis – Dyfed-Powys Police
To understand the impact of factors relevant to an organisation, you must first be able to identify these. I have used two methods of analysis, which are a SWOT (Strengths, Weaknesses, Opportunities, Threats) and a PESTLE (Political, Economic, Socio-Cultural, Technological, Legal, Environmental) analysis. (copies attached)
Organisations are affected by a) the future of organisations, b) the workforce themselves and c) how work is achieved. These are key drivers for change for the future of HR (Deloitte, 2018). Workforce demographic is having an effect on the age which an individual will work to and, with state retirement ages changing, this requires organisations to plan to support their workforce for longer and ensure that they are adaptable and ready for change. Organisations also need to understand how to recruit and retain young employees, ensuring that they are used as part of an organisation’s strategic voice. (Deloitte, 2018)
With increasing scrutiny of organisations to become more sustainable, Corporate Social Responsibility (CSR), is an important approach of assessing the practices of an organisation, ensuring they have a positive impact on their employees, customers, stakeholders as well as reducing their environmental impact. This involves increasing ‘green credentials’, including recycling and renewable energy sources. 
Additionally, as technology continues to enhance, there is a shift in how ‘jobs’ are undertaken, with the 9-5 role becoming less mainstream. Globalisation, mobilisation and agile working are increasing themes, with individuals to carrying out roles from across the globe, with nearly 90% of senior executives stating that organisational agility and flexibility were key requirements for success (Economist Intelligence Unit, 2009).  Additionally, millennials are set to account for 50% of the workforce by 2020 and 75% by 2025. This dramatically affects the way organisations work, with an increase in tech savvy employees, who demand work to be carried out using 21st century methods (Morgan, 2016).  
All organisations should consider these factors, however the Public sector are often driven by financial motivators. This is echoed by the CIPD; stating the key drivers for Public sector organisations were ‘cost management’, ‘responsiveness to change’ and ‘customer service improvement’ (CIPD, 2014). 
Key legislation affecting organisations is Brexit and the ever changing political landscape. Businesses are affected in a number of areas, including trade, regulation, migration and fiscal, however the degree to which each of these areas will impact will not be known until the government has carried out work in the two years following leaving the EU (Oxford Economics, 2019). Globalisation also looks at the ability for organisations to work across the world, accessing cheaper labour in under developed countries, whilst utilising improvements in technology to either make it easier to work globally, or with the emergence of artificial intelligence, to replace lower skilled workers. HR need to be involved here to mitigate concerns of lower skilled employees, fearful of the potential impact of job losses (Davos, 2017). 
Summary
HR has a host of factors to contend with, each with different effects on their organisation type and purpose. HR play a key role in the education of employees, ensuring that they are resilient to the effects of change, whilst improving skills of lesser qualified employees. They must also ensure that they play a role in the formulation of HR strategy and policy to support new initiatives such as agile working, along with mobilisation - this is key to recruit and retain younger employees. Lastly, with an ageing population, there is a growing need to provide support to an ageing workforce, offering development opportunities, whilst managing factors which could impact on their health and well-being, to cover matters such as menopause support. 
This is an exciting, yet challenging proposition for organisations and HR needs to be equipped to deal with these matters.
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Political 
Brexit, Exit from the EU. The exit from the EU is likely to have major impacts 
Police and Crime Commissioner Elections
In May 2020 elections will take place for the position of Police and Crime Commissioner (PCC) for Dyfed Powys. This position comes with the duties and responsibilities of being accountable for the selection of the Chief Constable of Dyfed-Powys and is ultimately accountable for the performance of Dyfed-Powys as a police force. This process can have major implications on how the Force delivers its services, dependent on the views of the incoming PCC. 

Economic
Reduction in public funding

Additional funding for Police Officers
Whilst additional funding should seem like a clear positive to an organisation, the increase in funding for additional Police Officers, commencing in 2020 is providing both opportunities for growth but also challenged in terms of delivery. Dyfed-Powys Police will see a doubling of the number of Police Officer intakes over the coming years, which requires careful planning to enable it to be a reality in realising an establishment growth. For this to be achieved there are issues in terms of the ability to be able to provide adequate trainers to deliver the initial training programme, as well as issues in terms of the physical estate to be able to train these individuals in. Additionally, there are pressures placed on the aspects of the recruiting process, including additional intakes for HR to manage, additional interview processes, requiring an increase in trained individuals, as well as additional pressure on the vetting department.

Socio-cultural
Ageing workforce
As the demographic of the workforce changes, to include a requirement for individuals to work longer, due to the changes in the state pension age, there is a requirement for Dyfed-Powys Police to plan to support individuals for a much longer career. This impacts on the provision of services provided by departments such as the Occupational Health Unit. This has included an increase in health fayres, focusing on making healthy life choices. In addition, training has been offered to line managers on topics such as menopause awareness. 
In addition, as individuals are required to work longer than before, coupled with the speed in which organisations are changing, there is an ever-increasing risk of people facing the impact of change management programmes. There is a need for Dyfed-Powys Police to ensure that employees and line managers are able to deal with these types of matters to support themselves and their teams when change occurs.

Flexible working arrangements
As highlighted in the queen’s speech for 2020, flexible working is to be made a default position by organisations. Whilst Dyfed-Powys Police already has a flexible working and part time police, this may lead to an increase in the number of flexible working applications being raised. This, in turn, leads to an increase in the workload for HR, both in terms of physical processing of these requests – and the administration that comes with them – but also the support which is needed by line managers. This provision is currently under review within Dyfed-Powys Police.

Ageing Demographic of communities
As the age of the UK population increases and improvements in medical healthcare and lifestyle improve, this is having a net effect of an ageing population. Whilst this is a growing trend, there are some areas which are more affected than others. According to the Office for National Statistics (ONS), it is anticipated that the 32.5% of the population of Dyfed-Powys will be aged 65 by 2036, with an average of 7.5% aged 85. This demonstrates an increase of 14% against the UK rate for 65-year olds from 2016. 
The effect of this is a requirement for Dyfed-Powys Police to be alive to the challenges in dealing with emerging crime types, which are more sophisticated and target a vulnerable section of society, spanning across some of the most remote and rural areas of Wales. In order to do this, there has been a shift in the way in which employees are recruited, by working with specific departments charged with investigating cyber and cyber enabled crime. This includes specific targeting of individuals from private industry with a background in IT and mobile technology, as well as internally seeking individuals carrying out other roles who have an interest in these areas.

Changes in working conditions – agile
As with the change in workforce demographic, Dyfed-Powys Police are also impacted by the impact of mobilisation and the change in which tasks and roles are carried out. With the increase in technology, coupled with a requirement to work smarter and in a more efficient way, there is an ever-increasing demand on a more Agile way of working. This comes with a benefit of reductions in the requirement for individuals to commute across the force area, which realises cost savings as well as green credentials, however comes with initial capital cost implications. Dyfed-Powys Police are assessing those roles which are capable of working in an Agile way, which for those deemed as either ‘flexible’ or ‘field’, would require capital expenditure in terms of mobile laptop equipment. There are also implications to terms and conditions of service and challenges in terms of performance management structures which need to be robust.

Change in police officer recruitment process, including policing degree
As can be seen in the evidence regarding the changes in workforce and the millennial approach to work, there is an increasing requirement for employees, particularly Police Officers, to have a more academic background. This is demonstrated in Dyfed-Powys Police with the introduction of a Police Degree scheme. This requires individuals to take on a degree at the commencement of their employment, or for them to be recruited if they already have one. This poses a challenge and affects the demographic of the Police Officer recruitment intakes, as these are often a younger demographic. Additionally, there are concerns as to how you make the process fair and representative of the communities, and how you avoid disadvantaging good quality candidates due to a lack of academic background.

Technological
Increase in social media
Social media in on the increase and this is already having an impact on how Dyfed-Powys Police carry out their business on a day to day basis. The use of Twitter and Facebook are now seen a the ‘norm’ in terms of how organisations interact with their employees and customer base and is becoming a tool for reaching individuals for both outgoing and incoming contact. This can be seen in Dyfed-Powys Police with departments such as Press Office, HR (Recruitment) as well as the Force Communication Centre. Each of these departments use this means of communication as part of their everyday interaction with individuals, including advertising vacancies and reaching out to harder to reach groups of the community for positive action work, raising awareness of policing events and incidents, or the reporting of crime. The latter of which is now seeing an increase with the introduction of a Single Online Home platform for Police force websites. This will enable and promote the reporting of crime through this platform, which has required a change in contracts for individuals working in this department to facilitate this shift.
Artificial Intelligence 
AI and the increase in technology is changing the way in which organisations work in terms of the affect on globalisation. This is the effect of allowing organisations to interact with individual, customers, stakeholders and other organisations across the globe, with ease. This brings with it a host of opportunities for organisations to grow and to look to work in a smarter and more efficient and cost-effective manner, whilst allowing customers markets to increase. There is, however, downsides to be considered for automation and globalisation which is the potential of a loss of lower skilled jobs to AI and automation. There is increasing interest from organisations in reducing manual intervention in jobs where this is not required, however this requires HR to be cognisant to the potential impact to employees. This has been evidenced in Dyfed-Powys Police in the past, with ventures to automate the mailing system, collaboration with other forces for HR provision, as well as a move to self-service wherever possible. Whilst this has not impacted positions to the point where redundancies or role changes have been necessary, this is something to be considered in the future 

Legal
GDPR – There are considerations for the Police to investigate in terms of the proportionality of data collection for individuals, which has been heightened since the introduction of GDPR and the powers that this provides individuals in terms of understanding what personal data is held by organisations. This is increased by the introduction of additional technologies such as body worn video, an increase in CCTV, as well as dash cam footage. These technology sources provide huge benefits to the organisation in terms of the detection and prevention of crime, however place additional pressures in how an organisation meets the requirements under GDPR for data handling and retention periods. 
In terms of HR, there is an increasing requirement to respond to this matter by conducting exercises to understand the level of personal data held on individuals, and where this is. This includes both hard copy data and electronic data held in a number of disparate systems. This is being addresses as a project within a Partnership Governance meeting. 

Environmental
Coronavirus
The Coronavirus, or COVID-19 as it is known, is an illness that affects the lungs and airways. This virus is affecting large proportions of both the EU and wider world since it was initially detected in the Wuhan region of China in December 2019. Since then, it has spread across the globe and now has a reported 119,000 cases of infection spanning over more than 70 countries, with the death toll standing at more than 4,000. Then virus is known to be transmitted from person to person and in particular, by the passing of particles in the air or from infected surfaces.
In Dyfed-Powys Police, this is an escalating concern, more so now that the number of individuals infected in the UK is rising, with numbers in Dyfed-Powys slowly increasing. Largely, this has been due to individuals returning from infected areas. Dyfed-Powys Police are working closely with the Local Resilience Forum (LRF) including Public Health Wales (PHW) and Public Health England (PHE) and are issuing warnings to employees on safe practice in terms of dealing with customers as individuals detailed in custody. This covers basic hygiene information, as well as more specific instruction on how to interact with members of the public and what to do should they disclose have travelled to an infected area. The advice also covers the use of policing powers; explaining that these are not to be used to detail someone and that this should only be done by PHE, by trained medical staff.
As well as the above, Dyfed-Powys Police are currently planning for any potential impact to reductions of employees should Police Staff and Police Officers begin to be affected. This is being managed by an internal Gold Group, working on a contingency plan looking at differing options for staff reduction levels, as the UK move into the ‘Delay’ phase of the virus.

Sustainability and green credentials
Organisations are also under mounting scrutiny to become more sustainable and to ensure that they are socially responsible. This is commonly known as ‘Corporate Responsibility’. This is a mindset of looking at the practices of an organisation and ensuring that they have a positive impact on their employees, customers, stakeholders and wide community, as well as reducing the environmental impact of their services. This can cover such matters as increasing their ‘green credentials’, including an increase on recycling and renewable energy sources, or sourcing products from more sustainable and ethical suppliers. Dyfed-Powys Police are reacting to this with a ‘Sustainability Board’, tasked with exploring the options for a more sustainable organisation. This includes greener vehicles, to include electric cars, a focus on reducing energy costs, with the use of solar panels, as well as looking at agile working as a means of reducing estate space and commuting costs and impact.
Dyfed-Powys Police - SWOT Analysis
	Strengths (What we do well, our advantages, our assets, our resources)

· Internal Learning and Development Department, with Police Officer and Police Staff trainers.
· Provision of ‘soft skills’ courses being provided by in-house trainers, aimed at increasing ability to manage change and conflict.
· Positive relationships between Dyfed-Powys Police and the Police and Crime Commissioner’s office.
· Partnership working with local government, third sector bodies and other police forces.
· Code of Ethics committee.
· Competitive Terms and Conditions for employees.
· Robust policies and procedures.

	Opportunities (Known trends, environmental changes, new products, new technologies)

· Office 365 products and the National Enabling Programme, aiming to change the way in which IT can assist team management and reduce travel.
· Agile working implementation.
· HMIC Audits – chances to be pilot test bed for new initiatives.

	Weaknesses (What could we do better, what others may think about us, vulnerabilities)

· Personal data identification and management of retention.
· Quick changes in senior management due to promotion opportunities.
· 
	Threats (Economic Conditions, market changes, competitors)

· Coronavirus (COVID-19) outbreak.
· Brexit (exit from the European Union).
· Increase in cyber-enabled crime.
· Rise in serious violence.
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In order to understand the impact of these factors, it is first important that organisations are able to
assess exactly what these are and how they might influence how their business is delivered. There
are a number of ways what these can be identified, but two which are most referred to are a SWOT
analysis (Strengths, Weaknesses, Opportunities and Threats) and a PESTLE (Political, Economic,
Sociological, Technological, Legal and Environmental).

These are widely used in business and are vital elements of what the CIPD refer to as Strategic
Human Resource Management, or SHRM for short. This practice ensures that all people
management policies, process and strategies work together to feed the organisation’s goals.
Strategic HRM has been in practice since the early 1990’s and has been defined as “the undertaking
of all those activities affecting the behaviour of individuals in their efforts to formulate and
implement the strategic needs of the business” (look at CIPD fact sheet for SHRM). It links the people
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In order to understand the impact of these factors, it is first important that organisations are able to
assess exactly what these are and how they might influence how their business is delivered. There
are a number of ways what these can be identified, but two which are most referred to are a SWOT
analysis (Strengths, Weaknesses, Opportunities and Threats) and a PESTLE (Political, Economic,
Sociological, Technological, Legal and Environmental).

These are widely used in business and are vital elements of what the CIPD refer to as Strategic
Human Resource Management, or SHRM for short. This practice ensures that all people
management policies, process and strategies work together to feed the organisation’s goals.
Strategic HRM has been in practice since the early 1990’s and has been defined as “the undertaking
of all those activities affecting the behaviour of individuals in their efforts to formulate and
implement the strategic needs of the business” (look at CIPD fact sheet for SHRM). It links the people
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