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The two organisations I have chosen to conduct this assignment on are BlueTree Home & Garden Ltd and Aldi. I have chosen these two as I feel they are in entirely different sectors, vary in size of employees and have different organisational structures. 
BlueTree Home & Garden Ltd (BTHG, 2021) is a private limited company that operates in the e-commerce sector. BlueTree Home & Garden operate solely from one area in South West Wales but dispatch parcels throughout the UK. They do not sell items to the European Union or Internationally. The company's size is small as it employs five individuals and then the director.  The company is a retailer specialising in five-star homes (etal). The company has four central core values that are met throughout the daily tasks of the employees. BlueTree Home & Garden Ltd are a culture-led company and want to pursue that with expansion in the future. BlueTree Home & Garden Ltd follows the matrix management organisational structure. This is due to the small number of employees within the organisation, but each department has a manager. For instance, the warehouse workers will report to the warehouse manager as well as the managing director. As the company grows, the organisational structure will change to a more hierarchy state. Department managers within the company do not have significant responsibilities as the managing director makes business-impacting decisions. 
Aldi (Aldi, 2020) is part of a private company that operates in the retail sector. Aldi has around 8,078 stores internationally, with its first store opening in 1946 (UK Essays, 2018). Within the UK and Ireland, Aldi employs more than 33,000 people. It is known for being a discount supermarket. Following Aldi's business model, the company focuses on a no-frills shopping experience stocking 90% of its own brand and sourcing products from local vendors (Feedough, 2019). Aldi's core purpose is to provide value and quality to their customers by being fair and efficient in everything they do (Aldi, 2020). Aldi follows a decentralised structure. This is wherein the lower-level managers are capable of making decisions by themselves. Because Aldi uses a decentralised structure, regional managers must be involved in decisions resulting in implementing its strategies (Aldi, 2020). Aldi adopted the decentralised structure from Robbins and Coulter (2001). When speaking about the span of control, the structure Aldi has adopted is a flat one. Meaning the managers have a wide span of control, resulting in a flat structure rather than a hierarchical one. When it comes down to public relations, marketing departments, and human resources, Aldi does not have separate planning. The managers have clear goals for these, and it is their responsibility to delegate these to the sub-ordinates effectively.


Assess how business type and purpose affect the HR function
As stated previously, the HR function can vary depending on the size and type of the organisation. There are a few factors that can vary between organisation size. Resources is one. There is a common difference between small and big organisations when it comes to the availability of their resources. Smaller organisations will be limited to their resources, including a smaller HR team and a lower budget (Keap, 2019). Another variation will be within the recruitment process. Smaller organisations will search for potential employees themselves and undertake the recruitment process all in house. In comparison, large organisations will outsource their recruitment via agencies (et al.). Although organisations have the same basic HR needs and the goals of different sized organisations are similar, the paths they take to fulfil these goals will vary.  
Within BlueTree Home & Garden Ltd, the HR function is a direct department made up of one employee. The recruitment process is all carried out in house, and HR decisions are made by the HR department and the managing director. Although BlueTree Home & Garden Ltd is on the smaller side of an organisation, working within the HR department, I feel they do not have limitations on their talent pool or recruitment budget. Their target pool is pulled in from various different online sites, including the businesses website, Indeed and Linked In. 
Whereas, Within Aldi, the HR function is carried out through different department managers. The recruitment process is carried out in-house, like BlueTree Home & Garden, but different department managers make decisions. The Aldi recruitment budget will be a lot larger than BlueTree Home & Garden due to the organisation size. Their job vacancies are advertised through their own website rather than on a third party website like Indeed. 
To summarise, you can see that BlueTree Home & Garden Ltd and Aldi have different HR function approaches but do support similar processes. They both have the same goals in mind, to recruit excellent employees to fulfil their goals. They both recruit on the same platforms using their websites. I do not feel that BlueTree Home & Garden is at a disadvantage to Aldi for their HR function due to the organisations' different size. 

Explain how different Organisational structure and management roles impact on the HR function
An organisational structure is a straightforward design layout of the departments and roles within an organisation. An organisational structure helps clarify for employees who they are to report too (Daft, 2001). It defines the various departments throughout the organisation, but it can also show how activities are directed to help achieve the business goals and objectives. There are five different types of organisational structure, Functional organisational structure, hierarchical, flat, divisional and finally, matrix structure (CIPD, 2020).
HR has to decide which organisational structure would be the best fit for their organisation (Business, 2021). The HR department must factor in the organisation's size as they may need department managers to support the employees within the various departments throughout the organisation. In today's environment, most of the HR organisational structures in place include structural characteristics such as shared services support by technology, generalists under HR managers' leadership, matrix environments, and finally centralised and decentralised decision-making. The organisational structure has a direct impact when it comes down to recruitment, engagement and finding talent for job vacancies. This affects the businesses future (Alagaraja and Shuck, 2015).
In small organisations of under ten employees, the HR functions are usually conducted by the managing director. Larger organisations might have a separate HR department (Paauwe and Boon, 2018). In the current day, organisations have the managing director as part of human resource management. Although large organisations have a separate HR department, as stated above, Aldi has given lower managers the HR responsibilities throughout their stores. 
Organisational structures influence the HR function in various ways. Employee engagement, including their performance, motivation, and satisfaction, is controlled by an organisational structure (Bower, 2003). Suppose an organisation has a highly centralised bureaucratic structure. In that case, employees duties are repetitive, which could result in them underperforming and follow on the negative impact on achieving the organisational goals and objectives (Tiernan, 2002). If, for example, the organisation had a professional bureaucracy, this would only attract experts in their work field, meaning they’d have control over their work and decisions(Dennis, 1991). Another disadvantage of an organisational structure for the HR function is that within the matrix structure, for example, it can prove difficult for an organisation's HR function due to the various departments having not only one reporting manager, meaning this requires cooperation between departments regarding employees(UK Essays, 2017). Suppose an organisation uses a vertical structure where departments are separated. This results in a lack of communication across other departments and cross-function activity, making it challenging to promote employees. Both these organisational structures have a negative impact on the HR function being able to fully operate to its best advantage, ensuring the organisation's goals and objectives are met. These structures would work best for businesses of a small nature with set out departments and the managing director influencing all decisions regarding the company and HR. 
Review the role of the HR function in formulating Organisational strategy
A strategy is a plan that brings together an organisations goals, objectives, policies and actions into a whole (Quin, 1980). A formation of a strategy is usually referred to as long-term planning or strategic planning. There are many factors to consider when influencing a strategy. This can include the most important goals that need to be achieved, developing effective strategies around a few key concepts and how do deal with the unpredictable and unknowable (etal).  There are three main approaches organisations can adopt when formulating a business strategy—the rational or classical approach, Emergency or local incrementalism and then symbolic or radical. Each approach has its benefit’s, and the organisation would need to choose which strategy to use based on the content and desired outcome (KF Knowledge, 2020). The organisation must also factor in its culture and objectives when deciding which strategy to adopt (CIPD, 2020). 
The HR team is not just an administrative or recruitment role. It plays a vital function that contributes to the success of any strategy that the organisation set. Every successful organisation is built on a good HR team's foundations, and without a well-skilled, equipped or supported team, the business will be suffering (Bullivant, 2019). There are a few activities that HR can do that can contribute to formulating organisation strategy. Firstly they can add participation at different levels, e.g. board members or advisers. They can provide organisational insights and provide hard evidence of information. They are also able to analyse and interpret the performance data for the business. Identify any obstacles that may appear and the risks behind them, and finally, they are the middle ground for communication between senior and middle staff (Core HR, 2012). It is essential to remember that Human Resource Management supplies the business with competent individuals to fulfil the workforce to meet the business's strategies (Mintzberg, 1996). Strategic human resource management is continually evolving. Human Resource Management needs to continuously stay up to date with delivering fair and equitable reward, improving employee performance and streamlining the organisational structure and the legal documents such as policies and procedures (Armstrong, 2002).  

Explain how Organisational strategy is translated into HR strategy and policy. 
The importance of an organisational strategy has been previously mentioned. Strategic Human Resource Management is the approach that helps define how the business will achieve its goals through employees adopting the HR strategies whilst complying with HR policies (Armstrong, 2019). HRM can meet their objective of meeting the business goals by ensuring that they have skilled, committed and well-motivated employees. Employing individuals that meet those requirements will help the organisation sustain its competitive advantage against its competitors (Boxall, 1996). When formulating an HR strategy, a few approaches can be adapted to ensure it's beneficial to the company. This includes best fit/contingency, best practice/high commitment and finally, resource-based thinking. It will help the business to gain the potential to ensure it will meet its overall organisational strategy. From having a good HR strategy in place, HRM can follow best practices then. This can vary and mainly includes eight areas. Recruitment and Selection, Training and Development, Employee Benefits and Employee Incentives are just some of the best practices HRM can follow (Bamboo HR, 2018). When HRM comply with these best practices, this will increase employee retention and happiness. The outcome of employee happiness will help the organisation meet its goals and objectives (et al.). Employee happiness can include a range of factors, Kew and Stredwick (2016) have identified ten best practices that are linked to high levels of employee commitment and involvement. Example of these includes flexible team working, employee involvement, performance-related reward and employment security. Overall, as you can see from previously described, any business's organisational strategy is translated into HR strategy and policy by following the business and HRM goals, finding employees who can fulfil the requirements of the business goals. 












PESTLE (CIPD, 2020).
	Political
	Economic
	Sociological
	Technological
	Legal
	Environmental

	Tax policies

Government involvement in trade unions and agreements

Competition regulation

Import-export regulation/restrictions
	Growth Rate

Exchange Rate

Level of disposable income

Price fluctuations
	Lifestyles

Average disposable income
	Access to new technology

Internet Infrastructure

Communication infrastructure

Life cycle of technology
	Employment Laws

Health and Safety Laws

Data Protection Laws

Consumer Protection Laws
	Weather

Environmental Policies

Water Pollution

Recycling Standards



SWOT (CIPD, 2020).
	Strengths
	Weaknesses
	Opportunities
	Threats

	Customer satisfaction

A good team of employee

Good relationships with suppliers, including international suppliers

Business growth

On track with business goals

Leaning into technology 
	All of the product knowledge is tied up in the managing director

Seasonal business

Staff are set to their duties – not across the team

HR policies still being implemented

Location of business

Not enough staff to fulfil customer requests
	New premises – bigger office and warehouse

Increase in sales due to customer satisfaction

Extend product range

New business alongside to support current business

Increase the use of technology

Optimisation of warehouse
	Leaving the European Union 

Communication between the team

Weather

Competitors

Technology if it goes down

Over expanding

Outgrow capacity and over expanding



I have completed a PESTLE and SWOT analysis for BlueTree Home & Garden Ltd. I have identified the current market and demographic factors that have an impact on the business. I have also included the current legislation and the nature of globalisation that affect the business.
Considering the PESTLE and SWOT analysis for the business, the external factors that impact the business that can affect the HR function are Government regulations, Economic Conditions, Technological Advancements and Workforce Demographics (Workology, 2013). All 4 of these external factors will have a significant impact and influence an organisation's HR function. For instance, Government Regulations are always changing and evolving. These policies will influence every process of HR department conduct. Economic conditions are one of the most significant external factors as this will impact your ability to recruit and an economic downturn. The technological advancements will impact the HR function due to technology's constant progression, meaning jobs could be cut down from requiring two physical people to just 1. Workplace demographics are the last of the external factors that could impact the HR function. This is due to when the older generation retires, and the new generation enters the workforce. The recruitment must be done to compensate for different ages and include different compensation packages also. 
To conduct my PESTLE and SWOT analysis for BlueTree Home & Garden Ltd, I used the CIPD factsheets to understand each tool and apply it to the business I selected. A SWOT analysis was conduct in the business at Christmas time to help shape the new business goals and objectives for this coming year. As you can see from the above two tables, I noticed when conducting the PESTLE analysis that the SWOT analysis's external factors were very similar if not the same that would have an impact on the business. The main factors that affect the business both from the PESTLE and SWOT analysis are the import and export regulations, including Government policies and exchange rates, the weather due to the nature of the business and products it supplies. Because of this very seasonal, the business needs to consider the economic conditions for the coming months, ensuring the business funds are sufficient to get through the out of season months. Technology forever adapting and improving is another major impacting factor. This can be down to operating software within the warehouse for picking and packing orders meaning there will be less physical human work and more machine, computer-based work and finally, the business growth, including the HR policies. This needs to be compliant will all business laws and legislations. The company needs to factor in economic conditions when undergoing recruitment and growth to ensure the business's success and prolong its times of operating. 
I feel that BlueTree Home & Garden Ltd is very aware of the external factors that can impact the business, growth, and operation. 
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