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1.1 Compare different types of organisation and their operational/business purposes

[bookmark: _GoBack](Taylor and Woodhams, 2016a, p.44) advises that the private sector is comprised of organisations which are possessed by private people or families; most are business in nature and intend to make benefits for their proprietors. (Taylor and Woodhams, 2016a, p.44) also confirms; these can go from sole brokers, partnerships or companies and that Sole dealers can utilise individuals, yet they are individually accountable for all obligations and can become bankrupt if the business gets into trouble and is subject to owing money.

Organisations with two individuals are dependent upon significantly a larger number of guidelines than associations and sole exchanging associations (Taylor and Woodhams, 2016a, p.44). Restricted risk implies the organisation itself is a lawful nature separate from the individuals who own and run it; they may pass away, or leave the company or become actually bankrupt, yet the organisation keeps exchanging indeterminately (Taylor and Woodhams, 2016a, p.44).

The John Lewis Partnership is the UK’s largest employee owned business and parent company of two cherished retail brands - John Lewis & Partners and Waitrose & Partners, which are owned in Trust by over 78,000 Partners (John Lewis, 2021).
They have 42 John Lewis & Partners shops plus one outlet and 332 Waitrose & Partners shops across the UK, along with johnlewis.com and waitrose.com.  They also have two international sourcing offices, a soft furnishings factory, various distribution centres, three Waitrose & Partners cookery schools, a content production hub, heritage centre and  Waitrose & Partners farm (John Lewis, 2021).
Over 100 years ago the Founder, John Spedan Lewis, began an experiment into a better way of doing business by including staff in decision making on how the business would be run. He set out the principles for how the Company should operate and produced a written Constitution to help Partners understand their rights and responsibilities as co-owners (John Lewis, 2021).
Spedan Lewis wanted to create a way of doing business that was both commercial, allowing it to move quickly and stay ahead in a highly-competitive industry, and democratic, giving every Partner a voice in the business they co-own. In October 2020 they unveiled their five-year, self-funding, Partnership Plan. It positions Waitrose and John Lewis as the go-to brands for customers who want quality, value and sustainability (John Lewis, 2021).
The structure consists of:-

· 6 Executive Directors
· Chairman
· Deputy Chairman 
· 3 Elected Directors
· 2 Non Executive Directors

There is a Nominations Committee supporting the chairperson in succession plans, talent to provide skills and expertise for the partnership board, appointments to the Partnership board. The Audit and Risk Committee is responsible to the Board for annual report and accounts, external and internal audit activities, risk management and internal control. The Remuneration Committee has oversight of the pay policy. The policy aims to attract, retain and motivate executive management (John Lewis, 2021).

The Public Sector, some being public administrations suppliers, local government offices, are to a great extent, if not entirely supported by the taxpayer. With subject to a level of public responsibility, by being straightforwardly or in a roundabout way overseen by chosen authorities, for example, members of parliament, or council officials (Taylor and Woodhams, (2016a, p.46).

Bach (2010, p563 in Taylor & Woodhams, (2016a) p.47) highlights that there are a number of features which separate HRM in public sector from private associations is that work choices are 'subject to levels of public' responsibility and straightforwardness.

Hywel Dda University Health Board is a National Health Service. There are 4 hospital sites Bronglais, Prince Philip, and Withybush, there are also community sites, clinics and centres (HDUHB).

The structure consists:- (HDUHB)

· Chief Executive
· Chair
· Vice Chair
· Board Secretary
· Deputy Chief Executive and Executive Medical Director
· Director of Finance
· Director of Nursing, Quality and Patient Experience
· Director of Operations 
· Director Of Planning, Performance and Commissioning
· Director of Primary Care, Community and Long Term Care
· Director of Public Health, Director of Therapies and Health Science 
Director of Workforce and Organisational Development
3 x, Independent Member – Community
Independent Member - Finance Specialist
Independent Member - Information Technology 
Independent Member - Local Government 
Independent Member - Third Sector 
Independent Member - Trade Union 
Independent Member – University 

This is a much larger hierarchy than that of John Lewis.

Healthcare in Wales is delivered through a variety of providers, ranging from Local Health Boards and NHS Trusts to community pharmacies and opticians. As a publically funded service, NHS Wales is subject to scrutiny in all that it does to deliver health care services. NHS Wales is directly accountable to the general public. The main types of local NHS health and social care services are GP Services, Dental Services, Opticians, Pharmacies, Health, Wellbeing and Support, Sexual Health, Accident & Emergency (Health in Wales).

Within Hywel Dda there are Governance arrangements, business planning and performance Committee (BPPAC), performance targets. The purpose of the Business Planning and Performance Assurance Committee (BPPAC) is to assure the Board on namely a few being; (HDUHB).
· Provide assurance that arrangements are in place for the establishment of a robust planning cycle in accordance with University Health Board and Welsh Government requirements.
· Oversee the development of the Health Board’s plans for improving the local population’s health and developing and delivering high quality, safe and sustainable services to patients, consistent with the Board’s overall strategic direction and any requirements and standards set for NHS bodies in Wales, for Board approval.
 
2. Assess how business type and purpose affects the HR function.

Smaller private companies, partnerships and sole traders do not have large HR functions as they employ specialists to carry out their training, recruitment or payroll tasks, this usually as they don’t have a lot of employees to warrant a large HR team (Taylor and Woodhams, 2016a, p.45).  

Armstrong and Taylor (2014, cited by bohatala 2020), clarifies that large associations will require the HR division to employ more staff to meet the HR prerequisites of the association. 

For enormous associations to accomplish their goals the HRM will be needed to enlist a varied workforce that fits the hierarchical vital objectives. Huge firms likewise have numerous divisions that need talented and experienced line bosses (bohatala, 2020).

CIPD (2019) factsheets reviews how associations can profit by presenting HR strategies, the individuals answerable for creating policies in various sized associations, and the sort of policies which ought to be presented.

John Lewis has set out five values and Hywel Dda University Health Board has Values and Behaviours personal and organisational values. Organisation culture is heart of the organisation. 

Within John Lewis Personnel, sits within each division of the John Lewis Partnership and services are delivered in a variety of ways. Some are through the Personnel Service Centre in Bracknell, some through the regional hubs and others at a local level, whether that’s out in their stores, in Head Office or at their Distribution facilities (John Lewis Partnership, 2021).

Personnel Service Centre (PSC) is on-hand to help. The PSC supports the whole of the Partnership by providing administrative support for a whole range of Personnel-related activity. This is mainly seeing that Partners get paid accurately and promptly. In addition, whenever personal circumstances change (whether that is due to maternity, paternity, or other parental needs, adoption, retirement, jury service, Territorial Army commitments etc.), they make sure everything is up-to-date (John Lewis Partnership, 2021).
They also help investigate complex pay queries, look after contractual hour’s amendments, record assignment changes and deal with references as well. Their job titles are Personnel Services Administrator and Personnel Service Adviser (John Lewis Partnership, 2021) which is very different from that of Hywel Dda.
Hywel Dda have staff with job titles such as Senior Workforce Advisor, Workforce Manager, Workforce Officer, and Workforce Assistant this is much different from that of John Lewis e.g. they still hold the job title of personnel and their department is called Personnel whereas Hywel Dda is Workforce. Workforce deal with Employee Relations issues which is different from that of John Lewis as they deal with pay impacting changes which is done by payroll in Hywel Dda.

1.3 Explain how different organisational structures and management roles impact on the HR function.
Choosing, employing, deploying, fulfilling, evaluating and evolving the perfect individuals in associations are fundamental conditions for hierarchical adequacy, effectiveness and business achievement. Having the wrong people can have a detrimental effect on the business (sample chapter Taylor and Woodhams, 2016a).  
Personnel today (2007) John Lewis Partnership; Working in partnership Tracey Killen explains promoting HR executives to managing director and chief executive roles tends to be the exception rather than the rule. This means that HR works very closely with line managers and understand that management teams are integral to the business’s performance, they feel able to own the relationship with their staff, and they do not have to consult HR on everything. She believes that 90% of HR at the Partnership is done ‘at the line’, so it is important that managers feel HR trusts them to handle the people issues, while also meeting their commercial goals. Continuing delegation of some HR activities to line managers.

Examination by the CIPD (2008) uncovers that numerous big associations are embracing variants of Ulrich's (1997) multi-legged model of HR structures, instead of having concentrated HR divisions. This has brought about HR Functions getting more specific and being split between Shared Services, Corporate HR etc. (Taylor and Woodhams, 2016a Sample part).

3.2 Review the role of the HR function in formulating organisational strategy.
Utilising the three unique methodologies, for example, using the three different approaches such as emergent/ logical incrementalism, symbolic/radical and   rational/classic, is an approach to recognise them. With rational method being depended to higher managers, utilising devices, for example, SWOT examination. This procedure impacted the planned course taken by the association. Experimentation controls what occurs as much as any reasonably arranged top-down system (Taylor and Woodhams, 2016a, p.59). 
Logical incrementalism implies that each progression is taken rational and reliable. Higher bosses set general objectives, yet accountability in detailing a strategy is with the individuals in the association, reacting to circumstances as they emerge (Taylor and Woodhams, 2016a, p.59). The representative methodology of attempting things as they come, and on the off chance that it functions admirably staying with it (Taylor and Woodhams, 2016a, p.59).
Inside stable companies, supervisors can create a marketable strategy and apply it. High multifaceted nature associations requires all levels in the hierarchical pecking order to be included. The low fast change organisation with nonstop high-tech improvements requires design and execution by similar individuals (Taylor and Woodhams, 2016a, p.60). Quick changing associations require a conclusion method (Jack et al, 2014 p.134).
Current great practice shows the HR purpose is critical to planning and conveying business and HR purpose and encouraging HR actions (sample chapter, Taylor and Woodhams, 2016a).  
Furthermore, the possibility approaches embrace the old style viewpoint on plans, in which logical, rational decision-making happens in an arranged and successive way (Marchington et al, 2008, reproduced 2009 p.154).
3.3 Explain how organisational strategy is translated into HR strategy and policy.
Having a clear plan to work with is important as opposed to how the plan is embedded; this however is not always clear when other approaches are used. Contingency thinking and along with Michael Porters (1985) model has helped in lining up HR Strategies with business strategies (Taylor and Woodhams, 2016a, p.62).
Porter concludes that the three main strategies being value for money, quality enhancement or innovation and focus are the three major plans to use to compete effectively; and these are the type of policies and practices that need to be in place, other contingency models have been influenced. (Taylor and Woodhams, 2016a, p.62).
Pferffer 1994, Huselid 1995, Purchell et al 2003 in Taylor & Woodhams, 2016a, p 62), says that contingency thinking in HRM has been slated with a point that whatever strategy an organisation adopts, the same basic bundle of practice needs to be supported in order to improve its chances of success, this from an HR point of view.
One of the largest issue with the 'best practice/high responsibility' writing is that it doesn't actually separate between the degree to which hierarchical execution is possibly improved by HR practices or by workers (Marchington et al, 2008, reproduced 2009 p.165). 
RBV approaches should perceive that singular associations don't have total self-rule in deciding their futures, substantially less than an inside out theory would infer (Marchington et al, 2008, republished 2009 p.166).
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Activity 2 – 1 & 2 - The organisation of choice is ‘NHS’ National Health Service
	POLITICAL - How will Brexit affect the health and care system.

Brexit and the end of the transition period | The King's Fund


	STRENGTHS - directly to organisation - Research that is integral into a ‘learning healthcare system’ can promote cost effective services and knowledge creation.
https://doi.org/10.1186/s12913-018-2992-2
	How HR Implications affect recruitment 
  
· “What Brexit means for the Nursing and Midwifery”.
https://www.nmc.org.uk/registration/what-brexit-means-for-nursing-and-midwifery/


	ECONOMICAL - Student Nurses – reintroduction of maintenance grant.
Student nursing numbers | The King's Fund
	WEAKNESSES - as above internal factors - With the aging of the workforce, Organisations need to maintain or improve the sustainable employability of their Workforce throughout their working life.

Full article: HR practices for enhancing sustainable employability: implementation, use, and outcomes (tandfonline.com)

	From the perspective of Hywel  Dda we have sent out a global to the purpose as follows:-
· We want all EU citizens in Wales to be able to continue living and working here after Brexit. If you are an EU, EEA or Swiss citizen, you and your family can apply to the EU Settlement Scheme to continue living in the UK after 30 June 2021.
 https://gov.wales/preparing-wales/eu-citizens


	SOCIOLOGICAL - Retired professionals, other staff returning to help covid-19 vaccination programme.

General practice and the Covid-19 vaccine | The King's Fund
	OPPORTUNITIES - factors outside organisation can be advantage - what opportunities, trends, technological advancements do you know of that could strengthen your brand – Learning from past mistakes.

Can learning organizations survive in the newer NHS? | Implementation Science | Full Text (biomedcentral.com)

	How HR Implications are affected – 
HR need to think about:-

· Professional NMC and other pin registrations to provide vaccines etc.  
· Our Covid-19 temporary register now shows who has been temporarily registered to practise during the Covid-19 pandemic.
https://www.nmc.org.uk/registration/search-the-register/


	TECHNOLOGICAL  - Health care system implementation of new tools. 
 
https://www.kingsfund.org.uk/publications/digital-revolution
	THREATS - outside org can be advantage - the health care system from a global perspective and the importance of human resources management (HRM) in improving overall patient health outcomes and delivery of health care services.
http://europepmc.org/article/PMC/1552082

	Workforce Implications need to think about communicating regarding the following:-
· Covid-19 Risk Assessment tool guide, FAQ.
· Covid 19 Transport Information and parking permits for key workers.
· [bookmark: Parking_permits]The Police may ask also ask staff for identification as part of their enforcement of COVID-19 lockdown.
http://howis.wales.nhs.uk/sitesplus/862/page/78068#Forms

	LEGAL – Coronavirus Legislation.

https://www.legislation.gov.uk/coronavirus#covidInfo
	
	HR need to rethink policies relating to inputting Coronavirus stats for Welsh Government and whether all Welsh Health Boards are able to report using the same system. Also whether it is recorded as sickness or special leave especially for those that are shielding, this has been a huge shift for Hywel Dda.

	ENVIRONMENTAL – The Environment needs to be higher up the NHS Agenda.

https://www.nuffieldtrust.org.uk/news-item/the-environment-needs-to-be-higher-up-the-nhs-agenda
	
	RPA (Robotic Process Automation) - This process was used in Hywel Dda back in January 2020 in order to change applicants to ex-applicants for records that had been sitting in the recruitment function for a long time and were clogging up the system. It was also causing problems when managers were trying to hire the post as there could be up to 5 applicant records against one person.



Advantages and disadvantages of a PESTLE analysis

Advantages:

· It is a straightforward structure.
· It encourages a comprehension of the more extensive business climate. 
· It energises the advancement of outside and key reasoning. 
· It can allow an Organisation to foresee future business dangers and make a move to maintain a strategic distance from or limit their effect. 
· It can empower an Organisation to spot business openings and adventure them completely.

Disadvantages:

· Some PESTLE investigation users distort the measure of information utilised for choices – it is not difficult to utilise lacking information. 
· The danger of catching an excess of information may prompt 'loss of motion by examination'. 
· The information utilised might be founded on presumptions that later end up being unwarranted. 
· The speed of progress makes it progressively hard to envision improvements that may influence an Organisation later on. 
· To be successful, the cycle should be recurring consistently




3.1 Explain techniques and tools used to analyse the organisational and business environment

PESTLE (Pest, Steeple, Destp, Spelit) have the same aim this to aid investigation external environment of an establishment. (CIPD, 2017).

Everything internally in the company being Structure, Culture, Employees, Management, Shareholders, Reward Systems. With (external) being competitors, suppliers, distributors, customers and strategic partners. These cooperate with each other. PESTLE looks at the more common environment (Macro Environment) (CIPD, 2017).

SWOT is a managing structure and an analytical instrument; issues internal and external to an establishment which provide on development and business decisions (CIPD, 2020).

“Illustrative for this development is the growing popularity of the SWOT (strengths, weaknesses, opportunities, threats) analysis in the health care sector” Kramer, 2001 Wiley & Sons Ltd, J, 2010 (https://doi.org/10.1002/hpm.1032). “The SWOT‐analysis can be seen as a typical product of the so‐called design school of strategic management” (Mintzberg and Quinn, 1992 Wiley & Sons Ltd, J, 2010 (https://doi.org/10.1002/hpm.1032).

2.1 Identify current market and competitive factors which impact on organisations  

Jonathan Holmes (2021) explains; whilst the new Brexit agreement gives some invite assurance, adequately eliminating the possibility of a prompt 'no-deal’, it presents a wide scope of changes, that will have suggestions for health and care organisations.  People in general, and makers of prescriptions and clinical devices just as the logical research community, both now and in years to come.



2.2 Identify current demographic, social and technological trends affecting organisations

Pritesh Mistry (2020) advised that a large number of the technologies received during the primary period of the pandemic were at that point grounded however not broadly executed; the development of the technology empowered the arrangement of health care through distant discussion to be considerably more common significantly more rapidly.

2.3 Describe the impact of key current legislation on organisations
  
Legislation Gov UK (2020) contains the law that must be followed. This shows guidance on how best to stay safe and help control the spread of coronavirus by visiting the GOV.UK, and, where relevant, the government websites for Scotland, Wales and Northern Ireland. 

2.4 Explain the nature of globalisation and how it is affecting organisations

Globalisation is the place where businesses move to distant nations for their administrations or the most minimal expense item. The effect on businesses is that it causes joblessness and primary changes in the work market (Jack et al, 2014 p.133).
Welsh Government (2021) refers to EU, EEA or Swiss citizens that were resident in the UK on or before 31 December 2020, for themselves and family to apply to the EU Settlement Scheme to continue living in the UK after 30 June 2021. Applications are free and the deadline for applying is 30 June 2021.



2.5 Evaluate how different external factors which impact on organisations can affect the HR function

The worldwide monetary emergency, severity, changes in client request and expectancy, and technology are only a couple (Taylor and Woodhams, 2016b, p.167). 

Points felt by (Morgan, 2016) as below:-

Mobility Devices, a specific place to work is no longer applicable
Age doesn't make a difference
Planning for the future is required
Share life by means of Facebook and other media 
Organisations need to reconsider
I.T. better approaches for working, updated equipment, everything working together
Shift mind-set where workers need to work
Money, currency, ability anyplace
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