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1. Introduction

My name is Hannah Lewis and I have been working for Skelton Thomas Engineering LTD, an engineering company based in LLandarcy, Swansea for one and a half years as a HR and Training Advisor. The company was set up in 1953, originally as sign makers and incidental engineers. These days its main focus is on the engineering department, where we have sites based all over the country including TATA Steel in Port Talbot and Llanwern, and Vale based in Clydach. 

The role of a HR advisor / manager has changed throughout recent years. With the business environment constantly changing, HR has had to adapt to keep up with the ever demanding changes. HR was once seen as being all ‘personnel management’; keeping records, making sure regulations and laws were followed correctly (Reynolds, 2016) ; but due to the business environment changes, this role has evolved into delivering strategic solutions (Roper, 2016), engaging employees and strengthening the culture.

This delegate pack will help give you an insight and the knowledge on how to cope and evolve in your own HR role as the business world becomes contemporary. 












2. Key forces which shape HR agenda and strategy formation

2.1 History of Human Resources
The role of human resources is evolving. Once started out as ‘personnel management’ back to the Industrial Revolution, which involved looking after the wages and welfare of workers  -transactional and administrative work (Ulrich, et al., 2012); developed into  human resource management (HRM) towards the end of the twentieth century which involved seeing employees as key resources to the company (Taylor & Woodhams, 2016). Here training and development needs were identified and performance management introduced.  For the last 15-20 years (Ulrich, et al., 2012) this has moved onto strategic human resource management (SHRM). Employees are now seen as assets to the business. HR departments now have to link their work to the strategies of the business, looking at individual and team goals, culture and leadership (Ibid).  
With the role of human resources still evolving, Ulrich, et al; 2012 has suggested that the next stage will be “HR from the outside in”. This will involve looking and responding the external business environment. 

2.2 HR Function
HR function can be described as the effective management of people and their performance in support of the organisation’s goals and strategy (Taylor & Woodhams, 2016). 

A model that supports the HR function is the Ulrich three –legged stool. This model explains that there are three different types of HR professionals within a business, each working in their own way (Taylor & Woodhams, 2016).  These are:-
1. HR business partners: business leaders and line managers work closely with HR professionals to influence and help implement the organisations strategy (CIPD, 2017a).
2. Centres of excellence: HR specialist working in small teams who work on areas that deliver people and business benefits such as talent and engagement management, rewards and recruitment (Taylor & Woodhams, 2016)
3. Shared service centres: centralised unit that handles the day to day transactional services such as recruitment administration and absence management (CIPD, 2017a).
A survey conducted by CIPD organisation has suggested that this model has a benefit on the impact of the HR function by improving the capabilities in HR, improving operational efficiencies and aligning the commercial objective of the organisation (CIPDb, 2015).
Another survey conducted by CIPD, showed that the large organisations more commonly use the Ulrich model compared to those from smaller organisation (Kew & Stredick, 2016)
The size of the organisation will have an impact on the HR function. Below is a table explaining organisation size. 
Table 1: Organisation Size (Ward and Rhodes, 2014)
	Size of Organisation
	No. of employees

	Micro
	<10

	Small
	<50

	Medium
	<250

	Large
	>250



In micro or small organisations, the HR department may only consist of a single HR generalists who has to work in partnership with management. Wilkinson & Taylor, 2016, state that HR generalists “have knowledge of, and involement in, all area of the HR function. Sole practioners will always tend to be generlists as they need to be able to deal with  every part of the HR remit on their own”.  Large organisations would be made up of generalists and experts in a specific field of the HR role. 
It has been suggested by Brook, 2017; that in the future more HR tasks will be outsourced to specialist due to devoplement in technology. These specalists services are attracitive due to the being more cost effective. HR generalists need to devlop their skills in technology and communcation, also becoming more stragically aware.  
In Taylor and Woodhams, 2016; it was stated that there are three core elements to ethics: “fairness; deciding what is right and wrong;and the practices and rules which underpin responsible conduct between indivudals and group”. 
There needs to be an ethical appraoch to all HR functions. There are several area that need to be covered which are stated below. If these are included correctly, there can be an imporvement in the overall performance of the buisness (Taylor & Woodhams, 2016).
· Ethical behaviour
· Ethical standards
· Role-modelling
As HR personnel, not only are we responsible for acting as role models and making ethcial decisions, we play a crucial role in promoting an ethical culture and behaviour within the organisation (Ibid). “HR professionals play a central role in support a workplace culture where the motivation for ‘doing the right thing’ is because it’s the right thing to do” (CIPD, 2017d).

2.3 HR Strategies
Strategies are a plan of action designed to achieve a long-term or overall aim.
HR Strategies are described as ‘a set of ideas, policies and practices which management adopt in order to achieve a people-management objective’ (Tyson, 1995). 
For the HR strategy to be effective, there needs to be integration between the external fit (vertical) and the internal fit (horizontal). The HR strategy should integrate with the business strategy, with HR policies and procedures supporting the business goals (the vertical), while there should remain a high level of compatibility between HR practices (Taylor & Woodhams, 2016).  The business strategy should be worked around the people as they are seen as they most important asset of the company (CIPD, 2017c). 
Strategic human resource management (SHRM) is the support of long term business goals and outcomes with strategic framework. This approach concentrates on long term people issues, looking at what resources are needed for the future, and macro-concern about structure, quality, culture, values and commitment (CIPD, 2017c).

Diagram 1: Guest HRM Model
[image: http://2.bp.blogspot.com/-zPTXK2hfw9A/UKeZdg8UXdI/AAAAAAAAAMU/unZa11UhE-Y/s1600/New+Picture+(2).bmp]
In 1987, David Guest produced the above model for HRM. The model suggests that policies should lead to high-quality employees who are flexible and committed to their company (Marsden, 2002). 
Guest suggest that there are 4 important factors that will underpin the effectiveness of the organisation.  These are:-
1. Strategic Integration (planning / implementation) = HR policies should be appropriately designed to meet the business plan
2. Commitment = employees should have both behavioural and attitudinal commitment to the company.
3. Flexibility = ability of the company / employees to adapt to change.
4. Quality = capability, knowledge and skills of the employees
(Paauwe, 2004)
Only when these HRM outcomes are met, will there be a behaviour change and an increase in performance from the employees.
2.4 Strategy Formation and Implementation
Taylor and Woodhams, 2016; suggest that there are three basic approaches to formulating HR Strategy.				
Table 2. Types of formulating strategies and their characteristics (Taylor & Woodhams, 2016)
	Approach
	Characteristics

	Rational / classic
	· Strategy-making undertaken by senior management
· Identify internal / external factors affecting the organisation to create goals

	Emergent / logical
	· ‘Trial and error approach’.
· Steps taken are logical and consistent.
· Senior managers set goals, strategy setting involves employees through organisation.
· Respond to situations as they arise. Not planned years or months in advance

	Symbolic
	· Non planned approach
· Makes changes as they go along,
· Try different things – if it work, keep it; if it doesn’t, change it.
· Little strategic leadership



There are two other approaches are towards HR strategy 
1. The ‘best practice’ approach
This is seen as a universal approach. It is based on the assumption that there are certain HR practices and approaches that will lead organisations to achieve higher performance also achieving a competitive advantage (Armstong, 2016). It suggests that there is a link between business performance and HR activity; however, this approach will only be achieved to its full extent if the right HR policies and procedures are pursued (Taylor & Woodhams, 2016).


2. The ‘best fit’ approach
As with the best practice approach, there is a link between HR strategies and the achievement of gaining an advantage over competitors. However, this approach suggests that the HR strategies should be related to the type of organisation, it’s context and it’s circumstance (Armstong, 2016). Taylor and Woodhams, 2016; state “What is needed is HR policies and practices which ‘fit’ and are thus appropriate to the situation of individual employers. What is appropriate (or best) for one will not necessarily be right for anther”.

Henri Fayol created the four functions of management model in the 1800’s. He stated the functions in this model were universal and used daily by management (Buisness Mate, 2011). These functions can be used when creating and managing strategies / goals for the organisation.
[image: http://3.bp.blogspot.com/-W3u7r1AGm8k/UrvhLG_QjVI/AAAAAAAAAD4/zaag7bpesJk/s1600/untitled2.bmp]
Diagram 2. 4 functions of management (Buisness Mate, 2011).
Table 3. Stages of management, meaning and HR involvement
	Function
	Meaning
	HR Involvement

	Planning
	· Identify and select goals
· Identify course of action
· Important stage – determines how effective and efficient the organisation is.
· Determines organisation strategy
	· Work with management to engage employees
· Look at what specialised skills are require

	Organising
	· Establish working relationships
· Assign tasks to groups
· Establish lines of authority and responsibility 
· Achieve a structure – motivates employees
	· Top down approach – HR manage communication
· Bottom up – help facilitate and consult
· Look at training requirements – skill gaps

	Leading
	· Direction determined
· Clear vision and roles for employees
· Leadership skills e.g. influence
· Outcome is high motivation and commitment
	· Carry out SWOT or PESTLE to analyse environment.
· Make adjustments to policies
 

	Controlling
	· Evaluate – reaching goal and performance
· Monitor employees, departments and organisation
· Outcome measuring and monitoring
	· Obtain employee feedback
· Look at employee engagement
· Evaluate the costs
· Evaluate what lessons have been learnt



HR need to make sure business ethics are contributed towards the values and goals of the organisation. These in turn must be communicated to the rest of the team so that there is a culture within the organisation to support ethics. Part of HR role is to create policies. One of the policies should include the code of ethics, which recognises the importance of relationships with internal and external stakeholders. It “consists of moral standard which help guide employee or corporate behaviour” (Taylor & Woodhams, 2016). Everything that HR are involved in, whether training or recruitment, should reflect an ethical approach. Companies that adopt an ethical approach gain trust, loyalty and commitment from its employees, result in greater productivity (Ibid).  
















3. Analysing the Business Environment
With the business environment constantly changing and evolving, HR practitioners need to analyse factors that can affect their organisation. The ‘environment’ is unique to every company (Kew & Stredwick, 2008). The environment can be described as factors outside of the organisation that can effect a business activities, whether present or future (Ibid). However, there are factors within the organisation that play a critical role towards a business activity.
There are a number of tools that can help HR practitioners analyse their business environment. Below is an explanation and comparison of three mostly commonly used analysing tools.
3.1 PESTLE
A PESTLE analysis explores six key elements from the external environment (CIPD, 2017b). Understanding these external factors and carrying out a PESTLE analysis will help organisations understand the ‘bigger picture’ of its environment and gain greater opportunities and understanding threats (Kew & Stredwick, 2008).  This analysis can also be known as: - PEST, PESTEL, STEEPLE, SLEPT, LONGPESTLE and PESTLIED (Mindtool, 2016).

P = Political Factors. These factors could range from local / national election to taxation policies and even the implications of Brexit (Mindtool, 2016).
E = Economical Factors.  Examples of these are interests rates, unemployment, national minimum wage and economic growth (Kew & Stredwick, 2008).


S = Socio-Cultural Factors. This means population growth rate, age profile, attitudes towards career and health and safety (CIPD, 2017b).

T = Technological Factors. New technology that you could be using or innovated technology in the future. The use of email, internet, Excel etc. has changed the roles of employees (Otter, 2011).

L = Legal Factor. Uk and EU Law. Licensing regulations (Kew & Stredwick, 2008).
E = Environmental Factors. These are factors such as using sustainable resources. Acting ethnically and for some companies, weather / global warming.
 (CIPD, 2017b).  
3.2 SWOT


SWOT analysis is a planning tool and it stands for Strengths, Weaknesses, Opportunities and Threats. These are factors which can have an effect on the business or a project (CIPD, 2015a). This type of analysis helps HR practitioners and other senior management identify a range of strategic options for which the company can develop future strategy (Millmore, et al., 2007). This new strategy then allows the business to identify a fit between the business internal resources (strengths and weaknesses) and its external (opportunities and threats) environment factors (Ibid).


· STRENGTHS: internal to the organisation, controlled by the company and can be seen as tangible or intangible attributes
· WEAKNESSES: also internal to the organisation. Company has control over these factors but they can stop the organisation from reaching the goal.
· OPPORTUNITES: these are external attractive factors to the company. They built the company and are the reason for the company’s development.
· THREATS: external factors not controlled by the company. They are risks towards the mission or project at hand. 
(CIPD, 2015a)

3.3 PRIMO-F

PRIMO-F provides the structure for the strength and weaknesses that form part of SWOT (Morrison, 2010). As PESTLE looks at the external environment, PRIMO-F focuses on the internal environment (CIPD, 2015a). The acronym stands for:-

P = PEOPLE = Their skills, leadership, experience within the organisation
R = RESOURCES = What resources does the company have. Are the adequate and available?
I = INNOVATION & IDEAS = What new ideas are there within the company? Are they shared throughout the company?
M = Marketing = Do customers / possible customers know what the company does?
O = Operations = Who and how manages all this?
F = Finance = What are the costs involved?
(Morrison, 2010)




3.4 Comparison of the analysis

Each analysis has its advantages and disadvantages.  The table below shows a comparison between them.
	
Table 4: Advantages and Disadvantages 
	
	ADVANTAGES
	DISADVANTAGES

	PESTLE
	· Simple to use.
· Identifies key environmental factors.
· Is flexible – used for a range for projects / tasks.
· Able to foresee business threats and act upon them.
· Able to spot opportunities for the business. 
	· Can be over simplified.
· Needs to be re-visited on a regular occurrence.
· Information used is all guess work. 
· Difficult to anticipate future development that can have an effect on a company due to changing of pace.

	SWOT
	· Simple to use.
· Understand the strengths and weaknesses of the company.
· Facilities strategic thinking.
· Able to focus and build on the strengths
· Take action on possible threats and opportunities on the business.
· Flexible to use on any project / tasks.
	· Can be over simplified.
· Needs to be re-visited on a regular occurrence.
· Time consuming collecting accurate internal data.
· Difficult to anticipate future development that can have an effect on a company due to changing of pace.
· Information used is all guess work. 
· Too much data can be collected – difficult to see what’s what.

	PRIMO-F
	· Consistent framework for comparison and benchmarking.
· Simple to use.
· Flexible to use on any projects / task
· Able to spot and act upon strengths and threats within the organisation.
	· Lack of consistent application.
· Different managers have different priorities.
· Key issues missed.
· Needs to be re-visited regularly. 









4. Factors Impacting on Organisation’s Business 
There are factors, whether internal or external to the company that will have an effect on the organisations business and it’s HR function. Below are examples of these factors.

4.1 Technology
There has been a huge development in technology over the last few decades. Technology forms part of the PESTLE analysis and is therefore an external factor. Examples of new technology includes:-
· Information technology – increase in storage, types of storage e.g USB stick, price of computers has decreased, note books / iPad (Kew & Stredwick, 2008).
· Communication technology - use of smart phones, video conferencing, marketing through social media (Ibid).
· Transportation technology – flights / train times are decreasing, electric cars developed (Ibid).
·  Internet – increase connectivity such as fibre, use of emails, marketing through websites (Ibid)
The development of technology has provided companies new ways of working (Farnham, 2015).  Within my engineering company, the use of smart phones has allowed managers to stay in contact with head office whilst out on site. Here they are able to check and send emails, hold conference calls and look for required information on websites. This increases their productivity and in turn allows the company to work at a faster pace, increasing product turnover. However, the use of smart phones has had an effect on HR function. New policies and procedures have had to be written and implemented. An example of this policy is the forbidden use of photography whilst on site. With cameras on the smart phones being of such high quality and easily assessable, led to an increase of photos being directly loaded onto social media, from sites where photography were banned.

4.2 Economic
Economic is another external factor and also forms part of the PESTLE analysis. The economy is constantly going through cycles of periods of recession and periods of economic growth (Dransfield, 2001). This effects both the internal and external labour market (Farnham, 2015). These periods will have an effect on the business therefore organisations need to be aware of where the economy stands in regards to the cycle. Drandsfield, 2001, states “Boom periods encourage business strategies of expansion and growth while recessions create a hostile environment”.
Human Resources need to have strategies in place to anticipate and utilise such changes (Farnham, 2015). For times of recession, plans for downsizing but retaining the experience and knowledge need to be created, and job roles revised. However, for times of economic growth a plan should be introduced to invite and encourage new employees into the organisation over rival businesses, with the right experience for the jobs. This allows the business to grow with individuals who bring vast knowledge to the company (Kew & Stredwick, 2008) and build a highly skilled workforce (Mindtool, 2016). Currently, my organisation has gone through a time of growth. Here a plan was put in place as the growth was forecasted. Agencies were contacted, job advert created and put out and budgets put into ready to take on the new recruits. 

4.3 Marketing
Marketing is part of PRIMO-F and is an internal factor. Marketing can have an enormous effect on the business. Obtaining and correct brand and reputation is crucial. If done correctly, it allows the customer to understand what the business does, its background and products (Morrison, 2010). It provides trust and confidence for the customer, therefore attracting them to the business. However, if done incorrectly, it will push customers away due to lack of confidence and knowledge of the company and its products (Verma, 2009). 
Marketing will have an effect on the HR function within the organisation. With an excellent brand and reputation, the company will become the employer of choice as it will be seen as an accreditable company (Wetherly & Otter, 2011). Therefore having a better callable of candidate, with high levels of skills which in turn leads to better performance and output. If the reputation of the company is poor, HR will need to look at additional ways of attracting employees who will lack the skills, therefore performance and output will be low. Our company lacks a marketing department, therefore gaining a number of high calibre candidates for management roles is difficult. 

4.4 People 
People is another factor from PRIMO-F and is classed as an internal factor. Leadership is a heading that comes under ‘people’. Mind Tools 2016, states that “an effective leader is a person who does the following:
1. Creates an inspiring vison of the future.
2. Motivates and inspires people to engage with that vision. 
3. Manages delivery of the vision.
4. Coaches and builds a team, so that it is more effective at achieving the vision.”
With good leadership within the business, operations run smoothly and efficiently, and the workforce have clear directions of where the company is going and are engaged to the business i.e. supporting the company’s strategy and objectives (Taylor & Woodhams, 2016) . However, poor leadership can cause damage to operations and create a lack of employee engagement. (Wetherly & Otter, 2011). This in turn can have a damaging effect on production.
Part of the HR function is to improve employee involvement and engagement (Taylor & Woodhams, 2016). Training needs to be provided to the managers on delivering key information such and policies and procedures to their staff (Ibid). If the correct training is provided to management, employees are felt to be involved and respected by the company and therefore have a high engagement. 

























5. Indicators to Monitor Business Performance
To make sure a business is on route to achieve its goals, the performance of the company needs to be monitored and evaluated. According to Taylor and Woodhams, 2016; “evaluation has focused on the efficiency and effectiveness of the range of practices operated by the function. Efficiency concerns establishing that each activity is as cost-effective as possible in terms of time and money; effectiveness concerns establishing that the activity is meeting its objectives”.
There are several effective evaluation tools but the mostly commonly used ones are mentioned below.

5.1 Key Performance Indicators (KPI’s)
KPI’s are used to assess if managers are on target to reach their goals. KPI’s are intrinsically linked to the strategic goals of the organisation (Reh, 2017). They tend to look at finances, profitability and performance. Performance is assessed against a target which is set for each activity. They should SMART – specific, measurable, achievable, relevant (performance) and time bound (Taylor & Woodhams, 2016).
In Skelton Thomas, we hold KPI meetings with our customers e.g. Vale and Tata. Here, key members of management state if they have reached key targets for obtaining the final goal, and indicate any issues which have stopped them from reaching these targets. Plans and programmes can be adjusted to improve the KPI’S to support in achieving the strategic goal. 
Human resources will look at employee turnover and employee engagement to help support and assess management for reaching their targets (Reh, 2017).

5.2 Balance Score Cards (BSC)
BSC’s is a system that looks at the strategic planning and management of the organisation. It connects the high level strategy map (Mission, vision, values, strategic focus) with the agreed operational factors, the measures, targets and initiatives (Balance Score Card Institute, 2016).
The BSC uses four perspective for measurement. These are; financial, customer, internal process and organisational capacity (Taylor & Woodhams, 2016).
To encourage the sense that all departments are working together, to achieve the same goal, each department has its own BSC, with specific measures for their specific activity. 

5.3 HR Analytics
[bookmark: _GoBack]“HR analytics is a HR Practice enabled by information technology that uses descriptive, visual and statistical analyses pf data related to HR processes, human capital, organisational performance, and external economic benchmarks to establish business impact and enable data-driven decision-making” (CIPD, 2017e). HR statistics are the use of people-data collected by HR systems e.g. absences management, and business information e.g. operations performance data (Ibid).
HR data can be measured by quantitative terms; the use of number or by qualitative data; based around words and meanings. 
	Quantitative
	Qualitative

	No of employees
	Survey feedback

	No of days absence
	Performance Reviews

	Remuneration rates
	Exit Interviews

	Employee turnover
	Training outcomes


Table 5: examples of quantitative and qualitative data
HR data used together allows an effective evidence based decision to be made by management.  It shows how policies and procedures introduced by HR, have an impact on the workforce and performance of the business (Taylor & Woodhams, 2016). It can also be used identity if there is a correlation or causation between two sets of data. Correlation is the connection or relationship between two or more sets of data, with a mathematical fit that can measured. Causation is a result of an event or thing happening, with no mathematical fit (CIPD, 2017e).
In Skelton Thomas, HR statistics are used on a regular basis. For example, the no of hours worked per month is looked at the no of accident reported. Another example is the no of absence with employee turnover for each department if the business.  

5.4 HR in Business Planning

There are three main parts for managing business planning. These are:-
6. Planning the vision and objectives – here HR will provide statistical data, work with managers to engage staff, look at what specialised skills are required to achieve the goal.
7. Implement and improve the process – for example, HR will recruit and provide inductions to new employees, provide training and conduct focus groups to solve any issues
8. Review measures and evaluate the plan and process – here HR will look at employee feedback, costs and what lessons can be taken away. 




5.5 HR in Change Management 
For small changes, organisations will continuously go through them on a daily, weekly and yearly basis. For major changes, organisations go through them every 3 years. The HR function has an important role if the change management is to be successful (Taylor & Woodhams, 2016). For HR to be effective in change management it should be concerned for both the controllable and uncontrollable change. 
According to Taylor and Woodhams, 2016; controllable change is:
· “involvement at the initial stage in the project team
· Advising project leaders in skills available within the organisation – identifying and skills gaps, training needs, new posts, new working practices etc
· Balancing out the narrow/short-term goals with broader strategic needs
· Assessing the impact of change in one area/department/site on another part of organisation.
· Balancing the interests of different stakeholder groups
· Understanding stakeholder concerns to anticipate problems
· Understand the appropriate medium of communication to reach each group
· Evaluating and reporting on the impact of change initiatives on human resources – this can include absence levels; turnover figures; number of grievances raised; internal moves; training spend; employee feedback and so on.”

Uncontrollable is concerned with the reactions from each individual to the changes. Every person has a different personality and has their own past experience with change which will affect the view on change – positive or negative (Taylor & Woodhams, 2016). HR need to be aware of the type of reactions and have the skills to deal with the reactions. 











6.  Sources of Data
Data can be either qualitative or quantitative (please see section 5.3), however there are a variety of sources form which the Data can be gathered. These sources are either internal (from inside the company) or external (outside of the company). 
Business data is information about people, forecasts, jobs and business rules etc (Geek Iterviews, 2007). Contextual data is about giving context to an entity, event or group.

8.1 Government Data
Government information is external information and is mainly in the form of quantitative data. This data is normally set by the government e.g. minimum wage, tax, statutory pay etc. This type of data is normally available to businesses a year in advance therefore HR are able to use this information for planning as it allows them to forecast budgets for salary costs.

8.2 Competitor Information
Customer information is also external data. This can be a mixture of quantitative e.g. salaries or qualitative e.g. customer reviews. This time of data is important as it allows the organisation to benchmark against a rival company, therefore gaining a competitive advantage. An example of this would be salary and benefits. When the labour market is tight, HR will need to benchmark against rivals firms to make sure they are providing the better salary package – keeping our employees and attracting new employees. 

8.3 Employee Working Hours 
Employee working hours is an internal source of data and is of a quantitative nature. Here it is important that HR monitor the number of hours of overtime worked per week in a department. HR can use this information to see if labour can be transferred between departments e.g. one department is over staffed and the other is looking for additional labour for a ‘shut down’ in Tata steel in a months’ time. 

8.4 Training Surveys
Training surveys are also an internal source of data but of a qualitative nature. After every training sessions, whether internal or external course, employees complete a survey on how they felt about the training session. HR will analyse the data. From this they can plan the training budget and itinerary for the coming year – which training is vital, needs updating and which training can be dropped or included. 

9. Conclusion
This pack has looked into the different models of HR that are helping to shape the future of the HR role and tools to help to plan and implement strategies.
This pack demonstrates that HR has evolved from once a ‘personnel department’ into a strategic department.  However, the role of HR is still continuously altering and employees working in the field of HR need to understand the business environment and the internal and external factors that will affect their organisation.
Analysing the business environment through the use of PESTLE, SWOT and PRIMO-F, and looking at all data source, whether internal or external, qualitative or quantitative, will give HR an understanding of the  these factors and help in the planning to resolve the issues.
HR has become a key role in the strategic running of the organisation.  
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Table 2.1 Policies for identifying human resource and organisational outcomes

Policies

Organisational and job design

Policy formulation and
implementation/management of
change

Recruitment, selection and
socialisation

Appraisal, training and development

Manpower flows — through, up and
out of the organisation

Communication systems

Human resource
outcomes

Strategic
planning/implementation

Commitment

Flexibility/adaptability

Quality

Organisational
outcomes

High job performance

High problem-solving

Successful change

Low tunover

Low absence

Low grievance level

High cost-effectiveness
i.e. full utilisation of
human resources

(Source: Guest, D.E.,"Human Resource Management and Industrial Relations’, Journal of Management Studies
(1987), 24, 5, September, pp. 503-21, Table 11, p. 516)




