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According to Taylor and Wilkinson, there are three sectors that organisations can fall into - Private, Public and Third (2016). They range in sizes and this can influence organisational objectives.

BroMyrddin Housing is a non-profitable organisation providing affordable housing for those most vulnerable. By being a small private sector company, it’s unconnected from the person who runs it, and no employee is liable for debts incurred from liquidation (Taylor and Wilkinson, 2016). One of its main business objectives is creating a profit but as it’s registered as a charity, all generated income throughout the year would be used to prepare budgets for following years (Taylor and Wilkinson 2016). The organisation faces pressure in complying with regulations from the Government and meeting sector wide expectation.

As a school based in the public sector, Ysgol Rhydygors is funded by the local authority and is for children with behavioural difficulties. It’s ran by Carmarthenshire County Council, governed by governors with daily duties remaining with the school’s Senior Management Team (Taylor and Wilkinson 2016). Similarly, to above, it must meet government targets but due to financial difficulties that the sector faces, they’re only able to plan over a short period of time. 

Within Bro Myrddin, there is a prominent HR Director position on the Board and is influential in strategic decision making. There is a generalist HR Manager which is accountable for a range of organisational needs, with basic HR functions remaining with a HR specialist. Being ran by a local authority, denotes that no members of the HR department would be located on site. Within the council, there would be a large amount of HR generalists, responsible for several departments with support from internal HR specialists providing expertise advice and guidance on specific matters (Taylor and Wilkinson 2016).

Employee contribution is a key aspect for Bro Myrddin as it becomes more strategic and long-term planning. It’s important for the HR department to recognise different motivators for their employees to improve organisational performance (Kew and Stredwick 2012). Being able to individualise salaries based on performance and an increase in responsibilities can hold current and appeal to prospective employees. Due to the clear transparency in pay scales within local authorities, colleagues can compare grades and workloads. With no apparent performance related-pay incentives available, it can be demotivating from a professional development perspective (Taylor and Wilkinson 2016). To encourage productivity, the authority has introduced yearly performance appraisals to monitor strengths, goals and ambitions. 

The local authority highlights the importance of HR managing conflict handling well for the benefit of all stakeholders (Kew and Stredwick 2012). Also, from the financial perspective of the business and the importance of avoiding costs from employment tribunals. The public sector is more risk cautious and this reflects the lack of freedom that managers have to develop their teams. The hierarchy structure of the organisation promotes downward communication with instructions given from senior management with decisions taking a long time to approve (Kew and Stredwick 2012). The firm roles and responsibilities environment can become repetitive and employees might not go above and beyond their duties with HR having to consider alternative options to motivate its employees by offering benefits. As a smaller company, line managers have increased responsibility within the Housing Association. They’re permitted to work and manage their employees as they desire, within the boundaries of organisational policies and that it hasn’t detrimental effect on the business and its employees. 

Johnson and Scholes developed A Cultural Web which analyses, investigates and identifies areas for improvement by aligning six elements (Mind Tools Content Team n.d.). HR is an important component in delivering, developing and changing organisational culture. One of the six elements is Ritual and Routines, which can be defined as - what is expected to happen from situations, and does it meet the standards of the organisation. As Bro Myrddin are more lenient in their line management approach, it heightens the risk of variable information being shared with employees and different approaches to problem solving which isn’t in line with the Associations values. It’s HR’s responsibility to ensure reliability within departments by guaranteeing that all line managers are consistent when it involves sharing information and organisational priorities. Bro Myrddin is a people-oriented organisation, it encourages employees to be involved, invests in their development and rewards for hardwork.

With over a half of Council employees’ members of trade unions (Taylor and Woodhams 2016), there is more importance for exceptional management to be delivered and that employees are treated correctly in the workplace. HR professionals are more careful around employee matters involving union representatives, which can lead to poor relationships with staff. As all employees are aware of their roles and to stay within the boundaries of set policies and procedures a role-oriented has been built but to allow the culture to continue to prosper, the government must remain steady avoiding big changes that could influence its purpose. 

Some commonly used structures within organisations are Bureaucracy, Matrix and Strategic Alliances. They all have positives and weaknesses and the chosen structure is dependent on the nature, market and goals of the organisation (Kew and Stredwick 2012).

The effect of internal and external factors on the organisation can trigger the need for a new organisational design. This process is reviewing the current position of the business and researching for its future position. From having an eagle-eyed perspective of how the organisation is performing and knowledge of employee related issues, HR play an important part in deciding which direction the business needs to head (Sharp 2018). To prepare for an organisational design, it’s vital to select a model that is correct for the business. From the traditional models, the Galbraith Model reflects on reviewing organisational arrangements such as ‘strategy, structure, people, rewards and process’ Sharp (2018). This model would be more reflective for the Council as the business is burecrautic in its methods, which has been highly criticised for being behind with the SHRM movement (Taylor and Wilkinson 2016). By using their traditional method of strictly adhering to organisational policies and procedures, management can become experts and lead by inspiring employee performance and influencing the future objectives of the organisation (Galbraith Management Consultants 2016).

[bookmark: _Hlk535943440]As business needs change over time and new internal factors become apparent, it’s encouraged to review the organisation structure to determine the skills and abilities required to fulfil the business purpose. Taking into consideration positions and skills that aren’t being fulfilled, HR are prominent in redundancy consultations and attracting correct applicants during the recruitment process. Nevertheless, people analytics is being utilised more by HR to support the business on determining how employees can influence the success of the organisation, and organisationally designing these activities to exploit their contribution (Hill and Houghton 2018). 

The introduction of new technology can lead to several concerns for HR. For the company, it seems as a positive from lowering costs, increasing production to quickening the process. From a HR perspective, it demotivates and encourages poor performance for employees that don’t have the skills to meet the new requirements of the business (Sharp 2018).

To quickly adapt to changes, collaboratively working with other organisations has become the modern approach (Houghton 2017) and is considered as strategic alliances. For non-competing firms, they can merge their projects to target bigger businesses that their organisation wouldn’t have been considered for individually to increases their market. By working together, they minimise competition, exchange information and reduce their production costs (Kew and Stredwick 2012). By working globally with another company, weaknesses can arise from communication and culture. HR has a role in forming and supervising relationships between businesses to strengthen bonds and avoid misunderstandings (Houghton 2017).

Quinn suggested that strategy is understanding and incorporating the Associations current and future objectives into one proposal (1980).  To form a strategy, time proves that there have been three approaches: Rational, Emergent and Symbolic (Taylor and Wilkinson 2016). Rational is suggested the traditional method for management to undertake by evaluating issues that will have an impact on the organisation. This evaluation can be completed by using a PESTLE analysis. An emergent strategy develops by following a pattern of action with the organisation reflecting and studying its effect in practice. Lastly, for rationalists, symbolic strategy is completed in reverse. Essentially, the organisation continues as it is, identifies what works best by chance and develops their strategy afterwards.

Mintzberg developed a model identifying which of the above three approaches were most suitable (Taylor and Wilkinson 2016). As referred to previously, organisational priorities are quickly developing to meet everchanging factors which suggests that businesses are beginning to shy away from traditional strategy approaches. Policies and procedures need to be more responsive to change to meet shifting business needs. Bureaucracy within organisations will become less favourable with current environmental requirements (Taylor and Wilkinson 2016).

When developing strategy, David suggests there are three parts – formulation, implementation and evaluation (Taylor and Wilkinson 2016). Formulation is dependent on the business type and what organisations believe works best for them. Consideration would need to be given on constraints that organisations face when reviewing their strategy from the views of stakeholders and their influential power to conflicting views on the culture of the organisation and if change is needed. 

It’s important for HR professionals to be educated in change management (Howlett 2018). Employees implement strategies and HR are at the forefront of understanding their needs and any concerns from day-to-day management. HR professionals play a large role in all stages of strategy making, as suggested by Meinert. They should share any progress with employees and request feedback on the next development steps. To provide training to allow employees to understand their obligations in shaping the organisation and sharing the business strategy with all departments for them to be incorporated into performance goals and team objectives (2016). With more responsibility being devolved to line managers, more time is given to HR to fuel the strategic movement within the organisation but readily available to provide advice and guidance on employee matters and HR functions. 

When developing the HR strategy, it should be created in consideration of the business strategy (Houghton 2017). It guarantees that all stakeholders are organisational providers by following specifically developed people management functions that have been designed to add value.  When formulating HR strategy, you can use different approaches with horizontal and vertical integration, commonly known as best fit being one option. As HR is aligned with business strategy, they need to be vertically fitted with a horizontal integration aligning all aspects of the HR strategy. To support the successful alignment of HR and business strategy, organisations have used contingency thinking models i.e. Purcell advised that in his Boston Consulting Model, HR practices are dependent on the increase and decrease of the businesses’ share in the market. All models conclude that it directs HR professionals to understand how their function can add value from a strategic perspective but ignores inconstancies that could suggest another method would be more suitable (Taylor and Wilkinson 2016). The best practice approach disagrees with the above by disregarding the approved organisational strategy, that all HR practices should remain as they are to better its chances at achieving its goals. To demonstrate employee engagement, according to Kew and Stredwick, there are 10 functions that adhere to this best practice (2012). Some of these include flexible working, performance related pay, internal promotion, professional development. 

HR has become more strategic in its approach due to the rapid changes in external factors influencing the market (Taylor and Wilkinson 2016). To manage these influences, HR professionals must have a profound understanding of the organisations needs to prepare for the impending changes to withhold their competitive position and influence organisational strategy (Houghton 2017). These influences include:

Technology
To survive, organisations must stay ahead to remain competitive and work effectively. Technology can result in redundancies due to more streamline work processes but investing the additional expenditure to create more vacancies to increase production or expand the organisation can positively influence people management strategies (Phillips and Phillips 2014). 

Globalisation
This factor has allowed companies to lower their production costs by outsourcing their labour to other continents. Phillips and Phillips suggest that this labour requires low levels of skill which results in higher skilled vacancies needing to be filled within Head Offices (2014). From a HR perspective, professionals need to foresee if the cost of outsourcing is a better option and there are better sources i.e. technology that will impact on productivity and the overall business purpose of the organisation in a more positive manner (Taylor and Wilkinson 2016).  

Labour Markets
To ensure that organisations employee the best people with the skill set to meet the requirements of their workforce, HR needs to have the advantage of having strong recruitment benefits to retain their employees (Taylor and Wilkinson 2016). As a strongly regulated country, HR professionals working in the UK must ensure that people management functions adhere to employment law and are knowledgeable of the legislation. Having access to employment law advisors is essential to ensure specialist advice is provided to concerns from professionals. HR need to be mindful of the consequences of their actions when line managers suggest scenarios that sits outside the regulation (Taylor and Wilkinson 2016).



















Bibliography

CIPD (2015) Changing HR Operating Models. Available at: https://www.cipd.co.uk/knowledge/strategy/hr/operating-models) (Accessed: 18 January 2019).

Galbraith Management Consultants (2016) Star Model: Available at: https://www.jaygalbraith.com/services/star-model (Accessed: 14 January 2019).

Houghton, E. (2017) Strategic Human Resource Management. Available at: https://www.cipd.co.uk/knowledge/strategy/hr/strategic-hrm-factsheet (Accessed: 13 January 2019)

Hill, S. and Houhgton, E. (2018) Getting started with people analytics: a practitioner’s guide. London: CIPD. 

Howlett, W. (2018) Change Management. Available at: https://www.cipd.co.uk/knowledge/strategy/change/management-factsheet (Accessed: 16 January 2019).

Kew, J. and Stredwick, J. (2012) Human Resource Management in a Business Context 2nd ed. London: CIPD.

Meinert, D. (2016) How HR can Influence Organisational Strategy. Available at: https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/how-hr-can-influence-organizational-strategy.aspx (Accessed: 14 January 2019).

Mind Tools Content Team (u.d) The Cultural Web. Available at: https://www.mindtools.com/pages/article/newSTR_90.htm (Accessed: 11 January 2019)

Phillips, J. and Phillips, P. (2014) Developing a human capital strategy in today’s changing environment: eight forces shaping HC Strategy. Strategic HR Review. Vol 13, No3. pp130-134.

Sharp, S. (2018) Organisational Design. Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/design-factsheet (Accessed: 12 January 2019)

Quinn, B. (1980) Strategies for change; logical incrementalism. Homewood, IL: Irwin.

Wilkinson, K. and Taylor, S. (2016) ‘Business Issues and the Contexts of Human Resources’ in Taylor, S. and Woodhams, C. (2nd ed.) Studying Human Resource Management. London: CIPD











Referencing

CIPD (2015) Changing HR Operating Models. Available at: https://www.cipd.co.uk/knowledge/strategy/hr/operating-models) (Accessed: 18 January 2019).

Galbraith Management Consultants (2016) Star Model: Available at: https://www.jaygalbraith.com/services/star-model (Accessed: 14 January 2019).

Houghton, E. (2017) Strategic Human Resource Management. Available at: https://www.cipd.co.uk/knowledge/strategy/hr/strategic-hrm-factsheet (Accessed: 13 January 2019)

Hill, S. and Houhgton, E. (2018) Getting started with people analytics: a practitioner’s guide. London: CIPD. 

Howlett, W. (2018) Change Management. Available at: https://www.cipd.co.uk/knowledge/strategy/change/management-factsheet (Accessed: 16 January 2019).

Kew, J. and Stredwick, J. (2012) Human Resource Management in a Business Context 2nd ed. London: CIPD.

Meinert, D. (2016) How HR can Influence Organisational Strategy. Available at: https://www.shrm.org/resourcesandtools/hr-topics/organizational-and-employee-development/pages/how-hr-can-influence-organizational-strategy.aspx (Accessed: 14 January 2019).

Mind Tools Content Team (u.d) The Cultural Web. Available at: https://www.mindtools.com/pages/article/newSTR_90.htm (Accessed: 11 January 2019)

Phillips, J. and Phillips, P. (2014) Developing a human capital strategy in today’s changing environment: eight forces shaping HC Strategy. Strategic HR Review. Vol 13, No3. pp130-134.

Sharp, S. (2018) Organisational Design. Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/design-factsheet (Accessed: 12 January 2019)

Quinn, B. (1980) Strategies for change; logical incrementalism. Homewood, IL: Irwin.

Wilkinson, K. and Taylor, S. (2016) ‘Business Issues and the Contexts of Human Resources’ in Taylor, S. and Woodhams, C. (2nd ed.) Studying Human Resource Management. London: CIPD
 










Qualification: CIPD Diploma in Applied Human Resources

Module Name: Understanding the Business Context of Human Resources

Activity 2

[bookmark: _GoBack]Word Count: 548







Student Name: Lowri Ann Davies 
Student Number: 1104209
CIPD Membership Number: 49370121



By signing below, I confirm that the work/evidence presented is my own, unaided work. I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed: L Davies
Date: 23/01/2019






Within the following report, I have analysed the external factors that affect Bro Myrddin Housing Association. An organisation which provides affordable housing for around 900 homes across Carmarthenshire and Pembrokeshire.

PESTLE and SWOT analysis techniques were used to discover these factors. The PESTLE technique identifies areas which effects the business from a bigger outside perspective. It stands as an acronym for six areas, Political, Economic, Sociological, Technological, Legal and Environmental (CIPD 2018). By using this technique, organisations can identify trends which may not have been apparent, and these can be disposed or controlled by highlighted as a key corporate issue. Secondly, SWOT is used to recognise the organisations Strengths & Weaknesses and discovering Opportunities & Threats that will appear (Mind Tools Content Team n.d.).  By recognising your Weaknesses and Threats, it allows you to use your opportunities to overcome these concerned areas and use your strengths to develop a strong business strategy within the sector. 

From the analysis, I identified that the Welsh Government play a key role in the direction an organisation. By influencing changes to the Social Housing Grant provision, the organisation has had to revise their 30-year financial forecasts and increase their private finance agreements to meet the new requirements. There would be an increase More complaints from residents that organisation is not maintaining their homes and spending cash on new developments. This could lead to an increase in workload for front-line staff/finance department, leading to stress and lack of motivation. HR would need to work collaboratively with line managers to help employees through the change and advising of potential internal/external support avenues. 

Since April 2018, most businesses in the EU, including this one, have had to ensure that they meet the requirements of GDPR (General Data Protection Regulations). It has affected how the organisation is able to use and process data with hefty penalties being awarded to those that don’t comply. A data protection officer has had to be appointed with time spent in analysing all data held for residents and their reasoning for this. Training would need to be arranged by the HR department for all current and new employees to ensure full understanding of the current regulation. From appointing a Data Protection Officer, HR would need to ensure their job description and salary meets the changes.

By introducing new technological equipment for front-line works to shorten processes and make more efficient, this has affected the older workforce and their ability to fulfil their role. This is a demotivator and productivity lessens. HR departments would need to take into consideration the current business strategy, cost savings and contemplate redundancies by employees not having the correct set of skills or less needed to complete the work with support from technology. 

Regarding globalisation, in the 21st century, there has been an increase in the number of organisations outsourcing their labour factories to Eastern parts of the world due to lower labour costs (Wilkinson and Taylor 2016). The UK has found it impossible to lower its costs to meet its rivals in Asia, China etc and therefore have resulted in using technology to minimise organisational costs and time. For businesses that are outside the labour market, such as financial, consultancy, publishing it has been able to withhold their position as successful businesses within the worldwide trade. 
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Notes – PESTLE analysis

	Area
	Description
	How affects organisation
	Impact HR Function

	Political
	Welsh Government providing Social Housing Grants (SHG) over 30 years instead of one lump sum at the beginning. 
	Instead of receiving SHG instantly, organisation have had to go out and request higher loans from banks to cover the monthly payments for new developments. This affects the 5-year business plan and 30-year financial forecast and what the business wanted to achieve on its current stock.
	[bookmark: _Hlk534126332]More complaints from residents that we are not maintaining their homes and spending cash on new developments. This could lead to an increase in workload for front-line staff/finance managers, leading to stress and lack of motivation. HR function would need to support these staff through the changes.

	Economical
	Introduction to Universal Credit
	As all new claimants will be migrating to Universal Credit, most of our residents will receive their housing payment directly into their bank accounts. Previously, Housing Benefit has been paid directly to the organisation and this amount of money was expected monthly. Housing Officers will need to chase this directly from the residents and could lead to a vast amount of arrears.
	A new system has been developed by the Department of Work and Pensions, HR need to ensure that Housing Officers and Customer Services have received training and continuously monitor if more is required to meet the requirements of the new process.

	Economical
	Current economy
	The position of the economy can affect the organisations hiring pool. Workers don’t want to leave secure jobs and others will not have the correct set of skills and abilities to meet the job role. 
Brexit – Welsh Government receiving European Funds for training. Organisation is unsure if this will continue and provisions need to be in place to secure more budget for the continuous training programme.
	HR needs to be prepared for downfalls in the economy and have a plan in place to overcome. 
Time to be dedicated to locating training providers that can provide training outside the EU. Working collaboratively with local organisations to share training costs and develop a relationship for other potential areas. 

	Sociological
	Flexible working
	With the increase of working parents and flexible workplaces, the organisation is having to meet the cultural expectations from staff. 
Due to the nature of the organisation, it is difficult to offer flexible working for staff as there is a dedicated Customer Services team that are required to work the opening times.
	From this, the HR function have had difficulty when recruiting some vacancies as many have requested flexible working but have been able to approve this request.
Also, by not rolling out across the organisation, it can impact on the productivity of workers but HR highlight that the organisation has TOIL in place.
HR need to research which area is a motivator for staff i.e. financial or work-life balance.

	Sociological
	Residents living longer
	By having residents staying in properties for longer, there is less turnover of homes for those on the Common Housing Register for Housing. 
	HR need to look at the business strategy and consider if there is a greater need for sheltered housing. This would lead to an increase in service charge and recruitment for on-site wardens.

	Technological
	Tablets off site
	Organisation have invested in tablets for Officers to use when on site visiting properties. The tablets include access to all information on the resident and any alerts i.e. gas service. They are also able to fill in forms i.e. site inspection form, Stock Condition Survey which would be uploaded directly to the internal survey. Tablets will allow officers to be more efficient by completing the work off site, rather than returning to the office and writing up about their visit on the computer. 
	Arranging training for all staff to allow them to use the tablets.
Older workforce having difficulties using the technology and unable to meet the requirements of their role, lowering their productivity as they are unable to carry out their role effectively. This could lead to redundancy if the current employees are unable to meet the changing needs of the organisation.
Ensuring that lone working facilities are in place to protect the officers.
Completing risk assessments if there are vulnerable residents or pets in the property.

	Legal
	GDPR (General Data Protection Regulation)
	[bookmark: _Hlk534125414]New legislation has come in from April 2018, changing the ways that the organisation is able to use and process personal data. The penalties have increased, and the organisation must have an appointed Data Protection Officer. Organisation has had to invest a large amount of time in analysing the data held on residents and reasoning for this.
	[bookmark: _Hlk534126480]Training new and current staff on the new legislation.
Appointing a Data Protection Officer, ensuring that their job description and salary meets the changes.
HR had collaboratively worked with other Housing Associations in West Wales to recruit a consultant to support the organisation through the legislative change. 


	Environmental
	Affordability
	Welsh Government have scrutinised Housing Associations on how they’re able to ensure that their housing is affordable to all their residents. This includes sustaining homes by fitting efficient heating, solar panels on new developments. This leads to a higher cost to the organisation at the beginning, which requires more funding but will lead to reduced bills for residents.
	HR to invest in seeking advice from consultants that can provide sustainable advice to organisation. More cost to the organisation. 
Developing the HR strategy to meet the requirements of the ever-changing business strategy. 




SWOT Analysis
	Strengths
	Weaknesses

	· Provide IT services for other organisations. Cost goes back into the organisation.
· Developing nearly 100 homes within Carmarthenshire to allow the Welsh Government to achieve its target of 10,000 more homes by 2020.
· Achieving regulatory standards 
· Good partnership with stakeholders and customers
· Qualified and skilled staff 
	· Unable to meet Welsh Housing Quality Standard by 2020. 
· Staff are generalists, covering a range of areas.
· In a small geographical area
· Agency costs in Mental Health hostels are taken from organisations budget.


	Opportunities
	Threats

	· Developing IT services within HR function to free time i.e. A/L system online
· New board members with a fresh mind set and key skills
· Continuous stream of new development opportunities
· Rent increase set by Welsh Government
· Work collaboratively with local Housing Associations




	· A small Housing Association in Wales. Many others in the area have merged.
· Universal Credit – housing payments being made directly to residents
· Bedroom tax -Residents will be expected to pay for additional bedrooms if they are not occupied. Leads to arrears and Housing providers are expected to move residents to more suitable accommodation
· Local Housing Associations are providing more services i.e. student accommodation, more sheltered housing, buy back schemes.
· Rent Arrears
Long-term voids
Changes to Social Housing Grant and Private Funding





