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1. Introduction 
This report will look at different factors of HR and how they have developed over time. We will look at different types of data and how this data can be analysed as well as looking at HR models and strategy. Previously HR was used for recruitment and admin duties however this has developed into look at ways of improving organisations through strategy and performance management. 

2. Key Forces within Human Resources
“Human Resources is a function within an organisation that focuses on the recruitment of, management of and providing direction and guidance for the people who work in an organisation.” Thebalancecareerscom. 2019. The Balance Careers. [Online]. 
Many HR functions have seen a major change in recent years, with new HR models developed. A traditional HR function typically incorporated recruitment, employee relations, workforce information and planning, training and development and policies and procedures. In small to medium organisations all the roles listed above could fall under one individual. However, in a large organisation there is more likely to be a department which has designated roles. Within HR there are roles which are transactional for example admin work which deal with day to day paperwork which is essential to the HR department. HR roles may also be Transformational, this is when an individual will always be looking in the future at ways to improve the organisation. 
Examples of HR Models 
Ulrich Model 
Dave Ulrich believes that HR should be organised in to four main segments. 
· [image: ]Strategic Partner: build a strategic partnership and relationship with dedicated internal clients. The strategic partner will look for long term effects within the organisation and spread their knowledge across the organisation. 
· Change Agent: This role again looks at the long-term development of the organisation but concentrates more on the people within the business. This role will plan internal communication within the organisation to ensure all employees understand any changes or goals made by the organisation 
· Administrative Expert: This role will have a good understanding of employment law and be comfortable dealing with difficult employees and keeping employee data up to date. This role is a transactional role of HR and important for day to day running of any organisation. 
· Employee Champion: This is a core HR role and the aim of this role is to represent employees and protect the interests of those employees. When in this role you are the voice of the work force and your interest is to allow the employees to be happy on a day to day basis. 

Harvard Model 
This model states that HR is based on an analytical approach and provides is with the insight that HR policies can be influenced by two considerations. 
· [image: ]Stakeholder Interest: This includes every individual who has an interest in the success of the business for example shareholders & employees. The model argues that all policies should be influenced by the stakeholders in order to be successful. If the stakeholders do not buy in to the policies set by the organisation this could mean the organisation may fail. 
· Situational Factors: These are factors outside the organisation’s environment such as labour market and laws. These factors will affect the HR policy choices the organisation will make. An organisation cannot introduce a new policy if this would be against the law set by the government. For example, an organisation could not set the policy for pay and pay the employees under the national living wage. 

3. HR Strategy 
“HR strategy is a designation for a long-term plan created to achieve objectives in the field of human resource and human capital management and development in the organisation” Managementmania. 2019. Over the years HR professionals have crafted a better understanding of how to manage human resources in line with an organisation intended future direction. This is called Horizontal and vertical integration; HR strategies need to have an external fit with business strategies and be vertically integrated with them. Organisations need to horizontally integrate all the aspects of HR in order for the strategies to be successful.
There are 3 main approaches to HR strategy, these strategies are  
· Best Fit / Contingency - Horizontal and vertical integration; HR strategies need to have an external fit with business strategies and be vertically integrated with them. Organisations need to horizontally integrate all the aspects of HR in order for the strategies to be successful.
· Best Practice / High commitment - A technique that has previously worked for an organisation and had led to a desired result, this will be used by an organisation if they have used a certain strategy before and it worked. Examples of this could be a recruitment process to find certain skillset.  
· Resource based Thinking – This is gaining an understanding of the existing strengths within the organisation for example individuals, culture knowledge and skills and using strategies to enhance the strengths so the organisation is successful over a time period. 
Key stages in Strategy 
In order for organisations to be successful, setting goals over a time period will not be enough on their own, Organisations will need to implement a strategy of how they will achieve those goals and outline the stages of this strategy. In 1989 Huggins and Vincze state “A strategy is a plan of action to achieve an objective that is usually major, comprehensive and long term.” 
Stage 1 – Initial Assessment 
The organisation at the start of a strategy plan must initially assess the values, goals and mission of the organisation. It is a way of managers and directors can evaluate the reality of the business and understand what needs to improve in order to be more successful in the future. A HR department will be key in this stage of a strategy planning process, the department will need to collect current data of the organisation in order to complete the evaluation of where the business is currently.  
Stage 2 – Situation Analysis 
Once an organisation has identified it’s vision they must then address the current situation within the market. An example of this could be if an organisation is looking to launch a new product or service or look at company growth over a set period of time. HR departments will be involved in this process as they will need to look at internal and external factors (PESTLE/ SWOT) and be available to assist with publishing reports and data to the decision makers within the business. 
Stage 3 – Strategy formulation 
Once situation analysis has taken place the next stage is the creation of long term objectives. These are the goals set by an organisation that could improve the organisations competitive position. An organisation may choose to use many different strategies at this stage, an example of these may be growth strategy or price skimming strategy. A HR department will be included in this stage of strategy to insure objectives are ethnical and form in line with the companies culture. 
Stage 4 – Strategy Implementation 
According to Ovidijus jurevicius. 2013. Strategic Management Insight.[Online] Strategy implementation consists of the following 6 steps 
· Setting annual objectives 
· Revising policies to meet objectives 
· Allocating resources to  strategically important areas 
· Changing organisational structure to meet new strategy 
· Managing resistance to change 
· Introducing new reward system to performance results if needed. 
HR has a role in all the points supporting line managers and directors when making decisions. For example HR will play a big part in managing resistance to change. Many employees may be set in their own ways and HR will have to help with retraining or dealing with difficult employees.

Stage 5 – Strategy Monitoring 
Any strategy must be monitored over time to be successful, line managers, directors and HR Departments must monitor external and internal conditions as these may change at any period. HR departments have a big impact in this stage of strategy planning with performance management. Performance can be monitored before the strategy plan was formulated and monitor to see if the new strategy is successful or not. If the HR department has data to show that the new strategy is not working over a period of time, this could mean that the strategy is not working and aspects of the strategy may need to change. 
Business Ethnics
“Organisations should do the right thing because it is the right thing to do” Cipdcouk. 2019. CIPD. [Online]. This approach will benefit organisations and help strive to achieve objectives as it will create an open culture and improve morale within the work force. It is away to improve relations with customer and employees which will enhance the organisations reputation. If an organisation has no ethnical values this can be a risk to the creditability of that organisation. An example of this could be in retail, If a customer buys a TV with a warranty of 1 year and the customer brings the TV back after 10 months with a problem and the organisation does not honour the warranty or doesn’t provide the customer with the correct service this could hurt the company’s reputation leading to negative feedback. HR departments should be clear on an organisations ethical values to ensure every customer and employee is treated fairly. 









 
4. Tools for Analysing Business Environment 
“Business analysis models are useful tools and techniques that can help you understand your organisational environment and make you think more strategically about your business.” Nibusinessinfocouk. 2011. Nibusinessinfocouk. [Online].
Examples of these tools are:
· SWOT Analysis – This is one of the most popular tools used by businesses. The ‘SWOT’ anagram stands for Strengths, Weakness, Opportunities and Threats of the business. This type of analysis can be used to gain an insight on internal and external business environment
· PESTLE – This stands for Political, Economic, Social, Technological, Legal and Environmental/Ethnical. This type of analysis is used to gain insight into the external environment. This can be used to give a bird’s eye view into different factors when an organisation is looking at different ideas or planning to launch a new idea. 
· Porters Five Forces – “This model is a framework for analysing the nature of competition within an industry” Tutor2unet. 2018. Tutor2u. [Online]. This tool identifies five forces that make up the competitive environment. These forces are competitive rivalry, supplier power, buyer power, threat of substitution and threat of new entry
Advantages and Disadvantages 
	Tool 
	Advantages 
	Disadvantages 

	SWOT Analysis 
	I. Simple & Cost-effective way to conduct analysis on the internal business environment 
II. Gain a better insight into the organisation by understanding strengths and weaknesses
III. Develop goals from the weaknesses and opportunities 

	I. Can be made too simple and big decisions made off bad data. 
II. Needs to be taken on a regular basis in order to work effectively 
III. Lacks detailed structure

	PESTLE
	I. This tool will give ab organisation an understanding of the wider business environment 
II. Allows the organisation to sport business opportunities and exploit them fully 
III. Data may be easy to locate if these are government policies. Use tools such as gov.uk or acas.org.uk  
	I. “The risk of capturing to much data may lead to paralysis by analysis” Cipdcouk. 2018. CIPD. [Online]. [20 December 2018]
II. This needs to be done on a regular basis to be effective
III. Data needs to be accurate in order to be an effective tool 

	Porters Five Forces 
	I. You will have a good understanding of the external business environment. 
II. This is a good way to keep up with the external market as these rapidly change, allows you to stay with current trends etc. 

	I. This model provides you with a snap shot of your own organisational environment 
II. In certain industries it can be difficult to define your market.
III. Without regular updates, any information gained from this model will be quickly out of date. 



5. Internal and External Factors
There are many factors that can have an impact on an organisation, these factors can be internal or external. 
External
National Living Wage – This has a direct impact on the organisation’s costs. If the organisation has strict budgets for labour this could see cuts in employees or employees sharing more workload. The national living wage was introduced on April 1st 2016 and meant employees over 25 would receive a pay raise if on the governments minimum wage. When this was introduced companies voiced concerns “One of the frequently mooted problems with the NLW is although it is fantastic that so many people will receive a pay rise; it is to be paid for by business with no guarantee that they will receive a better-quality workforce.” Change recruitment. 2018. Changerecruitmentgroupcom. [Online]. [20 December 2018]. 
National living wage will have an impact on HR as: 
· With wages being raised at the bottom this may mean more senior positions will need a modified pay structure or even redundancies at management levels. 
· New job descriptions may need to be developed in order to share tasks between employees. 
· Companies may have new recruitment strategies to recruit individuals under 25 years of age to limited costs of employees. 
· Culture of the organisation may change due to employees having more disposable income. 
Impact of Artificial Intelligence – Over the next few years the advancement of AI will have a major impact on all organisations. These changes can be positive and negative and businesses need to be ready to embrace the changes. “AI will have the biggest impact in transactional work which is repetitive, rules based and where high accuracy is demanded.” Reilly, P. 2018. In 2018 we have seen this in large and small supermarkets where human checkouts have been replaced with self-service checkout machines. 
AI will have an impact on HR as: 
· Recruitment – Organisations will not need to recruit employees to undertake repetitive work as often as they did in the past. Also using AI recruitment processes will be streamlined. 
· Learning and Development – Workers will need to be upskilled or retrained to monitor and fix new machines. 
· HR Data – New cloud programmes now allow HR to store data, this means data can be found quicker and less paper files needs to be stored within the organisation. 



Internal 
Financial Health of Organisation – This has an impact on an organisation and the culture created. If an organisation is in a position where cash flow is tight or they are making losses this may mean that there is less disposable money to give to the employees. In low paid job such as call centre’s this would have a big impact on staff morale. From my experience of working in call centres majority of staff look to be in this line of work for the environment and social aspects of the job. If the organisation has no money to spend on employee engagement this may mean that those employees look at other companies which offer a better employee environment. On the flip side of this if an organisation has a good budget to invest in the employees this could increase employee satisfaction and they may look to stay at the organisation for a long period of time. 
Size of Organisation – The size of an organisation will have an impact on HR. If a company is very small (2 -10 employees) this may mean that the presence of HR is not needed. Small organisations may have a Manager / Owner who uses an HR consultant as and when they need them. There are companies such as Peninsula who offer the HR service for a monthly fee. In small organisations this will be more beneficial that employing a dedicated HR Professional. Small Organisations may also look to train current employees to oversee the HR. 
SME (Small & Medium Enterprises) will look to have HR individuals / departments to allow them to manage performance, recruit and monitor holidays and sicknesses. As business grow in size HR becomes even more important in order to drive policies and processes set by the business. 

6. Business Performance 
“At its best, performance management is a holistic set of processes. It brings together many principles that enable good people management practice, including learning and development, performance measurement and organisational development” Cipdcouk. 2018. CIPD. [Online]. [20 December 2018]. 
For organisations to be successful the people who work at these organisations need to be productive. Performance management is a great tool used to get the best out of employees and develop strengths and weaknesses in individuals and teams. By using performance management HR will gain an understanding on the individuals within the organisation and if there’s is any issues in regards to training or capability when overseeing a task. In big organisations performance management processes should be implemented and each employee should understand these processes. 
Performance management will differ depending on the sector, size or industry. However, for performance management to be successful it should be strategically aligned to the business objectives. In the private sector performance management will be judged on performance, profit and efficiency, while the public sector will be measured in value for money, performance and finance. 
From looking at performance management data the HR department and line managers can use this to conduct performance reviews or appraisals with employees. Performance management can be measured by using different tools within the organisation.
I. Key Performance Indicators
“Sometimes referred to as KPIs, key performance indicators commonly cover important aspects of an organisation's or an individual's accomplishments in a given time period” Monstercouk. 2019. Monster Career Advice. [Online]. This data can be qualitive or quantitative data and must be agreed across the business. An example of KPI’s could be amount of sales made per month by a car sales person, this can then be broken down against the agreed company target. HR departments can use KPI’s to monitor employee’s performance and behaviours. It is a way of understanding how the employee compares to other individuals within their department. KPI’s can also be used to complete disciplinaries and performance meetings if need be and in worst case can be used for making redundancies or dismissal of employees who are not performing.
 
II. Balanced Scorecards 
A balanced scorecard is a strategic planning and management system used to align business activities to the vison statement of a business or organisation. This approach will align the organisations mission statement, vision, plan and strategy and look to prioritise these on a day to day basis in order to achieve a long-term goal. A balanced scorecard suggests that we break an organisation down to 4 perspectives for examples 
· Financial 
· Customer / Stakeholder 
· Internal Process 
· Organisational capacity
HR professionals can use balanced scorecards to monitor performance by creating the correct culture within departments in order allow the employees and departments achieve aligned goals. HR can use a balanced scorecard to ensure recruitment process align with the long-term goals and also use these to create the right training needed to be successful. 

III. 360 Degree Feedback 
360-degree feedback is a method and a tool that provides every employee in the organisation the opportunity to receive feedback from managers, co – workers, customers and work colleagues. This type of performance management tool allows the individual go gain an insight into how they are viewed by all different types of individuals within the organisation and gives an insight into the skills and behaviours desired in the organisation to accomplish the mission, vision and goals. 
HR has a role in using 360-degree feedback as it will give an overall picture of the areas in which the individual can improve. From using different individuals, you can gain more insight on the individual as you have many different opinions from line – managers and peers. 360-degree feedback will also give more insight into behaviours and personality of the employee instead of numbers. This will be a useful tool if an organisation is looking to find correct behaviours and personality traits to offer promotions or offer training courses to develop the correct people within the organisation. “The value of 360 feedback as a central part of leadership development programs. It is a practical way to get a large group of leaders in an organisation to be comfortable with receiving feedback from direct reports, peers, bosses and other groups” Jack zenger. 2019. Forbes. [Online]. [6 January 2019].

7.  Different Types of Business Data  
HR data is any information that can be used to make informed decisions within an organisation. HR data can be used to make plans for the future, review existing policies and procedures as well as monitor current employee’s behaviour and performance. 
What data can we use for planning purposes? 
1. Labour Market data – This data will provide an organisation with a good understanding regarding the work force and what they will need to recruit, retain and develop in order to achieve set goals. From using surveys such as labour market outlook HR departments will gain insights into other businesses within the sector and the types of pay and employment expectations they offer workers. If an organisation such as a contact centre has plans to expand but they understand that from this survey they pay less than competitors, this could mean it will be more difficult to recruit and retain current employees and causes the organisation to fail. 

2. Technical Trend data – It is important for HR departments to understand data from trends in order to implement change if needed. Understanding this data will help with planning new training processes for example with the introduction of AI in certain sectors, the work force needs to be re-trained to use different systems. For Example, when supermarkets introduced new self-service machines, HR departments would have needed to train staff members to be able to assist customers and service the machines. 

3. Exit interviews – Exits interviews can be used by the HR department for planning purposes. If an organisation has a high turnover of staff in a certain department exit interviews can provide data needed to implement change. From these exit interviews a HR department can find out any information about the organisation and look at ways to improve a certain section. An example of this could be if an organisation had a high turnover of staff within the first 3 months and exit interviews were showing that there was a lack of training and employees found tasks too difficult affecting the employee morale. Once HR departments have this information they can look to plan training to suit the employee’s needs. 

4. Government data – HR departments will use government data for various reasons, The data can be used for employment law, national living wage, national statistics and regulations. An example of organisations using government data was highlighted quite dynamically in 2018 when new GDPR regulations came into effect. “GDPR states that companies can only use personal data for the express purpose for which it was given” Bernard marr. 2019. Forbes. [Online]. When this was introduced in may 2018 organisations had to plan and adapt their policies to meet the guidelines set by GDPR. Organisations such as recruitment companies and contact centres would of seen big changes to the way they hold and forwards employees and customers data so it was vital that HR departments used the government data and understood it.

8. Conclusion

As you can see from this report, HR will be evolving all the time and there are many factors to consider in order to be a successful HR professional. There will be many changes and challenges facing HR within the next few years however with  continuous development the importance of HR within organisations will mean many opportunities for HR Professionals. 
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