An organisation can be defined by several typologies: functional, technological, regulatory and structural. Another method of defining an organisation is to identify the ownership; whereby it be private ownership, public sector or third sector (Etzioni, 1975) (Farnham, 2015). In order to ensure an organisations sustainability, survival and reputation, management must consider corporate governance and the contribution its stakeholders are persuaded to share (Monks & Minow, 2008). 
Contemporary organisations and principal environments
Private sector organisations
A feature of private sector businesses is market driven and market led. In order to survive, private sector organisations must produce and sell their products into the market to satisfy customer demand, in order to continue trading. Private sector organisations are legally accountable to their employees, suppliers and stakeholders (Farnham, 2015) (Farnham & Horton, 1996). 
The Magstim Company (Magstim) is private sector organisation within the medical device industry. Magstim has been in existence since 1990 and in 2016 was acquired by a private equity investment firm, THP, which specialises in life science and medical device businesses. THP invests in private sector organisations which demonstrate strong financial performance in innovative products or services (The Magstim Company, 2017). 
Public Sector
Whereby, private sector organisations are accountable to their stakeholders, public sector organisations are accountable to the public in which they serve. This is through governing bodies or public officials. Consumers and taxpayers have an interest in the manner in which public money is spent and the quality of service provided (Farnham, 2015) (Kew & Stredwick, 2016). 
Third Sector
Third sector organisations are charity and voluntary focussed which are vulnerable to changes in funder behaviour. This sector has expanded following reductions in funding into the public sector, such as cuts to elderly care. This provision is now funded by private and third sector organisations (Wainwright, et al., 2006) (Rees & French, 2016). 
Stakeholder 
Stakeholders are individuals or groups who have an interest in the organisation and can influence aspects of its mission, objectives and business strategies (Lynch, 2012). Stakeholders can also be differentiated by primary or secondary stakeholders:
Table 1: Stakeholder differentiation (Cannon, 1994)
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The Harvard model suggests that HR and organisational strategy is influenced by stakeholder interests and situational factors. Stakeholder interest include:
· Shareholders
· Management
· Employees
· UK and local governments
· Local community 
· Trade unions
Whereas, situational factors impact the organisations stakeholders such as business strategy, an ageing population and a shortage of trained employees (Beer, et al., 1985) (Brunettoa, 2011). 
Corporate Social Responsibility 
Private organisations not only have a responsibility to its shareholders and stakeholders but should also focus on the wider concerns relating to the interests of society, business ethics and corporate governance. Organisations are being encouraged to adopt corporate social responsibility (CSR). CSR can be defined as the presentation of an image of responsibility for social impact and being a member of the local community (Mumford & Gold, 2006). The Magstim Company has an annual budget to support organisations within the local community. This support has included a donation to the upkeep of the public gardens and sponsorship of the junior rugby team (The Magstim Company, 2019). 
 
Managerial and Business Environment
Management within organisations can be seen as the hierarchy of individuals who are responsible for critical functions, however, management can also be seen as a complex process responsible for planning, allocating, motivating, co-ordinating and controlling employees work (Harbison & Myers, 1959) (Hales, 2001). Managerial power, authority and influence is an imperative factor within any organisation. It can direct employees to achieve an organisations strategic objectives, through effective and efficient planning, organising and leading even if employees are resistant to the change (Farnham, 2015) (Daft, 2008). Managerial power and influence can influence employees’ behaviours in several ways through the provision of rewards such as salary increases or by the withholding of rewards due to poor performance. Managers also face a level of justification of their managerial legitimacy within organisations without being questioned by employees. In order to ensure their legitimacy managers must focus on their technical expertise and it is also important for HR departments to ensure their managers are trained to organise their resources and policies (Farnham, 2015). 
The organisational change agenda can be seen as implicit justification for a specific change programme within an organisation, an alternative view is that change must be continually addressed if organisations wish to remain competitive (Grey, 2009) (Grint, 1997). In order to maintain competitive advantage, private sector organisations must change. This change can be so small and frequent that it can also be continual (Linder & Cantrell, 2001). 

Models of HR Function
Given the complexity and varied activities of HR departments across organisational levels, industries and societies the characteristics of the HR function include its added value to the organisation, the employment relationship and organisational performance (Boxall, et al., 2007).  The HR function can also be referred to as advisory, regulators, and change makers. HR can formulate and enforce employment rules as well as providing an advisory service to line management (Storey, 1992). However, the HR function can also be seen as an employee advocate with the focus on the immediate needs of the employees and developing them to be successful within their roles (Ulrich & Brockbank, 2005).
Shaping the HR agenda
Organisations are human resourced based and the majority of organisational behaviour involves all management function, finance, operations, quality and performance (Farnham, 2015) (Pfeffer & Salancik, 1978). 
The CIPD HR outlook winter 2016-2017 report found that five leading challenges which organisations face:
1. Cost management
2. Increasing flexibility of organisations
3. Talent management
4. Productivity 
5. Increasing customer focus (CIPD, 2017).
HR departments, including that of The Magstim Company, must respond to several external factors or contexts which shape the HR agenda. An understanding of this allows management to respond to the appropriately. 
The HR equation and Psychological contract
The psychological contract does not form a part of the formal contract of employment but are implicit exchanges that go beyond that. As these expectations are unwritten and, in most instances, nonverbal, they might not always be too obvious for one side or the other (Rousseau, 1995) (Schein, 1980) (Bravo, et al., 2019). The psychological contract involves common and agreed understandings of promises or obligations regarding pay, flexibility and career advancement (Farnham, 2015). 
There are forms of the psychological contract; relational and transactional. Relational focuses on long term working relationships based on trust. Whereas, the transactional contract looks on short term economic factors (Farnham, 2015) (Guest & Conway, N, 2002). 

Table 2: Rational and Transactional psychological contracts for employers and employees (Guest & Conway, N, 2002)
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Organisational and HR structures
Developing organisational strategy
It has been identified that there are three elements of strategy; Goals or objectives, Policies and Programmes (Quinn, 1980). Strategy formulation must encompass the needs of organisational stakeholders, assert continuity whilst also enabling and adapting to changes within the external environment in order to gain competitive advantage (Hax & Majluf, 1996). 
Emergent approach
The emergent approach to formulating strategies has been seen as an experimental approach and focuses on organisations analysing its environment and simultaneously implementing strategy (Carr, et al., 2004). The advantages of using the emergent approach to strategy is that it allows strategy to develop, however, management must take a central strategic view (Lynch, 2012).  
Rational approach
The rational approach defines objectives and analyses external contexts. The Hopper method focuses on the formulation and implementation of suitable strategies for organisations by identifying its external environment such as opportunities and threats (Andrews, 1987). 
Internal and External environmental factors
It is imperative the organisational and HR leaders scan to the environment in which they work within, in order to address and adapt their HR and business strategies (Torrington, et al., 2008) (Farnham, 2015). Organisations which consider their external environment are able to plan for change and plan for the future, thus increasing their competitive advantage (Ulrich & Lake, 1990) (Kew & Stredwick, 2016).
A widely used tool for analysing the external environment is PESTLE analysis. This tool analyses the political, economic, social, technological, legal and environmental factors influencing an organisation. Table 3 identifies the key external factors affecting The Magstim Company. 









 

Table 3 : PESTLE analysis of The Magstim Company 
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Although a PESTLE analysis tool is beneficial to organisations, it does have its disadvantages as shown in table 4. 






Table 4: Advantages and Disadvantages of PESTLE Analysis (CIPD, 2018a)
[image: ]
Whereas a PESTLE analysis focuses on the external business environment, a SWOT analysis takes an internal approach which identifies the strengths, weaknesses, external opportunities and threats (Armstrong, 2012). 
As with the PESTLE analysis framework, a SWOT analysis also has advantages and disadvantages to its use within organisations, as shown in table 5. 
Table 5: Advantages and Disadvantages of SWOT analysis (CIPD, 2018b)
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Whereas, PESTLE  analysis focuses on the on the external environment and SWOT analysis looks at the internal environment Michael Porters five forces model identifies the competitive structure and rivalry within an industry (Kew & Stredwick, 2016). This model focuses on five major forces:
1. The threat of entry
2. The power of buyers
3. The power of suppliers
4. The power of substitutes 
5. The intensity of rivalry amongst existing companies (Porter, 1980). 

Best practice approach
The best practice approach to HR refers to HR strategies and practices being incorporated to improve organisational performance. Best practice models focuses on the best HR policies being used and will enhance business overall performance (Farnham, 2015) (Kew & Stredwick, 2016). The best practice approach may only work in specific circumstances such as high supply of labour (Macduffie, 1995). 
The Harvard Model suggests that HR policies are influenced by stakeholder interests (Beer, et al., 1985). 
The Best Fit approach
The best fit approach links HR strategy and an organisations competitive advantage. This approach allows businesses to identify the HR strategy which best fits the product market, labour market, structure and strategy (Farnham, 2015). 
According to (Gratton & Truss, 2003) there are three dimensions to the best fit approach; vertical, horizontal and implementation. Vertical alignment looks at organisational goals and strategy, horizonal alignment focuses on different HR practices being consistent with one another. Implementation identifies managers responsibility for implementing policies. 
The Magstim Company operates within the best fit approach as the HR strategy is developed from the organisation’s strategy and overall structure.
Resource based view
An alternate strategic view is the resource-based view which uses the resources and capabilities of an organisation as its competitive advantage (Barney & Hesterley, 2008). 

Competitive environment 

The UK economy has significantly changed over the years following the 2008 recession, however in the August 2019 GDP report, the UK economy grew by 0.3% in the three months to August, reducing fears the economy would return to a recession (BBC, 2019). 
A macro-economic policy is controlled in the UK by the Bank of England and is responsible for inflation and monetary policy (Farnham, 2015). A monetary policy is linked to expansion of output and employment.  When economies near full capacity, demand increases pressure on wages. Thus, allowing workers to buy more goods (Crowe, 2006). 
Supply and Demand
An economic market consists of two factors: market supply and market demand. A breakdown can be seen in table 6:
Table 6: Market Supply and Market Demand breakdown (Begg, et al., 2008).
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Labour Market
According the (ONS, 2019) from June to August 2019 the UK employment rate was 75.9% with the unemployment rate reducing to 3.9% from the previous year. 
Globalisation and international forces 
Globalisation involves cross border trade and internationalisation of finance and production (Cerney, 1995). There several factors which influence globalisation; role of ICT, the changing role of the State and new ideas. Although globalisation allows cross border trade, government and government bodies influence its entry into market economies and business sectors (Farnham, 2015). 
Critiques of globalisation argue that increases in global economies have arisen from new technologies and not the spread of cross border trade networks (Gray, 2009). 
Multinational Corporations (MNCs) operate on a transnational basis across regions and continents (Farnham, 2015). The Magstim Company is an MNC with its headquarters based in West Wales with a second office in the USA. 
MNCs are heavily influenced by cultural and institutional factors. The cultural determinants focus on the behaviour whereas, the institutional determinants focus on the behaviour of the organisations systems (Hollinshead, 2010). 
Within private sector organisations such as Magstim, globalisation has aided companies to search for new markets and products in order to remain competitive. When entering into new markets and countries, HR policies and strategies are impacted as well as the overall organisation. 

Conclusion
Mention globalisation aided Magstim growth

Recommendations 
In TABLE
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Analysis of external markets

Encourages organisational leaders to develop strategic thinking

Allows organisations to anticipate external threats

Explore business opportunities and exploit them

PESTLE analysis can be overcomplicated

Analysis needs to be undertaken on a regular basis and not a one off

Over use of data can lead to assumptions being made which may prove to be unfounded
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A simple framework to complete

Enables the management team to focus on strengths and build opportunities.

Encourages management to develop strategic thinking

To be accurate this framework requires input from a number of sources

Availability of quality internal data sources can be time consuming 

If too much data is captured it can be difficult to interperate
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Market Supply Market Demand

Market Price Market price of the commodity

Cost of Production Prices of the commodity

Goals of the Producer Size of consumer income

Current state of Technology  Consumer taste
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Stakeholder Business Interest

Owners Focus on financial return

Employees Focus on pay, job satisfaction and working environment

Customers Supply of required goods and services

Creditors Require payment on time

Suppliers Require payment for items purchased

Community Interested in the impact organisations have on the local community

Government Compliance to regulations and laws

Secondary

Primary
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Relational Transactional

Concerned with people Concerned with economical factors

Long term Short term

Broad and pervasive Narrow

Very subjective Well defined
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Employer offers Employee offers Employer offers Employee offers

Job security loyalty  Pay long hours

Career prospects Commitment to goals Job opportunity willingness to change

Relational Transactional
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Itwasnotedby(Morris,etal.,2005)thatnewbusinesstechnologieshadbecomesoinvasivethatthattheiradoptionhasbecomepartofthenorm.This

cannotbefurtherfromthetruthasfromthemomentyouwalkontotheMagstimpremisesyourhitwithtechnologywhetheryourealiseitornot.Fromthe

vehicle recognition carpark to the biometric clocking in system (The Magstim Company, 2018).

TechnologicaldevelopmentshavealsohadanimpactonvisitorstoTheMagstimCompany.Uponwalkingintothereceptionarea,theyaregreetedbytheAI

receptionist.Artificialintelligencecanbedefinedascomputersengaginginhumanlikethoughtprocesses(CIPD,2019).Thesedevelopmentshaveimpacted

the first communication visitors have with organisations (Soete, 2001). 

FollowingtheacquisitionofMagstims’sistercompanyTechnomed,basedinTheNetherlandsin2016andtheopeningofitsUSofficeinMinnesota,online

communicationtoolshaveinfluencedthemannerinwhichthecompanyoperates(TheMagstimCompany,2017).Meetingscan beheld involvingall

members of the organisation without the need for international travel.

The World Health Organisation estimates that 300 million people worldwide experience depression (The Lancet, 2017)

Accordingthe(HSE,2019)oneinfourpeoplewillhaveamentalhealthproblematsomepoint.Whetheranaspectofworkistheissueornot,employersare

legallyresponsibletohelptheiremployees.Inarecentmentalhealthreviewitwasdiscoveredthatonly11%ofemployeesdiscussedarecentmentalhealth

problem with their line managers (Farmer & Stevenson, 2017).

MentalhealthisanissueclosetotheheartsofallemployeesofTheMagstimCompany.Forthelast30yearsMagstimhavedesignedandmanufactured

TranscranialMagneticStimulatorsorTMSfromitsheadofficeinWestWales.MagstimTMSproductsareusedasaneffective,non-invasive,outpatient

treatmentforthetreatmentofdepression(TheMagstimCompany,2018).Mentalhealthissues,suchasdepressionandanxiety,significantlyimpacton

employeewell-beingandareamajorcauseoflong-termabsencefromwork(CIPD,2019a).TheDeloitte2018GlobalHumanCapitalTrendsreportidentified

thattheissueofahighlystressedworkforceisnotanewsubjectandthattherelentlessnesspaceofbusinessesand24/7workingstylessignificantlyimpacts

onworkers,with40%ofworkerswhowerequestionedadmittedthatworkinginhighlystressfulorganisationssignificantlyaffectstheirproductivityand

health (Deloitte, 2018).

WithseveralemployeesdivulgingtheirmentalhealthstrugglestolinemanagersandtotheHRdepartmentwithinTheMagstimCompanysinceJanuary2019

(TheMagstimCompany,2019),aplanisimplementedandagreedbyallparties,toadapttheirworkingpatterns.Aflexibleworkingpolicyiscurrentlyinplace

forallemployeeswithstrictcorehours.Whennecessary,thecorehoursarenotenforcedtoemployeeswhoarestrugglingwiththeirmentalhealthanda

morefriendlyapproachisundertaken(TheMagstimCompany,2016).Thisapproachhasseenanincreaseof20%inattendance(TheMagstimCompany,

2019). 

From25

th



May2018,theDataprotectionActwasreplacedwiththeGeneralDataProtectionRegulation(GDPR).Thisframeworkfocusedondataheldby

organisations on EU citizens, and the employer obligations surrounding access to information (CIPD, 2018).

GDPRconcernstheprocessingofpersonaldata,eitherelectronicallyormanually,ofemployeesandororganisationscustomers.Personaldatarefersto

whether a person can be identified directly or indirectly (ICO, 2019).

Datamustbeprocessedinaclearfashion(andconsentmustbegiven),collectedandusedforaspecificpurposewhilemaintainingthatdatainanaccurate,

secure manner until the purpose of holding this information has expired. It must then be permanently deleted (Forbes, 2018). 

TheHRdepartmentwithinTheMagstimCompanyconductedanauditofwhatpersonaldataisstoredwithineverydepartmentoftheorganisation.TheHR

departmentholdspersonaldataofits98employeesincludingsicknessabsence,performanceappraisalswithinpersonnelfiles(TheMagstimCompany,

2018).Aspartoftheorganisationsbiometricclockinginsystem,extraprecautionsareinplacetoensureemployeesbiometricdataisprotected.TheIT

department in 2018 was awarded Cyber Essentials Accreditation, ensuring all possible procedures are in place to protect personal data.

TheR&DdepartmentwithinTheMagstimCompanyneedtoensurethatpatientdatacannotbestoredwithinournewPatientDataInterfaceproductrange.

TheServicedepartmentmustalsoensurethatproductsreturnedforservicingorrepairdoesnotcontaintheSDcardsuppliedwiththeunit.Policiesarein

place to ensure that if an SD card is returned the unit is not touched and returned to the customer.

IntheeventemployersdonotfollowtheGeneralDataProtectionRegulationtherearesubstantialpenaltieswhichtheICOcanimpose.Themaximumfines

arejustunder£17.5millionor4%ofglobalannualturnover,whicheverisgreater(ICO,2019).Inordertoensurecompliance,organisationshavetoimplement

safeguards to ensure data is stored securely to maintain customer trust (Garber, 2018).

ThesafeguardingofpersonaldateisimportanttoallcustomerfacingdepartmentsofTheMagstimCompany.Documentretentionpoliciesareinplaceforall

departmentstoabideby.TheHRDepartmentalsoadherestoregulationsregardingtheretentionofmedicalrecords.Occupationalhealthreportsandhealth

surveillancerecordsarekeptwithinpersonnelfiles.Onceemployeesleavetheorganisationandtheretentionperiodhaspassedeachfileischeckedfor

medical records and copies are stored separately for forty years (CIPD, 2019).

Technology

Social

Political 


