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Understanding the Business Context of Human Resources
Momentous changes are raising unprecedented HR challenges in a period replete with risks, disruption, and societal upheaval (PWC 2018). 
Compare 2 types of organisations & their operational/business purpose.
Bluestone (Wales) National Park Resort is a family-run private sector business with 700 employees based in Pembrokeshire (Business Wales 2016). Their business purpose is to provide a ‘spirited visitor experience’ which ‘inspires memories in beautiful surroundings’ allowing guests to leave with their ‘inner selves relaxed and refreshed’. To achieve this, Bluestone has built 300 luxury self-catering lodges and cottages (BluestoneWales). 
On the contrary is Tesco, one of the largest retailers in the world (Walsh 2020) with over 423,092 employees (Macrotrends). They are a private sector business with the opportunity to buy shares through stock exchange (LawAspect.com 2020). Their organisational objectives are to stay the leading retail supermarket, provide good quality low-cost services/products and remain cheaper than competitors. Tesco’s business purpose is to ‘serve shoppers a little better every day’. To do this the business strives to be the ‘champion for customers’- helping them enjoy a better quality of life and easier way of living. (Tesco 2019). 
As Tesco is a large private sector company their key objective is revenue generation. The HR function is large and composed of generalists and specialists- like the Ulrich model. In recent years, HR in these businesses has become increasingly strategic, focussing on longer-term decision making and supporting key business objectives (Wilkinson and Taylor 2016 p45). Tesco has integrated HR into their organisational plans. This is openly discussed with all employees, helping them understand their importance within the organisation. Their objectives are to:
· Achieve the organisational objectives by implementing policies, determining staff needs and maintaining the positive company culture.  
· Conduct HR planning to minimise labour turnover, formulating measures to do this and maintain the continuity of staff. 
· Performance manage staff to develop their skills/knowledge for continuous CPD minimising staff turnover (Boyzone2times 2014). 
· Create a healthy working environment. HR practices and strategies affect the attitude of workers, as these are implemented effectively Tesco gets support from employees. Staff incentives, rewards and bonuses are also offered these include employee bonuses, Colleague Clubcard and health & beauty services (Tesco Careers 2018). 
In Tesco, HR departments are established in all regional/head offices and stores with administrative HR being delegated to line managers. 
Bluestone is a smaller business; however, they share the same key objective as Tesco- to generate revenue. They have a small HR team composed of both generalists and specialists. However, they also rely on help from employment law consultancies. The HR manager reports to senior partners (Wilkinson and Taylor 2016 p45). On the contrary to Tesco, not all organisational objectives are openly discussed with all employees. Currently their HR objectives are:
· Training and Development of staff. Bluestone ensure each employee has a six-month review and is given an individual development plan outlining their goals and ambitions and the training needed to achieve this (Business News Wales 2017). 
· Staff retention. COVID-19 has highlighted the importance of retaining a workforce. Whilst a vast majority of employees have been furloughed, it remains priority to communicate with them through weekly newsletters detailing resort news, wellness help and advice for coping with lockdown/working from home. Company perks, rewards and a wellness programme have also been implemented. 
· Assisting the company to achieve strategic aims. HR are responsible for developing the right programmes, initiatives, and events to align the company’s mission and values. Competitive company benefits ensure adequate staffing levels are maintained. 
Tesco offer a caring and compassionate focussed culture which is to ‘treat people how they want to be treated’. They strive to create a culture of trust and respect. Increased focus on employee recognition, rewards and progression opportunities are proven to improve morale. In turn, employees try their hardest for customers (Tesco Careers 2017). 
Bluestone also offers a caring employee focussed culture with the aim to empower the entire workforce. To do this, they created the ‘Be Part of It’ initiative which strives to ensure that every employee feels like part of the ‘Bluestone family’. The thought process behind this is ‘take care of your employees and they will take care of your business’ (Business News Wales 2017). 
Organisational structures/management roles & impact on HR function.
The HR function helps an organisation deliver its corporate strategy; it is delivered differently depending on internal factors (CIPD, The HR Function 2020). 
A few models of organisational structure:
· Bureaucracy. This structure is associated with public organisations due to standardised policies and procedures which ensure uniformity and control. This impacts the HR function as everyone is given the same chance- favouritism is discouraged and equality is emphasised (Bizfluent, 2011). Weber and Gerth (1958) state that bureaucracy not only benefits an organisation’s operational performance and technical reliability but also the welfare of employees and clients due to the strict regulations which ensure strategic objectives are achieved. 
· In a divisional structure there is a strict hierarchy. The main HR function is to work with division managers to develop employees, administer and apply consistent rules/processes for each division. HR professionals are given more authority to enact and enforce these policies with a greater degree of uniformity compared to other organisational structures (Your Business 2014). 
· Matrix organisations. In this organisational structure, the HR function is a consultant role in both employment and career planning processes. These structures lack a strict hierarchy so HR professionals must work within the guidelines established by the individual department manager/s. In each department these rules can vary meaning the HR function has to adapt accordingly (Your Business 2014). 
These structures decide how activities are directed towards the achievement of organisational objectives- meaning the HR function varies depending on which structure an organisation abides by. 
Managerial roles also impact the HR function. In SMEs one individual is often responsible for managing and delivering the people agenda, compared to larger organisations where there are teams of HR professionals. However, in both line managers are required to work closely with HR professionals to manage people issues consistently (Wilkinson and Taylor 2016 p25). Due to this and the delegation of individual tasks, the function of HR will vary. 
Further factors affecting the function of HR include:
· Culture defines the organisation’s values, beliefs, and habits. The HR function must adjust to this and formulate appropriate policies and structures which reflect the culture of the firm. These values are personal to each organisation meaning they impact each HR function differently (Kammar, 2016). 
· Communication effects how an organisation can function- if this does not occur effectively and efficiently problems can escalate out of control. The communication method, how and when it is delivered to employees are all variables affecting HR. 
The role of the HR function in formulating organisational strategy.
Quinn (1980) states that a business strategy is the ‘pattern/plan that integrates an organisation’s major goals, policies and action sequences into a cohesive whole’. Higgins & Vincze (1993) published the five-stage model of strategic management- responsible for determining objectives and formulating strategy. 
The first stage is to formulate a vision/mission statement and goal. This includes defining short and long-term objectives and the process of achieving this. Depending on the size and structure of an organisation the function of HR is to work with senior colleagues to ensure the goals are detailed, realistic and match the company culture (Clayton 2019). 
Determination of strategic objectives is a key stage. Using SWOT HR professionals must gather the needed information to accomplish the objectives. This identifies both the strengths and weaknesses of the organisation as well as any potential threats or opportunities that may arise. Internal and external HR data should be used to determine feasibility of goals (Clayton 2019). 
Formulation of strategies involves reviewing the information gathered from the analysis. HR professionals need to determine what assets the business has and the areas needing external resources. HR can provide information on current skills/capability of the workforce and use workforce planning to forecast demand and analyse the gap.  It is critical in this stage to develop approaches which target each step of the plan (Clayton 2019).
Implementing strategies is critical to the success of organisational goals. Effectively communicating strategy to employees is vital to ensuring they are understood. HR must ensure a positive workplace environment, transparency, and effective communication- (Jenipher & Daniel 2014) essential to gain employee commitment and involvement. 
The final stage is the evaluation and control of strategies. The suitability of the strategy should be evaluated, this includes performance measurements and a review of both internal and external resources to determine any progress. If the strategy is not moving towards the goal, corrective actions should be taken (Clayton 2019). 
How organisational strategy is translated into HR strategy & policy. 
Vertical and Horizontal Integration are key concepts in the formation and development of HR strategy which are used to consolidate a company’s position among competitors (CIPD Examiner’s Report 2014). Vertical integration links HR, wider business strategies and the external forces which shape them strengthening the company’s supply chain, reducing production costs, and capturing profits (Tarver 2019). Horizontal integration is the fit between internal HR strategies, practices, and the degrees to which they support or contradict one another. This is important to ensure consistency. The greater degree of both vertical and horizontal integration within an organisation, the more effective HR strategy will be (Tarver 2019).
Managers have used contingency thinking and other models to help them align HR and business strategies. Porter (1985) identified three core alternative strategies:
1. Cost Leadership to keep company costs as low as possible.  One example of this is keeping the wage bill low- to do this companies could pay below market rates but successfully manage retention.
2. Differentiation. This strategy involves making your product/service more exclusive and attractive than comparable products. To succeed, this strategy requires good research, development, innovation, and high quality. Flexibility is also important to be able to adapt quickly in a changing market. 
3. Focus involves using cost leadership or differentiation in a niche market to offer the lowest possible price. To ensure that the costs remain low, understanding the dynamics of the market and consumer wishes are important. 
However, Porter’s model faces criticism as it is not flexible. The ability to change quickly and respond to the market/demand is vital to running a successful business (Toolshero). 
Organisations can formulate strategy in three basic approaches (Taylor and Wilkinson 2016 p59). The approach an organisation takes depends on several internal and external factors. 
· The Rational/Classic approach. The task of strategy-making falls to senior managers. Their role is to undertake continual analysis through SWOT and use this information to formulate objectives for the organisation. After deciding the organisation’s strategic direction, they must put it into effect by organising and gathering resources including people and capital (Taylor and Wilkinson 2016 p59). 
· The Emergent/Logical Incrementalism approach originated from Quinn (1980). He found that each step taken in an organisation is logical and consistent but is not planned far in advance due to factors intervening causing strategies to change. Senior managers are responsible for setting general goals; however, a long-term strategy depends how the organisation/employees respond to situations as they arise (Taylor and Wilkinson 2016 p59). 
· Symbolic/Radical argues that organisations succeed due to luck rather than judgement and then formulate a written strategy in response. Strategic formulation is a symbolic action designed to give organisations credibility and gravitas meaning little strategic management occurs (Taylor and Wilkinson 2016 p59).  
Whichever strategy an organisation adopts, the same fundamental bundles of HR practices need to be adopted to improve its chances of success (Pfeffer, J 1994). Kew and Stredwick (2010 p413-416) identified the 10 ‘best practices’ which are linked to success. These are:
1. Flexibility/team working.
2. Employee involvement.
3. Employee voice.
4. Performance related awards.
5. Employee ownership.
6. Sophisticated selection.
7. Internal promotion.
8. Commitment to learning.
9. Employment security.
10. Harmonisation of terms and conditions. (Wilkinson and Taylor 2016 p39).

Activity 2-
Identify an organisation (PBE Fuels) and using two analysis techniques (SWOT & PESTLE) identify the current external factors impacting on the organisation. 
	Strengths 
	Weaknesses

	People, Skills and Capabilities-
PBE Fuels pride themselves in staff development, providing CPD opportunities for staff who wish to progress. Individuals are encouraged to participate in training for as many job responsibilities as they wish that are relevant to their role if both time pressures and finances allow. This allows them to gain experience whilst receiving guidance from highly experienced individuals before gaps in the workforce emerge- making future transitions as smooth as possible. One example of this is at the end of 2019, one lorry driver began shadowing the transport manager this allowed him to understand the job role and provide annual leave cover. 
Communication amongst individual teams is a strength within the organisation. Teams communicate via WhatsApp, telephone, and emails.
Staff retention is also important, so the business prides themselves in offering competitive company benefits including diesel cards, Christmas bonuses and both flexible family leave and working hours. PBE also offer an additional day holiday for each year of service. 
Resources and Assets-
Location is another strength as competition is limited. In both Pembrokeshire and Wales, there is no other company offering the same services. Due to this and a competitive price, the company have a wide reach which includes London, Manchester, and Penzance. The business is based at the home of one director, meaning out of hours and weekend work is not an issue. This extra flexibility is a benefit to customers. 
Technological advances have also improved the way the company work. Customers can now place orders online via Mandata, with their orders and statements being sent automatically through Quickbooks. This minimises workload placed on staff. Additionally, CCTV, dashcams and monitoring systems are increasingly beneficial as they allow performance to be managed. The recent addition of a clock in system means accurate timesheets are automatically generated.  
Internal processes-
Due to increasing knowledge surrounding HR and the importance of operational processes, PBE Fuels are working on improving their internal procedures and policies. Isabelle is undertaking her CIPD Level 5 in HR with the long-term plan to keep HR processes internal rather than using an external organisation which the company currently does. This is both more practical and cost-effective for the company. 
	People, Skills and Capabilities-
Although PBE pride themselves in staff development, the extent of organisational planning activities is minimal. The company has an informal reactive approach to planning meaning they wait for complications/problems to arise before reacting to them. This lack of formal succession planning could contribute to complications for the company. Both of PBE’s company directors are approaching retirement age. However, there is no plan in place for when this happens. 
Although communication amongst individual teams is a strength, across the whole business it is a weakness. For example, communication between the office and yard staff is limited. This can cause muddled and missed messages. 
Although staff retention is important, currently staff morale is low throughout the company due to COVID-19. Staff are glad that they can still attend work as they are deemed essential workers, however long hours on the road, lack of facilities and limited social interaction is impacting morale. 
PBE Fuels are in a good location with limited competition. However, to reach the major shipping ports essential for the import of products, drivers must travel a considerable distance costing both time and money. 
PBE face budget constraints as the current economic climate makes it difficult to plan. Aging machinery and constant advancements in technology means there are always ways to spend money! COVID is making the future uncertain as many customers are in the tourism sector. It is important for the company to implement strict budget constraints to ensure they survive the current economic situation. 
Internal processes-
Although the company are working on improving and implementing internal processes managing these are proving difficult due to the close family ethos and many staff being ‘stuck in their ways’. 


	Opportunities 
	Threats 

	The UK have pledged to cut carbon emissions to zero by 2050. Using biomass is one way to do this, it can replace fossil fuels in heating both homes and businesses. As the government, businesses and homes begin to implement this policy the demand for biomass and other renewable energy alternatives will increase. 
Both technological and infrastructural advances mean the UK economy can develop extensive expertise in biomass- the research, manufacture, and installation. In the future improving efficiency within the sector. 
Technology within the company has already improved greatly, with the implementation of Quickbooks and Mandata allowing customers to place orders online, view their account and receive statements. Soon, the company needs to use technological developments to performance manage both lorries and drivers ensuring maximum efficiency- positively impacting profits.
As knowledge of operational processes increase, PBE need to implement both workforce and succession planning. This will guarantee individuals are ready to fill key positions when they arise ensuring the business can continue functioning with minimal disruption. Planning is especially important as both company directors are approaching retirement age. There is currently no plan in place for when this occurs. There is the opportunity when this does occur for the director/s to create a partnership with another expert in the sector. A partnership could create more business opportunities by offering a new perspective to the organisation bridging the gap in both expertise and knowledge. 


	Employee turnover is inevitable. However, losing employees with essential skills or years of experience can be extremely damaging to an organisation. All PBE’s staff are extremely knowledgeable and assets to the company. If any employees were to leave, it would leave a big hole in the organisation. 
The Renewable Heat Incentive (RHI) was formed by the Government to encourage private households, communities, and businesses to install renewable energy for heating purposes- this includes biomass. A quarterly tariff payment is received for every kilowatt hour of renewable heat produced. However, this scheme is set to close to new applicants on 31st March 2021. The Government are yet to announce a new scheme to replace it. This is causing uncertainty throughout the sector as individuals and businesses will no longer have the financial incentive to go carbon neutral. This would impact the business as the amount of boiler installations will decrease meaning demand for PBE’s services will reduce- posing a threat to the continuation of the business. 
Due to the increased focus on both businesses and homes becoming carbon neutral there is a growing interest in renewable energy. This will lead to new competitors as there are gaps in the market and increased demand for renewable energy services. This is a threat to PBE Fuels as rival organisations could offer a more competitive price and a wider range of services based at a closer location. This increased burden on business may place more pressure on employees to deliver results to remain competitive. Innasol are planning on offering a service package which would deal with fuel, boiler installations and breakdowns. Currently, PBE are the only biomass business to offer this service. Innasol is based in England which is a central location to the whole of the UK they have a greater opportunity to employ skilled workers- compared to Pembrokeshire where our recruitment is limited. 



	
	External factors affected within my industry
	Importance
	Impact on HR Function

	Political
	Government policies
The UK Government takes a prominent role in mitigating the effects of climate change by reducing carbon gas emission. To do this, several Government initiatives and legislation have been put in place- one of which is ‘The Climate Change Act 2008’ which is a commitment to reduce the UK’s greenhouse gas emissions to at least 80% below the 1990 levels by 2050 (Grantham Research Institute 2020). This led to the formation of the ‘Renewable Heat Incentive (RHI)’ to encourage private households, communities, and businesses to install renewable energy for heating purposes. 
	High- The RHI scheme is set to close to new applicants on 31st March 2021. The Government are yet to announce a new scheme to replace this. This is causing uncertainty throughout the sector as individuals and businesses will no longer have the financial incentive to go carbon neutral which will impact demand for business. 
	The company have implemented policies to encourage staff to consider their carbon footprint- examples include recycling, carsharing and the Cycle2Work scheme. 

If the government fail to announce a new scheme to replace the current RHI. There will be limited demand for boiler installations and services which could lead to redundancies if the company begins to lose money. 

	
	To regulate the UK wood pellet sector, a trade body was formed. The UK Pellet Council manages the licence for ENplus, standards and certifications for wood pellets. Paul, PBE’s director is on the Board of Directors which is responsible for the manufacturers and distributors of wood fuel. This is important in the industry as the UKPC are responsible for key changes in the sector and imposing high standards which all manufacturers/distributors must uphold to ensure the best product for customers.
	Low as the company has already implemented and abides by the high standards imposed by the UKPC. 
	The UKPC requires staff working with wood pellets to undertake specific training. HR’s function is to organise this, ensure all employees have completed the relevant training and this knowledge is kept up to date. 

	
	Brexit- 
The UK’s decision to leave the EU has created uncertainty within the biomass sector. The biggest concern is that investments will be significantly cut. Many advances that have been made in the technology and roll-out of biomass have been funded through the European Investment Bank (EIB). To be a shareholder of the EIB, a country must be a member of the European Union. 
	Low- the UK is currently leading in biomass innovation, with an increasing drive to develop new and improved biomass solutions. There is still a lot of confidence that despite Brexit the renewable energy sector can continue to thrive. 
	

	
	COVID-19 
COVID-19 is causing a significant decline in economic activity seriously affecting the UK labour market. It has led to a reduction in the demand for goods/services and the ability of businesses to supply products. Lockdowns have also been imposed by the UK Government; they have led to all non-essential businesses being forced to temporarily closed.  
PBE Fuels have continued operations but furloughed 60% of their workforce due to a reduction in demand. 
	High- Due to the closure of local tourism attractions who are large woodchip customers, sales are down 40% on last year. If these businesses do not reopen soon, this poses a threat to future investments due to loss of income.
	The function of HR is to communicate with staff the reasons why furlough is necessary, obtain their agreement and reduce employees pay to 80%. When/if demand increases, HR will communicate a return date to employees. 



	Economic
	Brexit
Brexit is affecting the currency markets making them extremely volatile, influencing negotiations with suppliers. CM trade wood pellets throughout Europe, meaning PBE Fuels must pay them in Euros. 
	High- New regulations mean supplies are getting stuck in customs. This is affecting the business as they are needed to perform essential repairs. 
	

	
	Interest rates	
There is an opportunity to reorganise finances due to the government backed CBils loans currently available. 
	High- allows the company to save roughly £20,000 a year. 
	

	
	Current Economic situation
Due to COVID-19 Britain has entered the deepest recession since record began. This will have a direct on the company- they may see a sales revenue/profits decline leading to a freeze on hiring new employees. PBE Fuels have already had to minimise the number of employees, making three staff redundant and imposing contractual changes for those who remain. 
	High- period of recession and continuation of the furlough scheme will determine the business’ outcome.
	This external force impacts the HR function as they are required to implement changes needed to survive the current economic situation. HR held a meeting offering employees voluntary redundancy or contractual changes due to a drop in demand. This ensured the business survived the first lockdown. It is still unclear if further staff reductions will need to be made. 

	
	Consumer spending habits
The COVID-19 pandemic has contributed to poor market performance- people are increasingly worried about their jobs meaning many are managing their finances carefully. This puts pressure on certain essential goods whilst causing a decline in others. PBE falls under both criteria as they supply an essential fuel which is needed for heating so if a customer already has the boiler supplied, they need to continue to purchase fuel. However, if customers are considering purchasing a biomass boiler for a long-term investment, they will most likely postpone it due to the current economic situation.  
	High
	This affects the function of HR as if demand increases more staff will need to be recruited. However, if demand drops more redundancies may need to be made to ensure the business survives. 

	Social
	Government legislation 
Due to new Government legislation, consumer trends are changing encouraging individuals and businesses alike to strive towards being carbon neutral- increasing interest in renewable energy. Due to growing publicity, individuals are now realising the importance of doing their bit for the environment and taking responsibility for this. This positively affects the business as people are taking a pro-active approach and implementing renewable energy into their lives. 
	Medium- could contribute to an increased profit margin for the company. 


	If demand begins to increase, there will be the need to recruit more staff. 

HR have also implemented policies encouraging staff to consider their carbon footprint including the Cycle2Work scheme and recycling. 



	
	Career attitudes
In wake of the COVID-19 pandemic, career attitudes are changing. Trade Unions are calling for the implementation of a 4-day working week. 
COVID-19 has also contributed to the implementation of home and flexible working wherever possible. This has changed the world of world. PBE abolished face to face meetings and embraced the use of online ones using Zoom. This directly affects the organisation as they have offered flexible working hours to accommodate home schooling and family routines. 
	High- If this is implemented, it will directly affect the organisation as PBE would also need to move to a 4-day working week. If they do not, they risk losing highly skilled employees to competitors.

High- PBE Fuels plan on returning employees to the office when it is safe to do so. This risks some employees leaving the company as they prefer flexible working and the idea of doing this from home.
	Before making any decisions, it is important that HR consult with staff, with their opinions being considered. Decisions need to be communicated effectively to both employees and customers. 

When it is safe for employees to return to the office, HR must work with H&S to complete risk assessments and implement policies/procedures such as social distancing. The HR Function is to discuss these plans with staff to help them understand and feel included. 

	Technology
	Technological advances 
Customers can now place orders online via Mandata, with their orders and statements being sent automatically through Quickbooks. This minimises workload placed on staff. Timesheets are now automatically generated using a clock in system- making payroll both easier and more accurate. 
	Low- new technology/IT systems in place and working effectively and efficiently. 
	CCTV, dashcams and monitoring systems are increasingly beneficial as they allow HR to performance manage employees via PC. This is especially beneficial with the implementation of home working. These systems also enable PBE’s managers, H&S and HR professionals to ensure site safety protocols are being followed with any breaches being dealt with accordingly. 

	
	Technological problems
As a company PBE Fuels are becoming increasingly reliant on technology, the internet, and applications. This is great when it works, however when problems arise it can stop the organisation from functioning.   Recently, Google crashed- this meant for three days no invoices, statements or credit card payments could be taken- having a negative impact on the organisation.
	Medium- poses a threat to business when problems arise. Issues are still being discovered a month on from Google crashing. 
	

	
	Social Media
PBE Fuels are now on Instagram, Facebook and Twitter which allows messages to be conveyed to customers quickly with a wide reach. It is also used to attract new customers. PBE’s new website is now suitable for both smartphones and computers ensuring accessibility for all. Using this, customers can now log into their personal accounts which provides information on previous orders and allows them to check their account balance. 
	High- important to communicate with a wide reach and attract new customers. 
	HR have implemented social media policies which all staff must abide by. This includes not posting any company or customer information. 

	
	Regulations
The company have complied with GDPR regulations since May 2018. This ensures data confidentiality maintaining consumer rights. An external company manages PBE’s data protection and cyber security. This minimises risks which could endanger operational stability.
	Low- PBE have complied with GDPR regulations since May 2018.
	Data protection has an impact on most HR activities from handling recruitment to record-keeping and performance monitoring. They must ensure data is managed responsibly and legal developments are kept up to date (CIPD 2018). 

	Legal
	Employment law
PBE have implemented policies which protect their workers’ rights. Some of which include data protection, equal pay, the right against discrimination and holiday pay laws. These laws directly affect the organisation as they encourage change in both employment practice and organisational behaviour. It is extremely important to abide by these laws/policies due to the threat of legal costs and to protect the corporate image/reputation. 
	Medium- important for PBE to keep up to date with updates to legislation and ensure any changes are implemented across the business.
	PBE used an external organisation to implement these policies, however they have since appointed an internal HR professional. It is their role to understand, update and ensure policies/procedures are abided by. This ensures PBE avoids costly fines, penalties, and potential harm to reputation. 
 

	
	National Minimum Wage
National Minimum Wage and other wage rates increase yearly. To remain competitive PBE must offer a reasonable salary for all employees, which reflects their skills, knowledge, and experience. 
	Medium
	All employees in PBE are paid above both minimum and living wage, however this still affects the HR function. As minimum wage increases annually, the company also increase wages to retain staff and remain competitive.   

	
	Workplace pensions
In 2008, the government introduced new legislation for workplace pensions which had to be implemented by 2012. 
	Low- PBE have implemented and complied with this since 2012. 
	HR’s function is to review changing legislation relating to workplace pensions. This is communicated to staff using emails. 

	
	Age restrictions
To complete yard tasks and fuel deliveries, large machinery is required including tractors, trailers, HGV lorries and loaders. These all have age restrictions which vary depending on the vehicle. This directly affects the business as depending on the job role individuals must be old enough by law and have the correct licence/s to drive these machines otherwise there could be costly implications for the business. 
	High- costly implications if these laws are not followed. 
	Due to the high-risk environment, HR, and Health & Safety work in collaboration. It is important that individuals hold the correct licence/s for their job role. This must be checked during the interview process as it ensures the company are abiding by laws, legislations and health & safety policies minimising risks to both the company and employees.  

	
	Health and Safety
All employees are entitled to work in environments where risks to their health and safety are properly controlled. Due to the use of large machinery, lorries and working in confined spaces PBE Fuels have completed extensive risk assessments to ensure employees are safe and risks are minimised. Employees undertake annual training courses to ensure their knowledge is kept up to date.
	 Medium- risk assessments have been completed and imposed. However, PBE must ensure annual training is completed. 
	In PBE HR and Health & Safety functions work in close collaboration due to the high-risk environment. This ensures that the environment is physically safe, and employees’ wellbeing is looked after- ensuring confidence in implemented procedures. This contributes to a productive and safe workforce. Both HR & H&S must ensure their knowledge is also kept up to date. 

	Environmental
	Government legislation
The UK have pledged to cut carbon emissions to zero by 2050. Biomass can replace fossil fuels in heating both homes and businesses as the carbon emission of this is zero. This renewable source of energy has significant environmental benefits as it is efficient, reduces greenhouse gas emissions and encourages sustainable woodland management. 
	Medium- may contribute to an increased demand for biomass leading to higher profit margins for the organisation. 
	

	
	Sustainable woodland management 
The selective removal of trees from woodland for biomass is seen as a sustainable woodland management option as the process is carbon neutral. This also benefits wildlife due to the temporary canopy gaps and variety of tree age structure. PBE Fuels only used wood (for woodchip) which has been sourced locally in Pembrokeshire. To ensure the correct preservation is achieved, the supplier must hold a tree felling licence as this ensures the trees are part of sustainable woodland management. If the supplier fails to do this, the company will not take their product. This also conveys to the customer that the product has been ethically sourced. 
	Medium- to ensure products are created ethically, suppliers must hold the correct licence. 
	

	
	Transportation 
Due to ability to guarantee a consistent supply of good quality wood pellets PBE Fuels choose to import them from Russia. They are imported by boat into Avonmouth Docks in England, before being transported by lorry into the yard based in Pembrokeshire. The lack of nearer ports and depots mean there is no other alternative. This obviously has a negative impact on the environment due to the emission of greenhouse gases and has a huge financial implication in both labour and fuel. Due to the weather in Russia, the ship is often delayed which has a knock-on effect to our customers as they could be left without fuel.
	Medium 
	The only impact transportation will have on the HR function is if any driving irregularities occur. This can include speeding fines, tacho issues and exceeding driving hours. These are both breaches of employee contracts and against the law meaning HR must act accordingly. 



Explain techniques used and summarise conclusions.
I completed analysis into the external factors which affect PBE Fuels in Pembrokeshire. They are a private small business with 10 employees. PBE supply wood fuel- EN Plus and BSL Certified wood pellets and woodchip across Wales and England. Their clientele includes private households, schools, police stations and shops. 
To identify current external factors impacting the organisation, I used both SWOT and PESTLE analysis techniques. SWOT is used as a planning tool as it seeks to identify the strengths, weaknesses, opportunities, and threats involved in an organisation (Bizfluent 2018). 
PESTLE analyses external key influences which may impact an organisations strategy and business decisions. It allows HR and senior managers to assess specific industry risks and use that knowledge to inform their decisions (CIPD 2020).  Both analysis tools can be used for:
· Workforce planning
· Strategic business planning
· Organisational change (CIPD 2020)
· Problem solving
· Personal development planning (CIPD 2020)
PBE Fuels are a well-established small business, the completion of both SWOT and PESTLE uncovered that the company worked with an external organisation to implement all aspects of employment law and ensure the relevant policies and procedures are in place. Due to the large machinery used, ensuring extensive health & safety laws, licences and age restrictions are abided by is PBE’s primary focus. 
Technology is improving the way the company works, making processes more efficient for both employees and customers. Social media is allowing the organisation to widen their customer reach attracting new customers and communicating more effectively with current clients. The use of CCTV and monitoring systems is becoming increasingly important within the company’s HR team due to the implementation of home working. 
The implementation of new government initiatives encourages both individuals and businesses to consider their carbon footprint and the importance of becoming carbon neutral. This could increase demand for the business. However, this depends on the RHI scheme. If the government announces a new scheme to replace the current one- people will have the financial incentive to go carbon neutral- increasing the number of people opting for and installing biomass systems contributing to increased business demand. 
COVID-19 is a direct threat to the business- it has already contributed to three redundancies within the company. The length of lockdowns, economic recession and the furlough scheme are all factors which will determine the company’s survival. Local tourism attractions make up a large percentage of PBE’s customer base. If these businesses do not reopen soon, there is a threat to future investments due to loss of income. COVID-19 is also affecting consumer spending habits due to a loss of confidence causing people to manage finances carefully.
To conclude, PBE Fuels is a strong company with the opportunity to continue to grow. However, their future depends on the current economic situation improving and the continuation of the RHI scheme. 
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