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Assignment Part 1 - Report

Assignment Question:
Choosing an organisation of your choice, conduct a critical evaluation of the current business environments and their influence on Human Resource Management

Critically evaluate how the resourcing of the United Kingdom Higher Education sector, with specific reference to University of Wales Trinity Saint David (UWTSD), and specifically in terms of human resources and talent management, is affected and informed by both internal and external factors. Discuss how these factors can influence the human resource policies, procedures, and processes adopted by the organisation for competitive advantage.
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[bookmark: _Toc195046476]Acknowledgement format of AI tool use
I acknowledge the use of the Microsoft Copilot application on 2nd April 2025 to RESEARCH my work for this assignment.

RESEARCH: For this assessment, you can use Generative AI to support you in research, including searching for bibliography, using tools to summarise, compare and interrogate materials. 

I used the prompt(s):
1. Help me with my research, including searching for bibliography, using tools to summarise, compare and interrogate materials to Critically evaluate how the resourcing of the UK HE Sector specifically in terms of human resources and talent management, is affected and informed by both internal and external factors. Discuss how these factors can influence the human resource policies, procedures, and processes adopted by the UWTSD for competitive advantage. This should be supported by relevant theories, models, and real-world examples and use a range of academic sources to substantiate your analysis. Also give Harvard style citation and list of references.
2. Help me with my research, including searching for bibliography, using tools to summarise, compare and interrogate materials to Critically evaluate how the resourcing of the UK HE Sector specifically in terms of human resources and talent management, is affected and informed by both internal and external factors. Discuss how these factors can influence the human resource policies, procedures, and processes adopted by the sector for competitive advantage. This should be supported by relevant theories, models, and real-world examples and use a range of academic sources to substantiate your analysis. Also give Harvard style citation and list of references.
3. Can you help me find more academic sources, scholarly research, journal articles?

I confirm that I have not presented any AI generated text as my own work. I confirm I
have copies of my drafts, notes, and other resources I used before, and after the use of AI tools which I may be asked to provide in evidence.

Note to lecturer:
Although using Generative AI sounded an innovative idea at the time, I reverted to the old-fashioned internet search engines like Google Scholar and Research Gate for academic material.

[bookmark: _Toc195046477]Executive Summary
Introduction: This report critically evaluates how the resourcing of the United Kingdom Higher Education (HE) sector, with specific reference to University of Wales Trinity Saint David (UWTSD), and specifically in terms of human resources (HR) and talent management (TM), is affected and informed by both internal and external factors. The primary objective was to understand how Human Resources and Talent Management needs to be aligned with the strategic goals of the organisation.

Objectives: 
· To identify internal and factors influencing HR and Talent Management in the HE Sector
· To consider the implications of the above for UWTSD’s Strategy
· To provide recommendations for ensuring UWTSD’s HR and Talent Management Strategy remains aligned with its business objectives.

Methodology: The research was based primarily on a literature review relating to the key objectives above and then by critically reviewing the HR and TM strategies of UWTSD. Exploring recent and relevant academic and practitioner research as well as latest news articles of how other universities have reacted to the shifting changes/ challenges in the sector was key to developing the arguments in this report.

Key Findings:
· UWTSD has a HR structure that enables Business strategy and HR strategy to be aligned.
· UWTSD should continue to provide appropriate development opportunities for staff to retain them in post.
· UWTSD needs to examine its culture to ensure it continues to meet its future operational needs.
· UWTSD must implement targeted recruitment strategies to attract leading researchers and educators to develop a competitive edge.
· UWTSD needs to adjust to changes brought about with the continued introduction of AI and how it is used in teaching.

Conclusions: UWTSD’s HR and TM strategy and structure currently meets the shifting organisational goals and objectives. The Director of HR and the HR Business Partners already support leaders in transformational activities. There is a clear need to ensure this continues and that HR is sufficiently resources as the business priorities continue to change in the sector.

Recommendations:
The key recommendations of this report are:
· Continue to review strategy, policy, and procedures, and update as required to reflect operation challenges.
· Continue to use the current HR team structure to enable HR Business partners and the Head of HR can support senior leaders in their business transformational activities.
· Review and update the online systems for managing transactional HR activities so UWTSD is not left behind the ‘automation game.’
· Continue to use Microsoft BI to enable the ‘business’ to make ‘Data-driven’ decisions.
· Make more use of on-line recruitment solutions and interviews to make the best choice for the job as well as meeting organisational environmental objectives.

Implications: The study highlights the importance of UWTSD’s HR Team working with the business leaders in the organisation and aligning HR and TM strategy, policy and procedures to the business goals and objectives of the organisation. Failure to do so will mean that UWTSD will lose its competitive edge and attract students to maintain the viability of its quality programmes.
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[bookmark: _Toc195046479]Introduction
The UK Higher Education (HE) sector is facing numerous challenges and opportunities in Human Resource Management (HRM) and Talent Management (TM). The University of Wales Trinity Saint David (UWTSD) operates in a dynamic environment where both internal and external factors significantly influence its human resources (HR) and talent management strategies. This report critically evaluates these factors and their impact on UWTSD's HR policies, procedures, and processes, aiming to understand how the university can leverage these elements for competitive advantage. 

UWTSD’s HR function consists of a team of HR officers who support managers across the organisation with day-to-day HR related activities such as initial HR advice on policy and process. HR Business Partners are available to Institute leaders and managers on more complex HR matters such as recruitment, discipline, and workforce planning. The Director of HR collaborates with senior managers and the Senior Leadership Team on strategy and organisation development. This aligns with Dave Ulrich's model of HR roles highlighting the strategic partner role of HR in driving organizational success (Ulrich, 1997). At UWTSD, HR can function as a strategic partner by aligning talent management practices with the university's long-term goals, such as enhancing research capabilities and improving student outcomes.

UWTSD’s HR Policies and Procedures range from adoption to whistleblowing and are hosted on the UWTSD Intranet pages (UWTSD, 2025c) and are written to allow staff and managers to resolve HR issues with minimal direct HR support. This approach enables the HR team to spend less time on the transactional activities and focus on the transformational, strategic organisational challenges.

It can also be said that the structure mirrors that in the Harvard Model of HRM which emphasizes the importance of aligning HR policies with organisational strategy and external environment (Beer et al., 1984). 

[bookmark: _Toc195046480]Critically evaluate how the resourcing of the United Kingdom Higher Education sector, with specific reference to University of Wales Trinity Saint David (UWTSD), and specifically in terms of human resources and talent management, is affected and informed by both internal and external factors.

[bookmark: _Toc195046481]Internal Factors Affecting HRM in the UK HE Sector
[bookmark: _Toc195046482]Organizational Culture and Structure
The HE sector’s culture impacts on HRM. The values and beliefs can vary from institution to institution. The organizational culture and structure of UWTSD play a crucial role in shaping its HR and talent management practices. A strong, positive culture can enhance employee engagement, retention, and performance. For instance, the Competing Values Framework (CVF) by Cameron and Quinn (2011) can be used to analyse UWTSD's culture and its alignment with HR practices. 
[bookmark: _Toc195046483]Leadership and Management
Effective leadership is vital for successful HR management. Transformational leadership, which inspires and motivates employees, can lead to higher job satisfaction and performance. At UWTSD, leaders who adopt a transformational style can foster a supportive environment that encourages innovation and professional growth (Bass and Riggio, 2006). This leadership style can influence HR policies to prioritise leadership development programs and succession planning. UWTSD have designed and implemented a ‘Future Leaders programme.’
[bookmark: _Toc195046484]Employee Engagement and Satisfaction
Employee engagement and satisfaction are critical for retaining top talent. Herzberg's Two-Factor Theory, which distinguishes between hygiene factors and motivators, can be applied to understand what drives employee satisfaction at UWTSD (Herzberg, 1966). HR policies that address both hygiene factors (e.g., salary, job security) and motivators (e.g., recognition, career advancement) can enhance overall employee satisfaction and retention.

[bookmark: _Toc195046485]Employee Learning and Development
UWTSD supports all academic staff through encouragement in obtaining HEA Fellowship (UWTSD, 2025e), this not only ensures all staff attain the recognised standard but also gives staff recognition for their experience as well as job security.

Mandatory training is made available through the UWTSD Intranet and identifying staff development needs sits with their line manager. UWTSD could follow best practice by aligning learning and development directly to business objectives. This would help achieve business goals and to develop a robust succession plan. 


[bookmark: _Toc195046486]External Factors Affecting HRM in the UK HE Sector
The external factors can be captured and critically analysed using a PESTLE analysis. By capturing the Political, Economic, Social, Technological, Legal and Environmental factors impacting on the UK HE Sector and then applying the UWTSD Lens.

Based on the journal article "Developing new understanding of how global talent flow impact individual and firm performance by using big data" by Baruch et al. (2023), the PESTLE analysis below gives the views of Baruch et al and then examines how UWTSD is operating its HRM in response to the external pressures identified.
[bookmark: _Toc195046487]Political Environment
Changes in immigration policies and international relations can significantly impact global talent flows and the strategic HRM function of organizations. For instance, stricter immigration policies can limit the availability of skilled foreign workers, making it challenging for companies to fill critical roles. Conversely, favourable immigration policies can enhance talent mobility, allowing organizations to access a broader talent pool. International relations also play a role, as diplomatic tensions or trade agreements can influence cross-border talent movement (Baruch et al., 2023).
With Education policy being devolved from the UK Government to the Wales Senedd, and the Senedd Elections taking place in 2026, opposition parties are making news headlines with ideas for change/improvement. ‘Plaid Cymru has called for a cross-party [review] to look at how students are supported and how Welsh universities are structured’ (BBC News, 2025). This often distracts from the work taking place in development of business goals and HR policy to make UWTSD a great university to study/work at.
With ‘the introduction of new restrictions on student visa routes in January 2024, there has been a reduction in the numbers of international students coming to the UK’ (Senedd Research, 2024), and reduced student numbers in Wales (UCAS, 2024), this has brought financial pressures on the sector. 
Nash (2025) reported that ‘Welsh unis call for nuanced UK immigration strategy’, this necessary pressure is needed to raise the issue with our politicians in Westminster and in the Senedd.
In February 2025, in response to the challenges, the Minister for Further and Higher Education, Vikki Howells said: ‘Universities across Wales are anchor institutions in our economy, our communities and our culture. This funding [£18.5m] will contribute to the longer-term sustainability of universities.’ (Welsh Government, 2025). Sadly, this could be too little, too late as can be seen under the Economic Environment below.
Political influences have direct impact on UWTSD’s business strategy and thus impacts on its people, resulting in a need to review HRM strategies, policies, and procedures.
[bookmark: _Toc195046488]Economic Environment
Economic factors such as global market trends, economic stability, and labour market conditions influence the movement of talent across borders and affect performance. During economic downturns, companies may reduce hiring or focus on cost-cutting measures, impacting talent mobility. Conversely, economic growth and stability can encourage firms to invest in attracting and retaining top talent. (Baruch et al., 2023).
The economic environment significantly impacts HR practices at UWTSD. Economic downturns have led to budget cuts, affecting recruitment and training programs. Conversely, a booming economy can provide more resources for HR initiatives. The Resource-Based View (RBV) theory suggests that organisations can gain a competitive advantage by effectively managing their resources, including human capital (Barney, 1991). UWTSD can leverage this by investing in employee development during economic upturns to build a resilient workforce. (See Future Leaders programme above.)

Despite many universities having financial reserves and the Welsh Government minister responsible for HE states, "Not all of them [reserves] are easily accessible but I do think it's something each university should be considering, and other universities have done that in the past to minimise job losses." (Loader, 2025), job cuts are prevalent. 

UWTSD has seen termination of short-term contracts and Voluntary Severance schemes to reduce the pay bill. This has directly impacted on the operation of HR services with HR staff being deployed to manage termination of staff. Any new recruitment is subject to a business case approval with HR and Finance working together in the decision process. This approach was outlined by Charan, R., et al (2015) in their Harvard Business Review article, ‘People Before Strategy: A New Role for the CHRO’, which included the benefits of HR and Finance working together on strategic decisions with the organisation’s CEO.

[bookmark: _Toc195046489]Societal expectations
Cultural differences and societal expectations significantly impact the integration and performance of global talent within organizations. Effective management of cultural diversity can enhance creativity and innovation, but it also requires culturally aware management practices to ensure smooth team dynamics and conflict resolution. Organizations that invest in cultural awareness training and develop inclusive policies are better positioned to manage a diverse workforce effectively (Baruch et al., 2023).
UWTSD states in its organisational values that, ‘Through our activities we promote: Wales and its distinctiveness, through embedding the goals of the Well-Being of Future Generations (Wales) Act in all our activities, and by celebrating the vibrant culture, heritage, and language of Wales.’ (UWTSD 2025b).

This strengthens UWTSD’s commitment to the Welsh cultural heritage and future generations. Again, there is a need for the corporate goals and business objectives to be aligned to HR strategy and policy. 

[bookmark: _Toc195046490]Technological Advancements
Advancements in big data analytics and technology can improve the management of global talent and enhance individual and firm performance. Big data can help HR professionals make informed decisions about recruitment, performance management, and talent retention by analysing patterns and trends. Technologies such as AI and machine learning can automate routine tasks, provide personalized employee experiences, and facilitate remote work and collaboration (Baruch et al., 2023).
Technological advancements influence HR practices by enabling more efficient recruitment, training, and performance management processes. The adoption of HR Information Systems (HRIS) can streamline administrative tasks and provide data-driven insights for decision-making (Kavanagh, Thite, and Johnson, 2015). 

UWTSD can use technology to enhance its talent management strategies, such as implementing e-learning platforms for continuous professional development. IT applications are used to support HR processes in a transactional flow for pay, learning and development bookings, annual leave request etc. These need little to no involvement with HR as the approvals are needed by the line manager.

‘Data-driven analytics, which involves the systematic analysis of quantitative and qualitative data to guide decision-making, has become a cornerstone of effective HRM.’ Okon et al (2024). This is showing clear benefits for data driven decision making in UWTSD with the use of Power BI helping with curriculum review decision and enables HR to provide data for every business discipline.

[bookmark: _Toc195046491]Legal and Regulatory Framework
Organizations must address various legal considerations when managing global talent flows, including labour laws, employment regulations, and immigration requirements. This includes adhering to regulations on working hours, overtime, data privacy, and employee rights. Understanding and navigating these legal complexities is essential for successful global talent management (Baruch et al., 2023).
Employment laws, health and safety regulations, and equality legislation shape HR policies and procedures. For example, the Equality Act 2010 in the UK mandates non-discriminatory practices in recruitment and employment (Equality Act 2010). UWTSD must ensure its HR policies comply with these regulations to avoid legal repercussions and promote a diverse and inclusive workplace.
UWTSD also complies with the standards and frameworks of the Quality Assurance Agency for Higher Education. These directly impact on HRM policy e.g. ‘Appraisal systems are incorporated into the Quality Assurance Agency for Higher Education’s institutional audit handbook and are, therefore, subject to scrutiny.’ (Croner-I, 2020). 

UWTSD was last reviewed by QAA in March 2022 and the recommendations provided a learning and development plan for lecturers to help UWTSD with quality enhancement. (UWTSD, 2022d).

[bookmark: _Toc195046492]Environmental
Organizations can incorporate sustainability practices into their HRM strategies to address environmental concerns while managing global talent. This includes adopting green HR practices, such as promoting remote work to reduce carbon footprints, implementing sustainable office practices, and encouraging environmentally friendly behaviours among employees. Integrating sustainability into HRM not only helps meet regulatory requirements but also aligns with the growing demand for corporate social responsibility (Baruch et al., 2023).
In their research Mahesh et al (2024) suggest that ‘Sustainable education is achieved through ‘Green Human Resource Management’ practices such as virtual interviews, training, e-meetings, recycling, green payroll [….]’ some of these HR approaches were adopted by UWTSD with the onset of the Covid-19 pandemic which have continued since.
UWTSD has numerous HR policies that support the ‘Green Agenda.’ These include a ‘Travel to Work Loan Scheme Policy’ to encourage the use of electric vehicles and bicycles for work travel. The ‘Staff Smoke Free Policy’ to provide a clean and safe environment. The ‘Flexible Working Policy’ is currently being reviewed by HR to bring it back in line with corporate goals after the mass exodus caused by the Covid-19 pandemic. (UWTSD, 2025c).



[bookmark: _Toc195046493]Implications for UWTSD's Strategy
The resourcing of human resources and talent management at the UWTSD has significant implications for its overall strategy. By aligning HR practices with strategic objectives, UWTSD can boost its competitive advantage and achieve long-term success.
[bookmark: _Toc195046494]Strategic Alignment
The Harvard Model of HRM emphasizes the importance of aligning HR policies with the organization's strategy and external environment (Beer et al., 1984). For UWTSD, this means ensuring that recruitment, development, and retention practices support its mission to provide high-quality education and research. Strategic alignment can lead to improved performance and a stronger competitive position in the HE sector.
[bookmark: _Toc195046495]Talent Management
Effective talent management is crucial for UWTSD to attract, develop, and retain top academic and administrative talent. Talent management practices should be integrated with the university's strategic objectives to enhance overall performance (Bradley, 2016). For example, UWTSD can implement targeted recruitment strategies to attract leading researchers and educators, thereby boosting its research output and academic reputation. Additionally, investing in professional development programmes can help retain talented staff and foster a culture of continuous improvement.
[bookmark: _Toc195046496]Competitive Advantage
By focusing on the development and effective use of its workforce, UWTSD can stand out from other universities. This involves creating a safe and supportive workplace, offering competitive renumeration, and promoting a culture of innovation and collaboration. The Resource-Based View (RBV) theory suggests that organizations can gain a competitive edge by effectively managing their resources, including human capital (Barney, 1991).
[bookmark: _Toc195046497]Adaptation to External Factors
UWTSD must adapt its HR practices to respond to external factors such as economic conditions, legal regulations, and technological advancements. For instance, during economic downturns, the university may need to prioritize cost-effective HR initiatives while maintaining employee morale and engagement (Delaney and Huselid, 1996). Compliance with legal and regulatory requirements, such as the Equality Act 2010, is essential to avoid legal repercussions and promote a diverse and inclusive workplace (Equality Act 2010). Technological advancements, such as HR Information Systems (HRIS), can enhance the efficiency of HR processes and provide data-driven insights for decision-making (Kavanagh, Thite, and Johnson, 2015).
[bookmark: _Toc195046498]Organisational Culture
The organizational culture at UWTSD plays a significant role in shaping HR practices and influencing employee behaviour. A positive and collaborative culture can enhance employee engagement, satisfaction, and performance (Cameron and Quinn, 2011). UWTSD should focus on fostering a culture that aligns with its strategic goals and values. This involves promoting teamwork, innovation, and continuous learning. UWTSD should review its changing culture by applying the Competing Values Framework thus identifying the dominant culture type.


[bookmark: _Toc195046499]Recommendations  
In conclusion, the resourcing of UWTSD in terms of human resources and talent management is influenced by a complex interplay of internal and external factors. By understanding and addressing these factors, UWTSD can develop HR policies, procedures, and processes that enhance its competitive advantage. The application of relevant theories and models, along with insights from the sector, provides a comprehensive framework for evaluating and improving HR practices at UWTSD.

The key recommendations of this report are:
· Continue to review strategy, policy, and procedures, and update as required to reflect operation challenges.
· Continue to use the current HR team structure to enable HR Business partners and the Head of HR can support senior leaders in their business transformational activities.
· Review and update the online systems for managing transactional HR activities so UWTSD is not left behind the ‘automation game.’
· Continue to use Microsoft BI to enable the ‘business’ to make ‘Data-driven’ decisions.
· Make more use of on-line recruitment solutions and interviews to make the best choice for the job as well as meeting organisational environmental objectives.
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