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HR Management 

Consultancy Report to compare 2 companies
Executive summary

The following paper is a human resource consultancy report made to provide the comparison between 2 companies of Hong Kong belonging to the same corporate sector. The 2 organisations on which the report is based are China Resources Ng Fung and Kampery, which are functioning within the confines of food and beverage sector. The report takes into account one HR issue that is being encountered by both the entities and which is acknowledged to be staff recruitment. The primary concern associated with this issue is that the firms find difficulty in acquiring skilled and talented professionals for inflating the current level of operations of both corporations. It uses organizational recruitment theoretical model to discuss their HR issue being faced by them in organisational confines. Lastly, this report discusses about the feasible recommendations for the short, mid and long term of the human resource planning with their advantages and disadvantages, followed by the limitations and conclusions.
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Chapter 1. Introduction

This Human Resource Management Consultancy Report covers information about the two companies operating within food and beverage sector, namely, China Resources Ng Fung and Kampery. The report refers to consented interviews with both of HR managers (Appendix 1&2) and covers sections like comparative background of both the organisations, HR issues, scope, analysis and recommendations. 
1.1 Background of the companies

	BASIS
	CHINA RESOURCES NG FUNG 
	KAMPERY

	Year of Foundation
	China resources Ng Fung Limited ( CR Ng Fung) was founded in the year 1951-1980.
	This organisation was established during the year 1993. 

	Sector
	China resources Ng Fung Limited ( CR Ng Fung ) mainly operate their functioning in food enterprise industry under China Resources Limited. 
	Kampery mainly carries out its operations within Food & Beverage Sector.

	Background of Company
	It has been identified that Ng Fung Hong duly founded and started business in the segment of agriculture product trade. Further it has been evaluated that Ng Fung Hong founded and co-sponsored the first China Import and Export Fair ( Canton Fair ).
	This organisation operating within the confines of Hong Kong is engaged in production, whole-selling, retailing, imports and exports. This Group is inclusive of Mocaroma, Kampery F&B Services, Red Dot Dot and Chateau Le Cleret.

	Market Positioning
	China Resources Ng Fung Limited ( CR Ng Fung ) marked their presence in Top 500 Global Corporations.
	This is regarded to be one of the top coffee and tea dealers within the boundary of Hong Kong.

	Products and services offered
	Company engage in the process of effectively providing different types of products and services to their customers as to satisfy their need in well defined manner. Main products that company offer include fruits and vegetables, rice, frozen foods, meats, modern agriculture industry and import foods. 
	Over the course of time, this company has been providing professional tea as well as coffee solutions that comprise of tailor-made services for the organisation's clientele. The respective corporation is also engaged in offering wholesale items like quality coffee, tea and other kind of machineries as well as equipments. The wholesale business of the company includes white as well as red wine items together with associated offerings at market place. The services of Kampery are accessible within hotel, club, restaurant within the confines of Hong Kong, China and Macau.

	Market areas covered
	China resources Ng Fung Limited ( CR Ng Fung) mainly operate their functioning in area of Hong Kong and Mainland China markets. 
	The regional office as well as subsidiaries of Kampery is situated within the confines of China, France, Macau and Canada. Furthermore, the respective organisation is mainly carrying out its business operations within the periphery of Hong Kong.

	Table 1: From this research.


Chapter 2. Recruitment environment in Hong Kong
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Figure 1: Hong Kong unemployment rate from HKTDC, (2019).


The figure 1, Hong Kong's unemployment rate fell to 2.8% in 2018 and the first quarter of 2019 (HKTDC,2019). 
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The figure 2 shows the shortage of labor in retail of service sector. 
Low unemployment rate causes for workforce shortage, labor market conditions in the information, retail, logistics and warehousing sectors are tightening. Hong Kong companies face difficulties on rising wages (HKTDC, 2019). They have brought the greatest organizational attention to recruitment (Hsia & Chau, 2018). 

Chapter 3. Challenge on staff recruitment

Recruitment is termed as a process in which functions related to attracting, short-listing, selecting and appointing best effective and suitable candidates in particular job position within an organizational work structure. The lack of communication and understanding between recruiters and hiring managers can lead to many problems in the recruitment process, including the inability to identify the right skills among potential candidates or the best way to find the right talent (Lim et al,216).
As baby boomers begin to retire, millennials begin to dominate the workforce. Millennials are unique in that they love technology and are more inclined to meet personal needs than the organizations in which they work. They crave open communication and regular feedback. The challenge for recruiters is that these millennials tend to jump ship, which increases workload because they have to find candidates for the same position more frequently (Meng and Berger,2018).

Most recruiters are proficient in using technology tools to their advantage, but they do not have the ability to use data effectively. For recruiters, the most important thing is to be able to use this data to make better hiring decisions and improve their processes. But this hardly happened (Pacheco & Webber,2016).

One of the biggest challenges faced by recruiters in balancing the speed of recruitment with the quality of recruitment. Although you want to recruit candidates as quickly as possible, there is always an urge to get the best talent, which usually takes time. Increasing the speed of recruitment may be one of the most difficult tasks for recruiters (Kovvali, Mahajan and Joon,2018).

Most recruiters waste valuable time by performing unnecessary and ineffective management tasks, which can lead to duplication of work. In particular, tasks such as finding potential talented candidates and reviewing their resumes should take hours instead of days. The time spent by many recruiters on these management tasks can be used to send clients the final candidate of choice. This has led recruiters to increasingly use applicant tracking systems (Berman et al,2019).


The most recruiting challenges faced by companies to attract the appropriate or right candidate in the right places (McNulty & Hutchings,2016), this could be the toughest task as without knowing the vacancy  in the job, the candidate would not tends to move towards the organisation. Engaging qualified candidates is another challenge faced by the companies. 

It has also been identified that it is essential for organisations to abide all legal laws and regulations that are related to offering equal opportunity employment and non-discrimination in hiring. With the help of all these measures company can effectively able to recruit candidates and can further able to ensure their long term sustainability in entity.
3.1 Major issue that has been faced by China Resources Ng Fung and Kampery

It has been identified that both the organisations face difficulties related to recruiting experience staffs. They are relying on traditional methods of recruiting employees, such as newspaper ads and employee referrals, which based on relatively low-tech methods. This is one of the most important and major issue that not only impact upon organisational smooth functioning but also affect interest of stakeholders. As if company does not have experienced staff then it automatically leads towards affecting operations of company in number of ways.
 In context with China Resources Ng Fung manager engaged in the process  of recruiting fresh talent and staff with the help of social media as well as head thunder. This further leads towards high turnover of new staffs. As candidates with this might not effectively get with organisation culture and does not find their capabilities fit of job. In addition to this, one of the major challenges that have been faced by entity’s manager is that organisation received in total of 10-13 applicants but out of that only 2-3 applicants marked their presence for interview. Along with this some of the applicants heard for the payroll amount and no replied again. All these issues significantly affect organisation in number of ways. As in the process of recruitment it is essential for company to invest funds thus, if later company does not fulfil their aim from the recruitment process which is to select effective and potential candidates for their job then whole fund that has been invested by entity lead towards waste.  Thus, in this, it is essential for China Resources Ng Fung manager to encourage their existing staff to explain their friend about organisation culture benefit. Thus will the help of this they can make them introduce in company is easy and faster way. While in terms of Kampery this has been identified that major problem for company in staff recruitment is that they find difficulties to recruit talented employees as it is hard to recruit candidates on education level. All these challenges impact upon company in many ways. In addition to this it has also been identified that training and development is also one of the major issue that has been faced by company. As entity always focus upon recruiting large number of employees as they always face shortage of manpower.

If organisation does not have experience employees to perform their functions it automatically lead towards low turnover of company that further impact upon organisational profitability. 

Chapter 4. Scope
The main challenge and problem that influence interest of different stakeholders is staff recruitment. This root cause is organisation only focus to recruit large number of employees in their organisational structure try. In order to overcome them organisation can redrafted the job advertisements that offer different type of benefits and training with the help of which the can further able to retain them for long period of time. As organisation recruit large number of candidates but later it turns towards high staff turnover because some of the employees don’t understand the culture of company. 
In this it is essential for HR manager to encourage employees by providing them different type of benefits to make adaptability, flexibility and receptiveness them for organisational culture changing. Further it is also essential for HR manager to offer them training, good leader, open communication and development in order to make them compatible with the job requirement within company (AREGU,2017). This will allow them to improve ways to have understanding of company culture and their rules with the help of which they can further be able to perform their roles in best effective manner. 
The work environment is a creative and open-minded place where people can inspire new ideas and explore alternatives. Employees are united by curiosity; leaders emphasize innovation, knowledge and adventure. Furthermore, the work environment is a relaxed place, and people tend to do things that make them happy. Employees are united by playfulness and motivation; leaders emphasize spontaneity and sense of humours (Sutanto,Scheller-Sampson and Mulyono,2018).

According to the need and requirement of jobs as per according to the above mentioned discussion it has been identified that issue of staff turnover affect both of the organisation in number of ways and also influence interest of different stakeholders.HR manager should review existing package, like no. of annual leave, promotional track and do exiting salary range in line with that of the industry or other work compensation arrangements that are inferior than those of competitors in the same industry.

 With the help of experienced staff it will further lead towards increasing overall profitability and productivity of organisation in best effective manner. The figure below shows a model for an organizational recruitment process:
Chapter 5. Organizational recruitment process theoretical model analysis
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Figure 3. Recruitment process model (Breaugh et al., 2008, p104)


The various stages of the recruitment process mentioned earlier, the box labeled “Intervention of Candidate Variables” in Figure 1 would give a basic ideas in planning about hiring procedures, these candidate variables have a significant impact on the recruitment process. When company instances attracting the attention of someone who are not currently seeking for a job, general hiring methods such as newspaper advertising will not work. Therefore, it is particularly important to focus on the candidate variable (Breaugh, 2008,p105).

5.1 Recruitment method

There are some difference within formal recruitment methods. Formal jobs search methods involve candidates using non-personal mediator services between potential employers and themselves, such as advertising in newspapers or Internet, while in informal recruitment methods, existing employees or others will disseminate job vacancy information obtained through interpersonal channels, including recommendations and headhunters (Cooley & Parks-Yancy, 2016). The recruitment process can be conducted through external or internal recruitment. Companies can use external or internal methods to employ new talents, or they can choose to use internal and external recruitment (Ye, de Salas,& Ollington, 2016). 
5.1.1. Internal recruitment and promotion

In internal promotion, both companies look for resources to fill vacancies from the organization's current workforce. Internal resources may also refering to previous applicants, staff recommendations and former staffs (Seeck & Diehl,2017). These recruitments and activities are shown in table 2 as below:
	Internal recruitment method
	Activities

	Internal transfers
	Company transfers exiting staff from current work to another similar work. These jobs do not involve any changes in level, responsibility and/or reputation. The number of worker does not increased with the transfer.

	Promotion
	Company is seeking exiting staff into higher vacate position job from his current position. This promotion may motivate employees to enhance performance, therefore they may also be promoted.

	 Present Employee
	HR manager who currently have problems are notified of possible vacancies. Employees recommend their relatives or close people. Management no longer looks for potential candidates.
People recommended by HR manager are usually suitable for these jobs because they understand the requirements of each position. Current employee takes full responsibility for the employees they refer to and ensure their correct behavior and performance.

	Table 2: From this research.


For success in internal promotion, the organization have to identify current human capital. Staff referrals are considered anyone of the earliest sources of recruitment, a cost-effective way to recruit (Palaniappan & Arasu,2017;Rashmi, 2010,p36). It is easier to find vacant candidates while knowing their behaviors skills, qualifications and work experience (Palaniappan & Arasu,2017).
The advantages of internal promotion is not only a faster and cheaper way to recruit, it also has its own advantages. Compared with external recruitment, internal promotion is considered to provide a quiet reliable way to hire employees because the knowledge about current employees is more detailed than external candidates. Making the most of internal resources can provide many advantages, such as the ability to take advantage of employees and increase their loyalty, because they consider capabilities and provide opportunities for promotion and loyalty (Sendeku,2017). Nevertheless, internal promotion has its limitation. Current workforces offer limited candidates which lacks of potential external candidates with new perspectives and fresh ideas (Sabina & Colwell, 2018; Rashmi, 2010,p26). 

The disadvantages of internal sources, it may not be a sufficient number of qualified staff in the organization
5.1.2. External recruitment
The methods of external recruitment is that resources to fill vacancies are obtained from outside of companies as shown in table 3:
	External recruitment method
	Activities

	Advertisement
	Company posts job advertisements in professional journals and newspapers which advertisements attract candidates in huge number of highly variable quality.

	Schools, Colleges and Universities
	Company recruits certain jobs that require technical or professional qualifications (or placement) directly from educational institutions. These are closed jobs tight between companies and educational institutions can help find the right people. 

	Employees referrals 
	Company encourages current employees to help them in job application from people they know.

	Labour contractors
	The contractor keeps in touch with the workers and takes them where they are needed. They get commissions from the numbers they provide.

	Head-hunters or recruitment agencies.
	Agencies are based on company’s needs to look for potential job seekers from various industry newspapers, publications and competition organizations (Kekäle,2018;Graham & Bennett, 1995,p179).

	Table 3: From this research.


The advantages of external recruitment are that advertis recruitment companies, campus recruitment, recruitment portals, job fairs and head-hunters are great ways to provide organizations with talent. These talents help in better techniques, new methods,  idea and human resource mix to company (Cui, Khan & Tarba, 2018; Rao, 2009,p102 and Rashmi, 2010,p35;).
When seeking expertise with  saving your recruiting time and resources, you can use external recruitment agencies to recruit talent. In addition to the above, the organization decided to use a recruitment agency because it wanted to focus on the most important stages about recruitment process, making-decision. These recruitment process is usually brought out in part or done by recruitment agencies (Robinson-Pant & Magyar,2018;Korosuo & Järvinen,1992, p96–98). 
The disadvantages of external recruitment are expensive for agencies fee. Furthermore, an older employees may not work with new employees because they believe their rights have been taken away by new employees. This problem can be very serious, especially when recruiting higher-level people from the outside. They become lack of co-operations.

External recruitment may be more time consuming and expensive than internal promotion. However, external recruitment will provide more applicants (Kimera,2018 ). 

5.1.3. Informal and formal recruitment method
There are a difference with formal recruitment methods. Formal jobs search methods involve candidates using non-personal mediator services between potential employers and themselves, such as advertising in the internet or magazines as informal recruitment methods, existing employees or others Will disseminate job vacancy information obtained through interpersonal channels, including headhunting and recommendations (Sameen, 2016; Behtoui, ,2008,p412; Marsden & Gorman, 2001,p468).

Both informal and formal recruitment methods have disadvantages and advantages according to their characteristics. Formal recruitment method is characterized by extensive information dissemination, naturally accompanied by high price tags. Furthermore, formal methods often require a significant amount of screening activity, as the number of applicants is usually large and not different. Formal recruitment methods allow the organization to reach all potential employees, resulting in a wide range of candidates. Formal recruitment methods do not attract the attention of someone who may not actively seeking job, that will not an effective method (Herron & Wrathall,2018;Breaugh, 2008,p105; Marsden,1994,p 981.)

The disadvantages of informal recruitment methods are that exiting employees tend to attract job seekers similar to themselves, so they attract alike applicants, and they lack chances to attract alike qualified candidates. When using informal recruitment methods, applicant pools are naturally more restricted (Sameen,2016,p286;Marsden,1994,p981).

Early literature on recruitment methods focused on using traditional recruitment methods including newspaper advertising, but has shifted to more modern recruitment methods(Breaugh,2008,p103). The Internet has changed the recruitment methods that E-recruitment affects the effectiveness of staff recruitment (Rumangkit and Dwiyan,2018,;Boydell,2002). 
\
5.1.4. The most innovative methods of recruitment

The most innovative recruitment methods help to alleviate shortage of labor as table 4-6 below: 

	Recruitment methods
	Activities for recruitment effectively.

	Inclusive job
adverts

	AI-driven writing tools can significantly improve your
Candidate pool (Rana, 2018)..

	Programmatic advertising
	Hire on a niche website where your target candidate is hanging around (For example: Instagram social media adv., Amazon posts job adverts on Tinder etc.), The main takeaway is get to reach your candidate. Then, you may do programmatic advertising or other hiring methods to ensure they find your ad. (Krishna & Mohan,2016). 

	Video
interviewing

	This technique collects data about eye movements, verbal response, and nonverbal communication. These information are used to predict the likelihood of a applicant's success in future work. When you have candidates living abroad, using video technology may be a good option. This saves them both money and time, and also benefit from a bigger candidate pool (Mejia & Torres,2018). 

	Benefit from
the gig
economy

	Using anyone of the many freelance platforms external that can hire some motivated freelancers. You can save time and money because you don't need to follow the usual hiring process (Holthaus & Stock, 2018). 

	Table 4: From this research.


	Recruitment methods
	Activities for recruitment effectively.

	Passive
candidates

	Employers may reach someone-including passive candidates. They may interact and build relationships with these candidates. Even though passive candidates are not interested now, connections have been established through social media. So when you finally want to change careers, your company may be the first one to think of (Suen,2018).



	Employee
referrals

	Employee referral is kind of effective methods. Recommended new staffs are usually more productive, engaged  and less likely to leave (Shenoy & Aithal, 2018).



	Social media


	Especially young candidates are used to looking for a job though some kind of social channels. The popular social media are "Big Four" (Facebook, Instagram, Twitter and LinkedIn). Recruiters are trying to think external social events and trying to find new talent in places like Tinder, SnapChat and Bumble (Carpentier, Van Hoye & Weijters, 2019).



	Virtual reality

	VR can provide your (remote) job seekers with services such as virtual tours, realistic or offices, or identify company’s culture to candidates. Compared to video, VR headsets show a higher level of detail and realism. And it doesn't so expensive (Smith et al,2019).



	Table 5: From this research.


	Recruitment methods
	Activities for recruitment effectively.

	Use data

	This recruitment method uses data to determine the hiring method as results you want, you need to start the assessment. It determines the timing from when company decide its need a new staff to when company actually start working? Which channel does candidate enter? What channel will get you the most successful offer? This data will assist you optimizing your recruitment strategy (Garcia-Arroyo & Osca, 2019). 



	Employer
review sites

	Most 21st-century candidates use a lot of time researching companies though online. Therefore, recruiter may to visit about  employer review sites in order to review where the company's pain points lie (if you haven't already done so) (Carpentier,Van Hoye & Weijters,2019)..



	Managing the

Aging

workforce


	For experienced workers in recruitment plans that ask the best performers to postpone retirement (renew with slightly different terms), and most importantly, develop mentoring planning (Ratten, 2019).

	Mobile 

Recruitment


	The mobile’s recruitment process is a great benefit to any job applicant experience. Nowadays, when candidates are used to do many things on their smartphones, they have high hopes for the company they are applying for (Palos-Sanchez, Saura & Debasa, 2018)..

	Table 6: From this research.


5.1.5. The impact of technology on recruitment
During the hiring process, organizations can use advanced technology to determine the most suitable person for the position by considering the availability and qualification of talents(Bondarouk & Brewster,2016, p2660).
Information technology provides many Internet platform for hiring, and organizations may collect resumes and application information without the need for hiring. With combining information from social media sites with hiring information, the recruiters will seek many information about candidates, enabling good job matching (Zang & Ye, 2015,p 42–44). Efforts have been made during the recruitment process to consider the characteristics of each stage and compare candidates with the chances  offered by these new technologies as below:
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Figure 4. A model of the recruitment process by new technologies.


Overview of the theoretical framework of figure 2, Technology-based tools will be used in hiring as table 7-9 as below:
	Technology
	Recruitment Objectives
	Strategy Development
	Recruitment Activities
	Benefits of technology

	On-line recruitment¹
	-Increase the visibility of your company (Searle, 2006).

-Predict organization- fit and job satisfaction  (Searle,2006).

-Online recruitment job boards(Galanaki, 2002).


	-Identifying passive candidates (Searle, 2006)

-Easy access to potential candidates (Searle, 2006).


	-Application and CV banks (Panayotopoulou, Vakola & Galanaki, 2007.).

-Screen about applicants (Viitala, 2007).


	-Online recruitment saves time & cost and also improves job seeker pool & quality of job seekers (Panayotopoulou, Vakola & Galanaki, 2007).

-Online recruitment has reduced routine work(Dhamija, 2012).

	·      Note 1: Online recruitment is including to post jobs thought website, receiving electronic applications, and using electronic recruitment tools such as various types of portals, application banks, resumes, recruitment robots and portals to help employers (Panayotopoulou,Vakola&Galanaki, 2007, p279–280.)

	Table 7: From this research.


	Technology
	Recruitment Objectives
	Strategy Development
	Recruitment Activities
	Benefits of technology

	Big Data analytics²
	· -Employer brand building (Scholz, 2017).

· -Targeted advertising to gain visibility (Liu & Mattila, 2017).

· -Forecasting job performance of new hires (Zang & Ye, 2015).

· -HR determines big data in scheduling of driver time and truck feet.
	· -Finding candidates with targeted job advertising (Aguirre et al., 2015).

· -Supporting in the search for candidates internal and external (Scholz,2017).

· -This allows staffs to optimize the routers that lead to the cargo terminal and tracks the number of times when a product is touched by the customer.
	· -Managing huge masses of applications (Bâra et al., 2015).

· -Screening applicants

· Identifying the most suitable applicant

· Candidate communication (Scholz,2017).

· -Company uses simulation data to track the number of steps from the dock to retailers.
	· -Creating a competitive advantage in recruitment (Bâra et al.,2015).

· -Automation of routine tasks in recruitment (Nilsson,2005,p73).

· -Eliminating subjectivity (Scholz,2017).

-HR determines big data in efficient scheduling of driver time and reduction in costs of transportation.


	Note 2: Big data provides opportunities for talent assessment. Big data will help internal recruiting to review career paths and provide personalized jobs guidance to reduce staff turnover. In addition, big data can predict trends (Sivaram & Ramar, 2010, p23; Zang & Ye, 2015; Varian, 2014, p5.) 

· 

	Table 8: From this research.


	Technology
	Recruitment Objectives
	Strategy Development
	Recruitment Activities
	Benefits of technology

	Artificial intelligence³
	-Advertisements help to get the ever-growing audience (Montuschi et al., 2014).
	-Job matchmaking (Montuschi et al., 2014).
	· -Review candidate ranking (Faliagka et al., 2012).

· -Automating process to screen candidate (Kaczmarek,  Kowalkiewicz,, & Piskorski, 2005).

· -Candidate communication (Stuart & Norvig, 2016).
	· -Co-operation with AI (Scholz,2017).

· -Speeding up to process the recruitment (Faliagka et al., 2012).

· 

	Note 3: Artificial intelligence technology can be applied to employee recruitment, for example, by using information extraction technology to automatically perform resume identification and related information extraction (Kaczmarek, Kowalkiewicz & Piskorski, 2005, p4). Artificial intelligence is also able to identify personality by observing linguistic cues and conversations and obtain personality models of five personality traits. Personality traits affect many aspects of task-related personal behavior, such as overall job performance, motivation, academic ability and sales ability (Furnham, Jackson, & Miller, 1999 ; Furnham et al., 1999; Furnham & Mitchell, 1991; Komarraju & Karau, 2005).

	Table 9: From this research.


These hiring process starts with establishing recruitment targets (Position filling, what kinds of job seekers to look for, etc.) and developing as the strategy develops (a strategy for filling positions, recruiters / locations, etc.) After solving the strategic-oriented issues, recruitment activities (recruitment methods, etc.) were conducted (Breaugh,2008).Efforts have been made in the recruitment process to consider the characteristics of each stage and compare them with the opportunities offered by these new technologies.

Chapter 6. Discrimination and equal opportunities to reduce bias

Both companies must ensure that activities are not discriminated against during the recruitment process and measures to promote equality. In spite of religion, age, sexual orientation, etc., every applicant should be treated equally. Recruitment has become a multi-step process that requires a multi-faceted, capable and reliable understanding of job applicants' rights (McLean et al., 2016; Ministry of Justice, Finland, 2014.)

Chapter 7. Recommendations
On the basis of above discussion, certain recommendations have been given to both the companies. These recommendations cover short, mid and long term action plan with respect to future course of action. Thus, the recommendations for China Resources Ng Fung as well as Kampery are given on the basis of interviews conducted with HR managers of both the firms. Thus, the suggestions are given as follows:-
7.1 Short term HR planning
	Short term HR planning (day to day or week to week):

Both companies set on line recruitment and on line job assessment test before interview. For example:  Interview Mocha, an online assessment software.

	Pros
	Cons

	1. Tests can save time on interviews (Williams,Kunda and Myers, 2003) and strictly job related(Rosse, et al,1998).
2. HR manager can screen the skill related weaknesses and strengths of candidate.
3. Candidate can apply anywhere of the world though on line.
4. The On line job application makes the process of screening hassle and effortless.


	1. Tests result in longer time to fill (Ryan & LASER, 1991).
2. HR managers rely on objective testing alone. It may not be able to provide real picture of the candidate.  and rarely give the whole picture (Rosse, et al., 1998).



	Remarks: Employers should keep these factors in mind when considering pre-employment skills assessment software. Using high-quality software can simplify and speed up the screening process. It helps you find the right candidate in the right place and at the right time.



	Table 10: From this research




7.2 Mid-term HR planning

	Mid-term HR planning (Up to 3 years)):

1. Both companies get HACCP, ISO certification in order to set the procedures of the company according to the norms and standards. 

	Pros
	Cons

	1. Companies have good operation cert and records of sale in the applications of IPO for KDL in order to gain more profitability.

2. Assists staffs in coping with processing irregularities and equipment break down.

3. Improved internal communication.

4. Improved customer services

5. Attractivesness to investors

6. Increased marketability


	1. Increased supervisory costs and production costs.

2. Need to train production staff and supervisors managerial.

3. Cost of implementation.

4. Reduced flexibility in introduction of new products and process.

5. Heavy documents workload.



	Remark: HACCP and ISO standard uses documents control to demonstrate effective in operation of the quality management system but these standards do not consider existing systems. HR manger needs to consider the proper training and supervisory costs for every 2 to 3 years.

	Table 11: From this research


7.3 Long term HR planning

	Long term HR planning (Above 3 Years)

1. Hiring professional persons with technology and business-related knowledge in digital HR transformation (Hoberg et al., 2017).For example: The experts of Virtual Reality (VR) corporate training or big data analytic in operation etc. 
2. Integrity outsourcing to the most reliable outsourcing service provider (Reed, 2018).For example: Virtual reality training system and Big data analytic system provider.
3. Develop HR artificial intelligence (AI) to process recruitment process and screen candidate’s background.

	Pros
	Cons

	1. VR training provides better engagement and motivation in training (Hauze and  Frazee, 2019)

2. VR training increases employees role awareness and information retention (Hauze and  Frazee, 2019)(Gallerati et al, 2019).
3. Big data helps to track number of staffs attendance or slack hours per day or predict for employee day off (Easton and Goodale, 2005). 
4. Big data helps staff scheduling and  increase efficiency in service delivery by reducing lead time and staff cost-effective (Minelli, Chambers  and Dhiraj, 2013).

5. Big data helps to calculate bonus or benefit for motivating staffs (Danish & Usman, 2010). 
6. AI does job matching and speed up recruitment process (Geetha & Bhanu,2018).
7. AI does diversity hiring that improves workforce’s range of skills, talents & experiences (Bekken, 2019).
8. AI can hiring process automation and predict new hire performance.
9. AI uses in retention and arttrition analytics (Wilkinson, Podhorska & Siekelova, 2019)..
10. AI does risk management about absence and accident prediction (Baryannis et al,2019).
11. AI does team fit psychometrics (Wirtky,2016).
12. AI can monitoring bias and employee activites (Jia et al,2018).
	1. The changing of operations can be very expensive and spend time to train fellow staffs.

2. Someone feels Virtual reality sickness (Żukowska et al, 2019).
3. High initial investment on system and needs high data storage systems (Lee & Lee ,2015).

4. AI increases diversity or causes discrimination.

5. AI video interviews are still a bit of a shaky ground.

6. AI and big data requires a lot of data.



	Remark: Companies have to consider whether it is ethical to use data obtained from a lot of sources in their decisions. The use of information in unexpected ways may lead to privacy violations. Data protection issues arise quickly because certain information collected from job seekers will contain some sensitive personal information  about their health issues or/and sexual orientation, and employers must not discriminate against individuals and other job applicants based on this information. The background of candidates have to base on information related to determine whether the candidates is suitable for a particular jobs.

	Table 12: From this research.


Chapter 8. Limitation


There are several limitations of planning as it is not guaranteed that the planning will tends to bring a hundred percent successes. Moreover, the process of planning is time-consuming and sudden emergences can’t be addressed through planning. Planning involves huge cost of investment which requires several activities to be carried out effectively. Additionally, planning tends to reduce the creativity or it prevents or blocks the creativity of an individual in accomplishment of its tasks. Planning lacks its effectiveness in dynamic world as when things or situations continuously changes planning could not hold or carry out the situations effectively. Thus, lastly planning created rigidity by enforcing the tasks and work to be carried out in set procedures and not other than that (Čech and et.al, 2016).

Chapter 9. Conclusion
The shift from traditional human resources to strategic human resources can not only play the role of an administrative expert, but also become an employee advocate, change promoter and business partner, which can be achieved through the use of technical tools and applications such as E-Human Resource Management.

With various advantages and disadvantages, it is recommended that all organizations use EHRM technology. Although it faces all obstacles, it is expected to provide useful, efficient and improved performance through this e-HRM technology.
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Appendixes:

Appendix 1: Signed consent form by CR Ng Fung HR manager and assistance director
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University of Wales, Trinity Saint David
Name of assignment: Human resources management
Name of interviewer: Mr. Wong, wai chun.

Interview language: English and Cantonese languages

Dear participant,

I will be glad if you (participant) could contribute to this research work by sparing your
valuable time for filling this questionnaire. You will be asked your opinions of human resource
management. I sincerely thank you for the contribution you make. I assure you that this data
will be used only for the academic purposes and will be kept confidential. All data should be
deleted within 6 months.

Your truly,
Mr. Wong, wai chun/ Interviewer

1. The purpose and nature of the interview has been explained to me and I agree to
accept the interview for the above student assignment.
2. I agree that the interview may be recorded
3. Any questions that I asked about the purpose and nature of the interview and
assignment have been answered to my satisfaction.
4. Select a), b) or c) (Please select one only)
a) [ understand that students may wish to continue publishing papers in the future and
my name may be used
b) I agree which my name can only be used for the academic purpose and not for
publication
@ I do not want to use or quote my name or I don't want to reveal my identity in the
assignment.

Name of participant: _Miss. Sally Choi

Company name: CR Ng Fung International Distribution Company Ltd.
Job title: Assistant Director Marketing and HR Department

Email: caizm@nfh.hk

Contact no (Optional) :

-
Signature of participant: 7/‘_2_4_ ———

Date: [0 Dae 209





Appendix 2: Signed consent form by Kamper HR manger
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University of Wales, Trinity Saint David
Name of assignment: Human resources management
Name of interviewer: Mr. Wong, wai chun.

Interview language: English and Cantonese languages

Dear participant,

I will be glad if you (participant) could contribute to this research work by sparing your
valuable time for filling this questionnaire. You will be asked your opinions of human resource
management. I sincerely thank you for the contribution you make. I assure you that this data
will be used only forthe academic purposes and will be kept confidential. All data should be
deleted within 6 months.

Your truly,

Mr. Wong, wai chun/ Interviewer

1. The purpose and nature of the interview has been explained tome and I agree to
accept the interview for the above student assignment.
2. lagree that the interview may be recorded
3. Any questions that I asked about the purpose and nature of the interview and
assignment have been answered to my satisfaction.
4. Select a), b) or ¢) (Please select one only)
a) 1 understand that students may wish to continue publishing papers in the future and
my name may be used
b) Tagree which my name can only be used for the academic purpose and not for
publication
c) } I do not want to use or quote my name or I don't want to reveal my identity in the

assignment.

Name of participant: _ Miss. Kit Yip

Company name: Kampery Development Ltd.

Job title: Assistant purchasing and HR manager

Email: kitvip@kampery.com.hk

Contact no (Optional) :

Signature of participant: / / [j

Date: L /(/L /l)(j)/
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Strategy development


•Easy access to potential applicants





•Reaching candidates with targeted job advertising





•Job matchmaking





• Data analytic provides simulation data for efficient scheduling of working time. 




















Recruitment objective





Enhancing the visibility of the organization





Predicting job satisfaction and organizational-fit.





Predicting job performance of new hires





Data analytic determines scheduling of working time and workforce requirement.





Recruitment Acitivities


• Pre-screening


& pre-selection


Talent re-discovery in internal and external


Communication with candidates


Analysis the simulation data to track the number of workers and steps from the dock to the retailers. 


Data analytic determines a number of staffs to hire, retention or detention.











Recruitment results


Better recruitment experience


Right people in the right places


Efficient in scheduling of staff working time and cost effective.








Intervening Job Applicant variables





Candidate expression


Larger variety of channels for communication.


Increased access to information.
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