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A particular relationship in a work-culture environment is built based on trust, honesty and cooperation with each other. Workplace relationships can be defined as the specified interaction or communication between different types of people situated at different levels in a particular organisation or company (Abdullah, 2020). There are different types of development stages marked in human resource management(HRM) and each of the stages has its own significance in providing HR training. Those stages can be mentioned as the pre-recruitment stage of training, on boarding process, development and training phase, post-recruitment phase and many more of that., there are three different development processes in human resource management which are physical development, psychosocial development and cognitive development respectively. 
The chosen organisation The University of Wales Trinity Saint David (UWTSD) was formed in the year 2010 with the merger of the University of Wales Lampeter and also Trinity College Carmarthen. On the year of 2013, the Swansea Metropolitan University collaborated with UWTSD. It has the option of various courses with accumulating a total of 300+ courses around three institutional organisations (UWTSD, 2023). 
Additionally, learners or students get delightful experiences while pursuing an academic career. This topic is important to be discussed as better employees can be hired who will have the knowledge skills and also strengthen growth for fulfilling the organisational goals or purpose. The training is provided to mould the employees with more efficiency and transparency. This essay will further focus on problems faced by human resource management, appropriate models, relevant theories and many more.
[bookmark: _Toc140929884]Main Body
Question 1
Identifying Issues
The UWTSD is considered to be one of the leading online learning course providers in the overall United Kingdom. There are different types of issues that are being faced by the students or learners pursuing any course in this specific organisation. Two of the most common and concerning issues are login errors and firewall prevention in the time of attempting any lecture belonging to any subject.  As per the opinion of the manager, the login issue is one of the major issues faced by the organisation (Refer to Appendix). That particular issue can be categorised under recruitment issues as the whole recruitment process is getting prevented or delayed.
Regarding the “issue of login failure”, it can be stated that students or learners are facing difficulties while logging in to the profile and are unable to access the relevant courses lectures or materials. Because of this, learners are not being able to adopt the onboarding process after the pre-recruitment stage and the overall recruitment process is getting prevented or delayed.
To address this problem, the organisation has also provided a solution in the form of re-checking the credentials or log in details. Whereas, this specific problem is still persisting in the whole organisational culture after following all the necessary steps.
Another issue that can be identified by analysing the work-culture environment is the “prevention issue regarding firewalls”. It arises at the time of recruitment, more specifically during the online examination process. It can be identified that during the off-campus processes in the campus or outside of the campus, students or learners are not able to access the proxy server or browser when they are attempting to enter the exam portal. The reason is there is a specific software installed in the existing systems that enables firewall protection at the time of unknown software installation. As a result, the system is prohibiting the unknown software from being installed in the system and students are not able to enter the examination portal. So, in this, the recruitment process is delayed due to not having suitable machines. Regarding UWTSD, the organisation can choose this to attract more candidates.
Assessing the Appropriateness of Models
While human resource management is a centralised part of any organisation belonging to a specific industry, there are various relevant concepts, theories and a model that overviews HRM and also provides improvised solutions.
One of the models is the contingency hiring model which works based on terms and conditions which are provided to the employment to gather the amount of employee satisfaction. As per the opinion of Domurath et al. (2023), candidates who are obsessed with this particular model do not have the extra thought process of paying extra money to the recruiter who is present in the recruitment process. On the contrary, as per Csaszar and Ostler (2020), as this theory is open to all a particular situation can be influenced by many factors like recruitment process can be enhanced or disrupted. 
Another model is exclusive requirements which work based on several agreements based on the exclusive requirements between the clients and also recruiter. As per the opinion of Li et al. (2019), in this particular theory, the recruiter provides the assurance of filling up the vacancy in the dedicated time slot.  On the other hand, as per Kaji et al. (2019), it takes away the sense of competition as the recruiter is in a hurry to hire candidates in order to fill up the empty vacancies. Regarding UWTSD, it can be stated that the organisation can benefit from this, as it will retain more employees than before while maintaining an impressive customer satisfaction rate.
One of the significant HRM theories is the human capital theory which proposes the idea of an increment of human productivity and also efficiency by having more determination over the education or training aspect. As per the opinion of Marginson (2019), it moulds the leadership skill in the higher level of employees such as managers can be able to get the need of the employees and propose solution statements. On the contrary, as per Aliu and Aigbavboa (2019), it is difficult to measure the relationship between education and clients, as the clients will be having that many financial conditions to cope with the educational expenses. UWTSD can also implement this theory to develop leadership skills in the existing employees of the company.
Another theory would be Herzberg’s motivational theory where the centralised part is based on the fact that there are two factors that motivate employees regarding job satisfaction or dissatisfaction. As per Chiat and Panatik (2019), this theory describes why the employees are satisfied or dissatisfied with the assigned job role. On the contrary, as per Peramatzis and Galanakis (2022), it is unable to determine the external factors by which the employees are motivated to work efficiently in the proposed organisation. UWTSD can implement this particular theory to identify various types of internal and external factors that are driving the motivational aspect in an individual employee.
One of the major concepts of HRM is recruitment and selection which assesses the idea of recruitment of candidates or staff based on their activities and calls them for the final selection process. As per Albert (2019), recruitment and selection provide the organisation with greater monetary processes among staff while measuring their capabilities and limitations. On the other hand, as per Lievens and Chapman (2019), not having an adequate ratio of recruitment and selection can lead to the problem of staff shortage.
Another relevant concept is the learning and development process during the training period of each of the employees. As per the opinion of Darling-Hammond et al. (2020), it is very much important for organisations to make the employees better relate to the existing environment or culture. On the contrary, as per Gardner et al. (2023), an insufficient amount of learning and development programs can lead to the problem of not being aware of the present organisational culture of UWTSD.
Question 2
To maintain a positive and work-oriented environment in an organisation, three key elements are needed to be taken care of for conducting the recruitment and selection process with more efficiency and transparency. Those three aspects are motivation, engagement, training and development programs and also leadership skills.
One of the motivational theories could be Maslow’s hierarchy of needs which put forwards the idea of people are motivated by five elementary needs physiological needs, safety needs, love, esteem needs and also the self-actualisation part. 
[image: ]
Figure 1: Maslow’s Needs
(Source: Numonjonovich, 2022)
As per the opinion of Numonjonovich (2022), this particular theory is comparatively easy to understand where are able to differentiate between varieties of needs based on the situation. On the other hand, as per Guo et al. (2019), this particular theory underestimates the different social backgrounds and cultures of people. UWTSD can also incorporate this particular theory to identify the physiological needs of the employees and provide better work progression.
One of the important models for leadership is a situational model which works based on the situational demand or situational crisis. 
[image: ]
Figure 2: Situational Leadership
(Source: Hersey et al., 1979)
As per the opinion of Walls (2019), the situational leadership model is easy to understand as the actions are taken based on the situation and it also reflects on the organisational work-culture environment. On the other hand, as per Tedla (2022), it is having limitations as there is no particular structure, so, leaders are not being able to identify the effectiveness between several models.  UWTSD can apply this kind of model as it requires comparatively lower cost and also a lower amount of time management.
The Zinger model is considered to be one of the significant employee engagement models which identify the leveraging between multiple employees and produces better organisational goals or purpose. As per the opinion of Kusuma and Madasu (2015), this model basically focuses on the sustainable strategies opted for by the majority of organisations. On the other hand, as per Jain et al. (2022), as employees are engaged with more frequency and efficiency, so there is always the chance of operational costs got increased due to maintaining more employees or staff. Regarding UWTSD, this particular model can be applied by the organisation to increase employee retention or engagement rate.
One of the most significant models for the learning and development process could be the transitional model which focuses on the fact that employees are needed to observe throughout the organisational work culture. As per the opinion of Kringelbach and Deco (2020), the value of employees or workers grows with an exponential factor and it can also be calculated. This particular theory is applicable to both gaseous and aqueous reactions. On the contrary, as per Jocevski et al. (2022), employees often get confused by complex calculations and they often get diverted from the actual topic. As there are several interpretation methods, employees often get confused about which one to follow and which one not to follow based on situational analysis. Regarding UWTSD, it can be stated that the company can include this particular aspect to improve the overall employee retention rate and also the employee turnover rate.
[bookmark: _heading=h.3znysh7]One of the most significant policies for managing the employee wage system should be the “National Minimum Wage Act 1998” (Legislation, 2023). According to Chapter 39, section 1, the workers are to be paid by the national minimum wage system. Further on, section 2 of the same chapter describes the relative exclusion and also modification that depends on the person to person. Extensively, Section 3 also describes that power should be added to the persons or individuals to whom Section 3 applies. This is beneficial for the majority of the organisations like UWTSD as employees will be motivated by getting the minimum amount of remuneration that they genuinely deserve.
[bookmark: _Toc140929885]Conclusion
In an organisation's working environment, building relationships between several employees or workers is very much important to be developed to maintain the communication process. It has been found that there are developing relationships among several of departments including its employees will promote a collaborative working nature in the whole organisational environment. One of the important aspects of the organisational environment is to improvise the whole recruiting and managing process. 
The primary aim of this particular recruiting and analysing process is to increase the employee engagement rate and also retain more employees than before. There are several theories, models and concepts related to employee satisfaction. Each of the theories, models or concepts has its own significance based on the situational demand or situational analysis. There are also various types of problems which are being identified based on the chosen organisation or company which is also related to the selection and recruiting issues. It has been found that the company is facing the issue of not providing workplace efficiency to the learners or the candidates. 
On the other hand, the other issue that has been identified can be mentioned as a firewall prevention issue, where the candidates or the students are prohibited from opening the examination portal in the existing system. So, further, there are various types of relative models or theories which are being discussed here and those can be easily adopted by organisations coming from different sectors or industries. Lastly, there are several engagements, training and development progress and also leadership approaches for better alignment with the organisational work culture.
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	Strengths
	Weaknesses

	· Communication skill is considered to be one of the strengthening factors for enrolling for the course and also getting recruited for the ongoing course. While having the communication skill, the candidate can better communicate with other members and also with the recruiter.
· Another important strengthening factor will be to have the thought process with more creativity and also the productivity at the crucial stage in the organisation's work culture.
	· Time management skills are supposed to be one of the weak or limiting factors for that specific individual or candidate. Without having the proper time-management skills, the candidate may not be able to handle the excessive amount of work pressure regarding the organisational work environment.
· Another weakness factor is a lack of understanding. It depicts that the candidate can be able to listen to the topic but he is not able to handle the deep overview of the subject.

	Opportunities
	Threats

	· As communication skill is considered to be the strengthening factor for the candidate, so the candidate will be having the advantage of acquiring interpersonal skills based on the situational demand or situational demand.
· As the candidate is being able to think creatively and productively, it can be assumed that the candidate is being able to think positively and make better and quick decisions.
	· As time-management skill is one of the weaknesses of the candidate, it can be determined that the candidate will not be able to prioritise between work and finish the most urgent task at first.
· As the candidate is able to properly understand the topic, the listening skill of that candidate will also be demoted.


Table 1: Personal SWOT
(Source: Created by the learner)
	Goals
	Action
	Relevance
	Time-bound

	To improve time management skill
	The proper action or measurable step for assessing time management will be to break down the whole course or task into multiple sub-tasks. Each necessary time frame should be allocated to each sub elementary task and execute all of them in sequential order while aligning to the specific time frame.
	It is relevant to the recruiting and selection process of the chosen organisation as after the recruitment process there will be multiple tasks which will be assigned to the candidate and the candidate is also required to finish all the tasks in sequential or consecutive order.
	3 months

	To enhance the understanding of a specific topic or subject
	The relevant action for developing the understanding skill will be to intensively listen to the opinion of the subject or deeply understand and read about the specific topic or the subject.
	It is also relevant to the recruiting and selection process in the specified organisation as there will be multiple courses and candidates are also required to identify all the contents and explain in their own order.
	4 months


Table 2: Action Plan
(Source: Created by the learner)
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Interview of a mid-level manager from UWTSD
	Managers
	Question 1
What are the major challenges that organisations face when developing relationships in the workplace?
	Question 2
What are the mitigation processes you are taking to cater to the login issue?

	Manager 1
	In my opinion, there are several problems that our organisation is facing while developing relationships and one of the prime ones is login failure while entering into the examination portal. According to me whenever potential students face their login ID and do not match the data stored in the database and as a result, they are not allowed to attend the exam in a dedicated time slot. So, students are getting dissatisfied with that and moving to another institution.
	After in-depth research, we have found that the main cause of this problem is most of our systems are outdated and there are several bugs which are creating redundancy in the existing database. So, this redundancy is causing the problem of credential mismatch at the login time. To prevent this, we have first updated all our systems with the latest software package to minimise the bug. We have also hired a technology expert to propose a right and sufficient database to store all the necessary information.


Table 3: Interview with UWTSD manager
(Source: Created by the learner)
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