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Develop a reasoned and balanced argument as to why the organization needs robust and progressive HRM policies. Your answer should include reference to training and development and employee engagement and how these are linked to HRM strategy.
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Human Resource Management (HRM) are described as those management tasks that deals with staffing, controlling as well as the growth and development of a business in order to utilize their possible efforts and resources in an organization (Alvesson et al., 2002). 
The main goal of human resource management is to enhance the performance of an organisation. The activities of human resource management results in the recruitment of talented individuals who are capable of utilizing their potential through use of resources provided by the organisation. Enhancement of HRM policies and practices in an organization can have a positive impact on an organization by ensuring that the employees are constructive and pays higher attention towards their tasks (Armstrong, 2009).
The main aim of this report is to highlight the HRM and its impact on an organisation. Furthermore, the report also determines the HRM planning and the strategies formulised and applied in a firm, HRM recruitment as well as the selection strategies. Also, HRM training and development is also discussed along with the HRM policies and its effects on an organization (Aycan et al., 2000).
The report further highlights the planning, selection, and recruitment strategy of ZARA, one of the most famous companies known for its branded clothes. The report also includes the Harvard Model that how Harvard model of HRM is effective to be implied in the area of human resource management of an organization.
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HRM planning is mainly a function that is responsible for managing the people that are working in an organization which ensures that the company have an appropriate employee to meet basic business needs. Effective planning considers the organisation’s future as well as its current needs including a review of existing employee's skills, their utilisation of resources and evaluation of work and how it can be enhanced in the future (Brewster et al., 2004). Strategy of the business is not like the strategic planning as it is a process that is mostly practiced in the large firms in order to define the way by which the operations should run. Furthermore, the strategic planning in business means to make the organization capable of coping with the environment (Boxall and Purcell, 2011)
HRM planning also involves the leaders that are part of an organization's strategic process and aware of the employees needs in order to achieve aims and objectives. HRM planning is crucial because of both the internal and the external environmental changes. Externally, they are influences such as the change in economy, technology, customer demand as well as require skills for an organization. Internally, the organization is impacted by retirements and turnovers (Guest et al., 2012).
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[bookmark: _GoBack]Training is an essential part in the HRM which requires an expert to teach the learners so that the required knowledge can be provided to them due to which they can improve their performance on jobs (Yawson, 2009). Whereas development means to bring someone to another level of performance by practicing the training activities in the organization. It is important that the employees in the organizations must be provided the training and also develop their personal career requirements as well as of the organization. Training and development in an organization enables the employees to enhance their learning and knowledge about the job competencies which includes the enhancement of expertise, skills and certain behavior of the employees (Yawson et al., 2009). Training is something that must be provided to an employee and when possible developed, so they can meet their needs within their career as well as meeting the needs of the organisation. To develop employees means to prepare individuals for further responsibilities. There HRM must ensure they develop and implement training and development systems and programs that enable organisation to achieve their objectives.

The quality of work and the development of employees through training and education are major factors in maintaining long-term profitability of businesses. In order to increase the productivity of the employees the policies for training and development are required to be practiced so that the skills of the employees are enhanced. 
[bookmark: _Toc512744319]ROLE OF HRM POLICIES AND PRACTICES
 
The HRM policies that are formulized by the company helps them in the maintenance of the activities regarding the workforce in the organization. These policies are required to be applied so that they can be practiced by managers and employees in order to carry out the operations that are required to be completed by the organization in order to reach its desired goals. The policies highly affect the individual's progress and also helps to show their abilities in an organization (Lamba and Choudhar, 2013). The area of human resource management is also concerned with the reward policies which increase their interest and way of working towards their tasks. Performance evaluations and handsome salary packages are also one of the major roles of HRM policies and practices (Reilly, 2003).
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For the increment in the human capital of the firm, the system relies upon the recruitment procedures. It includes the way of communication of Human Resource Management with department employees regarding their job postings, staffing needs and the steps related to their interview and the hiring of managers that have such leadership skills which can help in the process of decision making. Proper recruitment helps the company to determine the type of human resource that is needed by the company that whether the recruited employees are suitable for an organization in order to occupy the job placement and to perform several activities and tasks, this can help the organization to accomplish or to train the new employees in order to sustain the organization's position and to guide them about the future aims and goals (Boxall and Purcell, 2003). 
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HRM selection refers to the steps that are involved in choosing employees who have the qualification and skills that are required in an organization to fulfill current opening of a job. Supervisors and managers that are hired by HRM are responsible for the selection of capable employees and to explain the guiding manners in this process. According to (Hsu et al., 2000) A methodical process is important to fruitfully examine the competent, skilled and fitting human resources.
HRM selection process rely on five distinct parts. It includes criteria development that involves the hiring process. Secondly, the application and resume review, this is when the criteria have been successfully developed, application can be easily reviewed. Another step is interviewing which involves the interview of short listed people and at last making the offer which involves offering a position for chosen candidates for an organization (Mehrabad et al., 2007).
[bookmark: _Toc512744322]ZARA AND HUMAN RESOURCE MANAGEMENT

Zara, a Spanish company is one of the famous international companies which is known for its best quality branded clothes (Lopez and Fan, 2009). It is included in world's largest distribution groups. Zara's main target is to win the heart of their customers by providing branded and unique designs clothes. Zara stores have all clothes for men, women as well as for kids (Ghemawat, 2003). Zara store was first opened by Amancio Ortega in 1975 at downtown.
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Zara's HRM planning involves the managing of their employees which helps them to ensure that their company contains highly capable employees. Zara's HRM planning also includes a rapid way of developing their products and then get it to store. Zara's HRM tends to control their supply chain, manufacturing, designing and the distribution of their products to the retail stores. Their planning also targets a mass market of fashion savvy as well as price conscious consumers (Acur and Bititci, 2004).
Planning of new branded and unique clothes and then to provide It to customers is the most important aspect of Zara's HRM.  Other aspects of Zara's HRM planning is to reduce costs as much as they can. Zara's HRM doesn't rely on data in order to find some new trends but rather use their own HR to make effective decision on products and on sell.
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Strong recruitment and selection processing is held by Inditex. Zara's HRM recruitment Inditex contains 10 recruitment centers for training where individual can hand CVs in person as well as through online procedures. It also involves the customer's orientation sense as well as team work of employees and mainly good communication skills. The HRM of Zara's always explore for people with flexibility, creativity, enthusiasm, passion and interest towards fashion (Whysall, 2018). Their main target is to look talent all around the world. The company make promotions of mainly 40% of staff and external recruitment for areas which involves fashion shows, job sites, design schools, workshops are recruited and specially by means of social media.
Zara HRM selection involves the hiring of those individuals that can lead their company towards their desired aims and objectives through their customer dealing and way of selling their products. Zara's HRM tends to have a qualified and experienced manager that hire employees according to their expertise and guide them about the customer dealing according to the policies of the organization (Bonache and Fernandez, 2002).
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Zara's HRM train their new employees, cashiers have a lot to learn. Their employees are allowed to directly communicate with their managers without hesitation. Their training involves customer dealing both in person and online, time management, team work and carrying out their allocated task effectively. The training plans includes training programs for new employees and the current employees that engage management and administration teams, new technologies are also provided to trainers, individual training plans are also setup by Zara, store management systems and training about acknowledgment regarding the products (Wilson, 2005). 
In-store training, they tend to train about the prevention of workplace risks and ongoing training-store management terminals. Classroom training is also provided by Zara's HRM which includes languages and computing. General training and development involves corporate social responsibilities, online/ personally-attended courses and most importantly workplace accident prevention policies. Zara's training plans also includes customer service plans as well as international training plans (Arun, 2014).
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The Harvard model that was introduced by Beer et al., (1984) which consists of the six basic characteristics including situation factors, HRM policy choices, HR outcomes, Long Term consequences and stakeholder’s interests and the feedback loop which is for the output to flow in directly to the stakeholders and organization. This model is also known as the map of the HRM territory (Armstrong, 2006). 
This model basically helps the organization to acknowledge about the stakeholders that exists within an organization which may include community, government and the employees of the company. By the recognition of the stakeholders it becomes easy to evaluate that the employees are also important shareholders of the organization and are influential upon the outcomes of the organization (Guest, 1987). The HRM strategy in this model revolves around the Employee influence, Reward system, work system and how the human resource flows whereas the HR outcomes evaluates the commitment, congruence, costs and competence. The long-term consequences described in this model are the organizational effectives which is by the implementation of the strategies designed and the actions taken as well as the human resource flow. Furthermore, the societal wellbeing and individual wellbeing are also the described long-term consequences in the Harvard model.
It is stated that this model is deeply interconnected with the human relations traditions.
In context of Zara, the company’s HRM policies that are structured by the company mainly includes all these aspects of the Harvard model as it is aware about the long-term consequences that are produced on the organization and its people by the implication of such strategies. Zara realizes that it is important to consider employees important assets as they are the one who are the major shareholders of the company and they are quite influential upon the company’s progress and outcomes. Although, by deeply considering the Harvard model Zara may be able to contemplate the purpose of the model and utilize it for its own benefits i.e. the human resources of the organization are those main assets that provide them competitive advantage. If these human resources are treated as costs, they do not give benefit. But if they are treated as assets, they produce advantageous outcomes.
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To conclude Zara and their business strategy, the planning of Zara's HRM for their employees, customers and company as well as the Recruitment and selection phenomenon of Zara tends to have a strong impact which is highly crucial and that is why it makes the organization one of the largest clothing brands all over the world. Training, which is provided by Zara is a key aspect of HRM in which employees are trained including, learning, education, and development. Sale assistants are trained in a quick pace whereas cashiers learn increasingly over a period as they are mainly responsible for handling all the cash procedure for the stores.
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