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Company description

     Consumer Tech is a high-tech company in the United Kingdom, which develops innovative security solutions. The vision of the company is to deliver experiences that offer consumers a more comfortable and easy life. Over the years, they have delivered innovative products that have changed market standards, such as an application, mobile fraud detection and geographic location which continue to get enthusiastic feedback from all of their consumers. Consumer Tech is focusing on increasing the business value and providing continuous innovation.


Company’s scenario

     The company faces a strong competition and the only constant in this field seems to be the development of new ideas and solutions. The best way to conduct this is by distributing the groups’ responsibilities differently, each team being formed by different people each time. The difficulty faced by Consumer Tech is now revolving around the recruitment of new competent employees, which is becoming more and more difficult due to the current conditions on the labour market.


Current and projected labour market issues that impact on resourcing activities

     According to the author Michael Armstrong (Armstrong, 2012, p4), human resource management can be described as „the managerial utilization of the efforts, knowledge, capabilities and committed behaviors […] to carry out work tasks in a way which enables the enterprise to continue into the future”. When it comes to the human resource management practices in the United Kingdom, as in any other country, its content and procedures are affected by different internal and external factors (Wilton, 2010). Technological advancements, workforce demographics and economic conditions are the main factors that affect human resources management. In order to highlight the issues that impact on resourcing activities, it is important to understand the factors that transform labour markets in many countries, including the United Kingdom. There is an author (Wilton, 2010) who points out that there are at least five such factors: the economically active population, which is in constant change; the demographics; the unemployment rate that fluctuates permanently; the legal restrictions and the requirements for skills which are always changing. 
     Those who are part of the economically active population are the people who are working or who are actively searching for work. According to the Office for National Statistics (April 2019), the United Kingdom employment rates for men and women, aged 16 years old and over, has increased compared to previous five years. It seems that the Brexit vote of June 2016 led to a drastic drop in the exchange rate of the pound, causing inflation to rise and the real earnings to decrease at that time, but picked up at the fastest rate after a long period of several years. The same website points out that, at the moment, the regular and total payments also recorded some changes, with an increase in percentage. When it comes to the technology, according to a report by the Chartered Institute of Personnel and Development (CIPD) website (May 2019), the proportion of information and communication companies with vacancies that are in difficulty to occupy them, is 69%. Therefore, in this situation, we can talk about the „tight labor market”, where the available jobs are more than the number of people who could fill them.

     When it comes to the legal restrictions, the United Kingdom has adopted numerous laws that protect the employees from discrimination. For example, The Equality Act became law in 2010 and, according to Advisory, Conciliation and Arbitration Service (ACAS) website, „it replaced previous legislation (such as the Race Relations Act 1976 and the Disability Discrimination Act 1995) and ensures consistency in what employers and employees need to do to make their workplaces a fair environment and comply with the law”. This law aims to stop discrimination based on sex, age, race, nationality, religion and sexual orientation. Although this law has been implemented many years ago, as shown above, high-tech companies are still facing a gender imbalance in terms of the number of female employees within these organizations. One reason for this imbalance is how boys are encouraged, from an early age, to show interest in technology. The digital industry is one of the most successful industries in the United Kingdom and, in order to continue to remain at this stage, younger generations must be trained to pursue development in such activities, regardless of gender. As Karen Price, the Tech Partnership director says, „The news that female entrants to the digital sector are falling is very disappointing. We want to show women and girls that there are great opportunities in the digital sector, and that the rewards are great too” (Only a quarter of digital jobs held by women and falling, www.acas.org.uk).
     Another important factor that transforms the labour market in the world, and in the United Kingdom, is the requirement for always more efficient and innovative skills. Nowadays, the work climate has become fast-changing and increasingly competitive. The workforce’s skills are essential to economic development and include the ability to: communicate effectively with others, write qualitative reports, use the computers to perform analytical tasks and to solve problems. The new system of education and professional training in the United Kingdom aims to be global, including all trades and different levels of competence. The introduction of competency-based training and evaluation involves reviewing existing professional qualification and certification plans. This revision is necessary because competency-based approaches include the evaluation and measurement of different characteristics from those required in the more traditional training systems. In a research article published by the CIPD, it is noted that the qualifications of those who are part of the active workforce often do not meet the demands of employers on the market, revealing that „whilst the UK performs well internationally on the provision of high level qualifications with a large proportion of the workforce is educated to degree level, […] a high proportion of our workforce has poor literacy, numeracy and computer skills” (Skills development in the UK workplace, www.cipd.co.uk).
     Therefore, taking all these factors into consideration, it is important to highlight the importance of human resource management, whose main purpose is to identify all the changes that may occur in the trends of the labor market and to maintain the control.


Contemporary resourcing practices that could address these issues

     Human resource management is, as shown above, a process that involves good communication and cooperation between employees and the company, so that the needs and the goals of each of them are met. In order to overcome the labor market issues mentioned, contemporary organizations are based, according to an author (Dubey, 2011), on functions such as orientation, translation services, relocation and assistance provided to the employees to help them adapt to a new working environment. 
     Taking this aspect into consideration, human resources management is an extremely important department, because the managers in this field must plan the necessary steps to allocate the employees to the appropriate performance positions. They also need to consider at the same time the ways in which their skills can be developed, reward their performance and, most importantly, retain the talent in the company (Dubey, 2011). The same author also highlights the fact that the notion of diversity in a company extends far beyond the traditional human resources, including the equality criteria of all types. „Diversity is not employment equity” (Dubey, 2011, p. 87). As companies relocate their business to foreign countries to benefit from lower costs and, therefore, become more global, there emerges a need to develop new strategies that go beyond traditional and national ones. Diversity involves more than gender, color or nationality differences. Diversity is about how all these features are managed so that the company gets the most knowledge and experience by using efficiently all the skills and the culture of each employee.
     Another practice through which human resource management can address these issues is through the selection assessment methods that can be used. In addition to the traditional recruitment methods, like application forms or paper CVs, human resources departments also use other, more contemporary, assessment methods such as electronic application, peer rating or different tests (Cook, M. 2009). Through these methods, employers can easily select the most suitable person for the available role in their company, evaluating the personality traits, skills, knowledge and achievements for each applicant.


The context of an increasingly competitive business environment (the HR function)

     In order to achieve a high level of performance, the contemporary organizations adopt measures that include human resources based on fairness and trust, efficient use of the employee’s skills and motivation. Another aspect is the qualitative development opportunities through guidance and training instruction and, last but not least, the promotion of an ethical behavior within the company (www.acas.org.uk). According to an article by ACAS, entitled „How to get performance management right”, a company's performance in a business environment that becomes more and more competitive can be enhanced by identifying and using multiple goals. If the company's main goals are to develop the workforce and to increase the productivity, then there must be considered the possible skills gaps, the opportunities that can be provided for development, and maintaining employee’ motivation.
     Another important aspect that needs to be considered is that the work environment is constantly changing, so the goals can change over time, too. Therefore, the key features of the effective performance management should include transparency in decision-making processes, consistency in organizing developing training methods and fairness when discussing the performance evaluation (www.acas.org.uk).
     According to another article by the CITB (February 2019), a successful HR decision-making is based on „considering the best available evidence combined with critical thinking” (www.cipd.co.uk). One element to consider when discussing such evidence-based practices is the use of several sources, so that a quick and accurate decision can be made. CITB points out that there are at least 6 techniques that can be used to achieve this: asking, acquiring, appraising, aggregating, applying and assessing. While addressing direct questions to obtain relevant answers, it should not be omitted to critically evaluate and measure their level of accuracy, and then make the appropriate decision.
     When it comes to the development of efficient training methods, these must be analyzed and applied with caution, so as to support both employees and the company. There are many effective learning methods, including face-to-face or digital learning, group or individual training, and learning methods offered inside or outside the company. It is necessary to establish clear objectives and to assess the degree to which their quality is superior to those previously established (www.cipd.co.uk).
     Another important goal of human resource management is to evaluate the performance of each employee individually. As highlighted in Michael Armstrong's book (Armstrong, 2012), the human resources department contributes to the development of a high performance culture, reinforcing the commitment of people working within the company, and last but not least, rewarding them for the benefits brought to the organization. In another book by the same author (Armstrong, 2010), is noted that the reward, whether financial or non-financial, has an impact on the individual and organizational development by ensuring that expectations within the company are well defined and thus enhance employee loyalty and competitiveness in the business environment. Therefore, in such a work environment where trust and teamwork prevail, employees know exactly what their responsibilities are and can accomplish their goals because they have the necessary skills, and the manager ensures that the support and feedback they need are provided (Armstrong, 2010).
     

Recommendations
    
     After evaluating the situation of the labour market in the field of technology, I have found a few ideas to support the strategies that could be used within Consumer Tech company. This being said, high-tech companies could attract more employees in the context of a competitive work environment using different action plans, such as creating a flexible and dynamic work place. In our case, in order to stimulate current employees and to attract new ones, the human resources department of Consumer Tech should develop plans designed to help them increase both employees' motivation and their productivity. Offering the employees the possibility of having a flexible work schedule, providing a balance between office and home working, is such an example. The CIPHR statistics suggest that today's technology allows people to perform outside the office, without employees' productivity being subject to major changes. This provides the opportunity to reduce expenses such as transport costs, office rentals or utility bills, and it would also contribute to increasing the loyalty to the current employer (www.ciphr.com).
     Another strategy the Consumer Tech organization could use in order to maintain staff and to recruit new people, is through fresh graduates. Besides the fact that they would bring more energy and enthusiasm within the company, they are also a cheaper workforce because they are more likely to accept a lower salary in the exchange of gaining knowledge and experience. Therefore, young graduates can enrich the culture of a work place, by making it more dynamic and motivational. The way they can be recruited is mainly through mass media channels. A study by Robert Walters Whitepaper („Using social media in the recruitment process”) revealed that social media has become an extremely important source for job seekers, helping them form an impression of the potential company where they could work in the near future. Among the most useful such platforms are LinkedIn, Facebook and Twitter, these being used by those seeking for employment (www.robertwalters.com).
     And, ultimately, the company must use effective competence frameworks to establish a clear link between employee performance, in particular, and that of the company, in general. A CIPD article has classified these competence frameworks into core competencies, common competences, technical competences, leadership competencies and „meta” competencies (January 2019). These refer to the company's mission, the objective of each job role, the essential technical expertise needed within the company, the skills that can be used to achieve the objectives and other competencies that might be useful in the future. For example, if the Consumer Tech would use this system, it would benefit from the transparency that will form around the expectations for activity performance. Therefore, it would define the necessary behaviors and attitudes expected from the employees at work, increasing their effectiveness. Another benefit of using competence frameworks would also include standardized recruitment and evaluation procedures along organizational boundaries, as well as geographical ones (www.cipd.co.uk).


Conclusions
     
     As noted above, changes in the labor market affect how a company develops, and also how the human resources department works within each organization. In the United Kingdom, as in many other countries, the labor market is, in most cases, a place where changes occur, and most of these changes cannot be predicted. This causes human resources departments to change their traditional ways of managing employees and, at the same time, creates the need to develop new skills for those working in a human resources department.
     Therefore, in order to achieve the objectives set by the organizations they belong to, human resources departments have as responsibilities both the analysis of labor market trends in the internal and external environment, as well as the active participation in the strategies adopted by the management.
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