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HUMAN RESOURCE STRATEGIES

INTRODUCTION

RESOURCSES

Anything that can be utilized to further the development and cater the human needs is a “Resource.” 







HUMAN RESOURCE (HR)

People who make up the workforce of an organization, business sector, industry, etc. are termed “Human Resource”







HUMAN RESOURCE STRATEGIES
An organization’s strategies to ensure alignment of the business activities with its human resources are known as “Human Resource Strategies.”








Humans have the capability of discovering, exploiting, developing, and converting natural resources and adding more value to them. And if prepared and cultivated properly, prosperity will be never-ending. In tune with the same, this report discusses the most effective and efficient human resource strategies and management techniques for cult favourite British sports car manufacturer Aston Martin. The strategies and techniques are developed in alignment with the vision and mission of the organization to ensure results that cultivate nothing but excellence.




UNDERSTANDING ASTON MARTIN 
It all started when a determined Lionel Martin, fuelled by love for beauty and passion for cars, took one of their creations to the Aston Clinton Hill Climb race and won. The victory was so historical that it created “ASTON MARTIN”.

With its vision to be the world’s most desirable, ultra-luxury British brand, creating the most exquisitely addictive performance cars, Aston Martin Lagonda Global Holdings Plc is an archetypal English luxurious sports car manufacturer (Lovett, 2019). 

The cars that have travelled to each corner of the globe started their journey in a small workshop in London in 1913, at the hands of the iconic pair, Lionel Martin and Robert Bamford. 

In 1947, Lagonda (originally founded in 1899) joined the English icon creating a legacy for generations of car lovers. The legacy has ever so continued. 

FACTORS AFFECTING HUMAN RESOURCE STRATEGIES

In the absence of a workforce that in proper alignment with the business objectives and overall vision and mission statement, the organisation will be in shambles. Therefore, Human Resources Management transpires a strategy that serves as a roadmap in dealing with all the situations related to or impacting the Human Resources (Dessler, 2015).

The selection, constitution, and adoption of the Human Resource Strategy hinge upon various internal and external factors. Let’s understand a few most impactful factors:

	TYPE OF FACTORS

	

	INTERNAL FACTORS
	EXTERNAL FACTORS



	The Vision & Mission Statement

The vision and mission statement define who the organization is and what it carters to achieve, laying down a blueprint for the future.


	Competition

A workforce in alignment with the organizational structure and object makes an organisation proactive with a competitive edge.



	Organizational Strategy

HR Strategy is a part of the overall Organizational strategy and cinch to align it with the workforce to cultivate the best outcome.
	Legislation and Regulations

To protect the rights of the labours, governments often implement several legislations. It is imperative to observe the same while constituting HR Strategies.



	Organizational Structure

A centralized organisation works vertically, while a decentralized organization works horizontally, defining the type of workforce required.
	International and Domestic Economy

Global and national markets and the economic changes have a great impact on decisions regarding redundancy, recruitment, compensation, and other HR Strategies. 



	The Organization’s Size

Basic indicators being the no. of employees, level of production and the return on investment, an organisation’s size highly impacts its HR Strategy.
	State of the Labour Market

The Labour market hugely operates upon the demand and supply of labour. The Strategies developed to carter high labour supply will not be ideal in case of low labour supply.  







TYPES OF HUMAN RESOURCE STRATEGIES
As it has been established that the ability to metamorphose natural resources makes humans the most vital resource at an organisational and global level, to ensure effective utilization of human resources for fulfilment of the organizational goal, a functional strategy is a must (Richey and Wally, 1998). 

But the Human Resource Strategy is ratified by various factors, which may or may not be in control of the organization. The economy being dynamic, and every organization having its own unique requirements further obnubilate the strategy making. The pretension of Human Resources Management is to draft a strategy that attains most if not all of the defined goals.

Here are a few areas /techniques in Human Resources Management to choose from while developing a Human Resource Strategy:

· Change management
· HR effectiveness measurement
· [bookmark: _Hlk112802709]Staffing: Retention
· [bookmark: _Hlk112802998]Staffing: Recruitment and availability of skilled local labour
· Learning and development
· [bookmark: _Hlk112805339]Compensation
· Leadership development (Banfield and Kay, 2012).




STAFFING
Staffing can be very well defined as the starting point of working in Human Resource Management. It is an ongoing process of identifying human resource requirements and fulfilling the same. 

Traditionally, finding, screening, recruiting, and training job applicants were considered the role of the HR Department (Plank, 2019). But in modern times, their role has encompassed the traditional boundaries, and now they are in charge of all employees and employee-related operations and problems. In today’s time, HR Department not only attracts qualified people but also retains them. 

A dual goal staffing strategy, ensuring productivity for the company and job satisfaction for the workforce shall be the best suited for a globally acclaimed brand like Aston Martin itself.

· Staffing: Recruitment and Availability of Skilled Local Labour
Cambridge dictionary defines “Recruitment” as an organizational process of finding people to work for the organization.

While recruiting, the HR Department finds, screen, recruit, and train job applicants to align their skill sets with the core objective of the organization. 

[bookmark: _Hlk112815353]The HR Department goes to great lengths while recruiting as the workforce of an organization has a great deal of effect on its performance, making a highly skilled and capable workforce one of the most valuable assets of the company. 

Why Recruit?
[bookmark: _Hlk112820453]External recruiting exposes the organisation and its current workforce to new schools of thought and a variety of different approaches. Introducing new employees encourages innovation and creativity by avoiding perpetuating resistance to change. External recruiting also benefits the organisation by increasing diversity (Picardi, 2019). 

At times, it is not feasible to train and up-skill the already appointed employees to fulfil the vacant position. For several jobs, the skill and knowledge requirements are such that they cannot be attained with a few training sessions. Additionally, non-availability of a trainer or the high cost of training are also a few deciding factors. 

In manufacturing cars that promise luxury and safety, the craftsmanship of an artist and an engineer are both required. This makes recruiting employees with required knowledge and skill a vital for Aston Martin. Further, it also ensures that the company fulfil its goal of inclusivity and diversity.

What to consider while recruiting
Having discussed how recruiting benefits the organisation, it is also to be kept in mind that:
a. Recruiting externally poses the risk of disrupting the work team.
b. The recruitment procedure is a lengthy one and is not suitable for situations of emergencies. 
c. The method is not cost-effective and has higher orientation and training costs, hence can end up being extremely expensive.
d. It may adversely hamper the motivation and satisfaction of current employees.
e. The candidate appointed may be nothing as portrayed on paper and not perform after being hired (Picardi, 2019).




· Staffing: Retention
Post-Brexit and covid, an increase has been noticed in the retention rates of labour in the United Kingdom’s economy. One of the major factors being difficulties in recruiting. Retaining employees also requires training and enhancing their skill sets to fulfil the new responsibilities bestowed upon them.

Retention benefits the employees and the employers. The employees enhance their skill set and with an opportunity at better compensation. While the employer benefits from the reduced cost of recruiting and enjoys a skilled workforce customized to their needs.

Why Retain?
The core advantages of internal recruiting are increases in organizational engagement and job satisfaction. There is also a comfortable level of transparency as an organisation is well aware of the individual and their work history. Similarly, the employee is also acquainted with the organisation and its culture and they understand the “big picture” in the company and not needing time to adapt. This also means that the transition period is much shorter (Skipworth, 2018).

Retention and internal promotions are also more cost-efficient than its counterpart, while the procedure is relatively speedy. 

What to consider while retaining?
Though retaining is a time-saving and cost-effective way to plan an organisation’s human resources need, one cannot venture into it without considering all the relevant factors. To make a wise decision, it is important to consider the following as well:
a. The applicants for the vacancy as limited.
b. When an employee is promoted, someone must fill in for the promoted employee, which mostly requires hiring for junior positions.
c. Even with training, not all employees succeed in their new jobs. 
d. The qualifications and skill set of the internal employees are limited, unlike that of the external candidates.
e. Not having some tough competition may make the internal candidates take the job for granted. 
f. No exposure to the external environment may render the organization resistant to change, stifling innovation and creativity.



With due consideration and proper planning, retention of the skilled and experienced is good staffing for Aston Martin, establishing an edge over the competitors. This is so because skilled personnel are paramount for any organization, increasing their importance tenfold in an industry as competitive as the manufacturing of luxury sports cars. Further, the efforts and resources invested in building a workforce are hefty. And adding to it is the current state of the labour market in the UK, which is facing difficulty in recruiting new talent.



COMPENSATION
 
Quality workforce is a sure-shot way to ensure a competitive edge (Bhattacharyya, 2011). The right compensation and benefits package will not only attract a quality workforce but will also retain them while ensuring their loyalty and dedication. 
The right compensation includes various other benefits than the basic wages or salaries. Its overall composition depends upon various factors like the type and size of the organization, type of work and the risks involved, experience and expectation of the employee, the law of the land, trends of the labour market, etc.

· Benefits Of an Embellished Compensation Package

a. Employees Know Their Worth 
Compensation is a driving factor for any employee, and they will always endeavour to seize the best possible financial position. An employee worth a specific salary often knows his value and will prowl for a position accordingly. Consequently, employers should address the benefits portion of employee compensation as the benefits embellish the employment offer.

b. Enhanced Productivity and Profitability 
When an employee is paid fair compensation, he not only feels satisfied but also valued. The sense of satisfaction increases the productivity of an employee, as working no longer remains a means to meet the end. 
 
c. Motivated Work Force
A satisfied employee is more likely to work at his full potential. One of the main reasons is the need to retain the position and further impress the employer for future benefits. Proper compensation also insinuates a feeling of security and accomplishment. 

d. Decreased Labour Turnover
A motivated employee is not only excited to show up at work but is also comfortable having long-term working engagement with the same organisation for a long period of time. This benefits the organization as they benefit from a loyal employee base and reduced cost of recruiting several times. 

· [bookmark: _Hlk112809314]How to Determine the Compensation Strategy

To match its prestige, it is essential for Aston Martin to institute a compensation policy which is rewarding but stringent at the same time. It is to be observed that it is vital to ensure that the compensation policy is not only adequate to attract new talent but also to retain the already recruited. Granted that a Compensation Strategy shall not be identical for each employee, below mentioned is a guide to outlining an appealing one, which can be personalized as per need:

a. Labour Market Conditions
Labour Market is a place where the supply of jobs meets its demand. The dynamics of the market highly influence Compensation strategy. For instance, in the Labour Market of the United Kingdom, there has been recruitment and retention difficulties since a while. To vanquish such, the most reckoned-upon solution has been training and up-skilling the already recruited and adjusting their compensation accordingly.

b. Economic Conditions
Competition among employers highly influences the compensation strategy of organisations. Every organization seeks to build a skilled workforce to ensure a competitive edge in the short and long run. The higher the competition among the organisations, the better the compensation policies, as offering a handsome salary to a capable employee is an investment for the organization.

c. Government Control
With a view to protect the working force and stabilizing economies, government, from time to time, introduce various laws related to the rights and duties of the employed and the employer. The most basic example is the setting of the minimum wage. No employee shall be paid less than the minimum wage. Compensation not in tune with such laws may result in various suits against the organization. Hence, the Compensation Strategy formulated shall fall in line with the applicable laws of the land.




d. Worth of a Job
What an employee will be paid to do a job is also highly determined by how important that job is to the organization. While contemplating the Compensation strategy, the employer shall thoroughly evaluate the importance of every job. The few deciding factors can be:
a. Is the job a primary function of the organization or just a supportive job to facilitate the primary task?
b. What is the revenue to cost ratio of the job, i.e., how much does the job costs, and against it how much revenue does it earn?
c. Whether a specialized expert is required to do the job or is it a generic job. 

e. Employer’s Affordability
Bigger organisations with greater turnover will have better compensation policies than an organization at its initial level. Small organisations are also more prone to being understaffed due to budget constraints, among other factors. Also, the economic sector the organization operates in has a bearing upon its capability to pay proper compensations.

Apart from the above-sited, Employee’s Worth, Compensation Policy of the Organization, Union’s Influence, and Cost of Living are also to be kept in mind while finalizing a compensation policy for an employee.

· Creative ways to pay
To ensure that the compensation paid goes beyond its monetary aspect and aligns with the current living standards and style, the Compensation Strategy at Aston Martin shall inculcate:
1. Appointment of "flex time" employees or part-time employees, particularly stay-at-home parents.
2. Offering deferred or delayed compensation until a certain milestone is achieved.
3. Offering the employees equity or stock options in the company. 
4. Introducing internships and volunteering programmes.
5. Ensuring timely and fair performance appraisals. 



CONCLUSION
By far, it has been established that the Human Resource is the most vital resource for any organisation. To ensure sustainability and a competitive edge, organisations have become proactive. They have shifted from traditional ways and are adapting to the fast-phased dynamics of the ever-changing economy. 
To accommodate the dynamics and match its pace with the ever-evolving economy, Aston Martin shall create hybrid options while developing its Human Resource Strategies. Instead of adhering to a single technique to cater for its need, experimenting with various techniques to formulate a personalized solution, is the way to go.
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