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[bookmark: _Toc70706305]Executive summary: 
The purpose of this report is to outline detailed and appropriate Human Resource Strategies and develop and deploy these strategies in three areas, and in the process to demonstrate how these chosen strategies will make team members valued, appreciated, and develop a sense of belonging to the organisation. The areas selected are Human Resource Effective Measurements; Staffing Recruitment and the Availability of Skilled Labour; and Compensation. Furthermore, demonstrating critical appreciation of the principle, models and concepts of HRM and IHRM theories, which will be demonstrated through significant use of academic references from appropriate sources. 


























[bookmark: _Toc70706306]Introduction:
Human Resource Management, (HRM) and International Human Resource Management (IHRM) is a process in an organisational setting that enhances employee performance, to reach an employer’s objectives. In addition, HRM is a procedure that involves recruitment, and the selection of employees to develop and train for organisational duties.  




























[bookmark: _Toc70706307]Company Background: 
Boogle Technology Ltd, are an online leading multinational organisation that specialise in internet related services, the organisation is based in London UK, but has operations in 200 countries and employs one hundred and twenty thousand people. It was founded in 1988. Our products include on-line technical support, advertising, technologies, search engines, soft-ware, hard-ware, cloud computing and digital platforms. The organisations net worth is estimated at around £100 billion. The organisation today are preparing for the future, and in doing so are looking to take on-board 300 new employees for their London based organisation who will be required for the new on-line advertising platform. 
 

























[bookmark: _Toc70706308]Human Resource Effectiveness Measurements:
[bookmark: _Hlk67146620]What are Human Resource effectiveness measurements? according to Boon et al. (2019) over the past thirty years strategic human resource management has analysed that more attention should be applied to systems, instead of the focus being aimed at individuals, their view is that these methods are most-likely to have an affect along with other methods inside the system. However, in-spite of this occurrence, thoroughness of central importance belief function, and synergy in this system has any truth is still undecided. However, according to Armstrong, (2014) HR systems encompasses, a combined helpful base which permits HRM targets to be attained, Becker and Huselid, (1998;1995) witnessed: ‘The HRM system is the first and foremost a vehicle to implement the firms strategy’. Furthermore, in 2006 they stated, HR is the significance of HR systems asset, Boslie, et al. (2005; 73) and further examined, pre-existing forms of HRM can be witnessed as ‘a multiple discreet practices with no explicit discernible links between them. The more strategically minded systems approach views HRM as an integrated coherent bundle of mutually reinforcing practices’.
[bookmark: _Hlk67148214]Therefore, IHRM and HRM systems encompass HR philosophies which represent the over-and beyond values, and the concept embraced in the management of persons. That takes-into-account both internal and external environments of an organisations function as well as the systems that it embraces. 
· HM strategies clarifies the directional steps that HRM expects to take in all areas. 
· HR policies, which set in stone HRM’s involvement, providing guides and definitions of related areas of HR and how they are to be managed and put in place.
· HR practices, which incorporates the HRM steps required to manage persons, advance development, also handling employment relations (Armstrong, 2014).
According to Nguyen and Teo, (2017) there are various studies that have analysed the direct or indirect influence, of the multitude of segments the HR sector’s effectiveness has in established countries, in particular the UK (Guest and Conway, 2011). Australia, also South Korea. Furthermore, facts have uncovered that the HR sector with the aim of achieving synergy within the business planning mediates this sector’s performance. Human resource management’s transferability function to line managers, is the added affect that may heighten the reality of effectiveness (Rui and Kim 2013). In spite of all the increased analysis, around the HR sector’s effectiveness, Guest (2011) also Welbourne (2012) requested more analysis to grasp a deeper meaning of what organisations believe the effectiveness of their particular HR sectors are.
[bookmark: _Hlk69036435]Additionally, there is sketchy evidence on the understanding if whether the effectiveness of IHRM sectors occur in countries and organisations such as Vietnam, considering the heightened scrutiny on the strategic steps to IHRM. According to Nguyen and Teo, (2017) the factors influencing effectiveness through the eyes of scholars such as (Guest, 2011; Paauwe et al., 2013) have realised, without closer inspection on implimented HR practices, have produced incorrect analysis results, of HR sector’s performance. Furthermore, one of the best individuals to comment on whether there is any effectiveness, are line managers of HR sectors, the reason being they are the ones, that are required to put these into practice, because this is their job as HR line managers. HRM and strategic human resource management (SHRM) analysers must now rethink the line managers understanding of applying these strategies (Guest, 2011; Paauwe et al., 2013). Therefore, this analysis provides and focusses on HR practices and recommendations to line managers and assess the HR sector’s function (Guest and Conway, 2011).  

The HRM department at Boogle Technology Ltd have placed adverts on the organisations website, they have also placed adverts at job recruitment hubs, in news-papers, and Universities, to seek prospective candidates with level 6/7 qualifications, and with no less than a 2.2 pass mark. 

[bookmark: _Toc70706309]Staffing recruitment and the availability of skilled labour:
[bookmark: _Hlk68954457]According to Armstrong, (2014) the procedure of talent management, also known as a pipeline, is encompassed within talent strategies and policies, and begins with talent planning. This is then followed by a cycle which are resourcing and development functions, that end up producing your talent pool. Talent management begins with looking at your business strategy, in terms of the talented individuals required for your business future eventualities. Therefore, the aim here is to source and develop individuals, as well as support, and sustain these individuals from the talent pipeline, which is carried-out through the procedures of resourcing alongside career planning, and development which will also assist the stream of individuals required for the organisation. Talent development, the vital segments of talent management, come from learning and development policies, and initiatives, the main focus is for individuals to attain and develop the correct skills and capabilities that are required. Policies will be composed and linked to all employees by a success profile, that sets out the standards required for development (Armstrong, 2014).
According to Brandoa et al., (2019) for on-line recruitment, this is carried-out through the internet, by e-mail or through other forms of modern communication processes (Cunha et al., 2010). The importance here is to seek the attentiveness of individuals e.g., skilled workers that fit the profile of the required job description that has been advertised. Which all starts off with placing an advert on-line, interested applicants will then fill out the on-line application form, there may also have to carry-out certain scientific selection tests, or personality tests, which takes into consideration feedback, as well as on-line processes that remove some individuals that do not fit the required profile standards, furthermore, this is all connected to a data base that captures all the information that is scrutinised by HR staff workers at a later stage. Consequently, this style of recruitment does tend to reach out that much further, than the normal advertising job offers placed on the internet. The utilisation of the selection tests, which removes individuals from the selection phase. This is linked to the selection phase of the recruiting selection segment of the procedure, which is linked to Saks recruitment and selection, and online recruitment integrating selection procedures. Voicu, (2014) has named these as preselection. 
The utilisation of the on-line procedure is linked to the process of keeping clear and precise records for the data base, to assist Human resource departments in their search for the correct characteristic profiles and individuals for the position being advertised (Mitter and Orlandini, 2005). Additionally, the undertaking of on-line recruitment has the ability to be carried out from a variety of platforms. Organisations usually opt for using their own websites to seek potential applicants, they are also known to have fixed applications for those individuals that may seek job positions within their organisation, for those periods when they are not recruiting. Furthermore, organisations are known for using their websites as a main source to seek out prospective applicants (Araujo and Ramos, 2002) and these platforms are being used extensively (Saks, 2005). In addition, there are several job recruitment websites committed to offering job-related opportunities, as well as receiving applicants that will apply for jobs and submit their CV’s. These recruitment hubs are there for individuals and organisations that furnish the unemployed for employment. Through this process job seekers will then react to the adverts they are suited too. 
According to Mena report, (2018) the Government department namely, The Ministry of Education and Culture has been assigned extra funding of 10 million euros, for skills connected to short-term job-related training, as well as individual student support schemes. The acquisition was offered to 25 instructors. The main purpose is to react at speed to the required recruiting requirements, and to be able to assist with any skilled labour workforce and most of all to offer help for the unemployed workers. Additionally, training alongside individual extra assistance will be offered, to help boost the labour market.
Furthermore, the training’s main aim is to highlight on service, health, well-being, also the industrial areas, and the main specifics of expertise. The extra funding is now able to assist with the available needed skilled labour, together with giving support to unemployed individuals. The economy should not suffer a decrease in workforce talents, according to the Minister of Education Sanni Grahn-Laasonen. The funding has been distributed to the most resident, based in the area of Pirkanamaa, in accordance with the requirements of the application. In addition, there are a total of 1215 students years were assigned, and 442 were given labour training. Furthermore, Parliament granted even more funding in the second budget in November 2018.            

HRM at Boogle Technology Ltd have received all applications back from prospective candidates with the correct characteristic profiles, and from the variety of sources mentioned earlier. The 300 candidates will all now be offered a face-to-face interview at our London offices for further scrutiny, as well as carrying-out workforce assessment behaviour related duties.

[bookmark: _Toc70706310]Leadership and development:
According to Armstrong, (2014) leadership and development programs prepare managers to attain the managerial skills needed to accomplish a successful outcome. They are a significant component of talent management, along with career planning, and career management functions. Furthermore, the style that is adopted here is what is known as a blended approach which consists of learning functions, e.g., planned experience, self-directed learning, coaching, mentoring, action learning, outdoor learning, formal education and learning programs formed on the required necessity of learning needs. Leadership has the title of giving individuals inspiration to do their very best, or to reach a set goal. This includes developing and communicating a future plan, that will require the motivation of individuals and most importantly their performance, Lyubovnikova et al., (2017) and participation, as explained by Dixon, (1994; 214) ‘Leadership is no more than exercising such an influence on others that they tend to act in concert towards achieving a goal which they may not have achieved so readily had they been left to their own devices’. Leadership skills involves:
· Inspiring individuals
· Persuading individuals to adopt a new approach.
· To clearly mention what is required, and why.
· To communicate with sense of meaning to your workforce.
· To develop an understanding through analysis, stated by Tamkin, et al., (2010) “that leaders cannot create performance themselves but are conduits for performance through their influence on others. 
· Gather your team to achieve the designated task.

Jointly with communicating with my HRM team, and applying the leadership skills above as suggested by Armstrong, and taking -into-account the process explained by  Dixon, together with the understanding of analysis by Tamkin, these are the techniques I would apply to the 300 candidates that have reached the face-to-face interview stage at Boogle Technology Ltd.

[bookmark: _Toc70706311]The principles of performance management:
Highlighting human resource techniques, but through the eyes of Maslow’s Hierarchy of Needs (Motivation Theory), this theory is known for being effective, and has been applied extensively over many years, the concept is utilised in working environments and focusses on human behaviour, this is to generate or build-up enthusiasm for workforce motions in keeping with workforce requirements. Formulated on these  theories, organisations are able to examine and able to grasp a better understanding of the required needs of workers, along with the application of tools that are applied to appease those needs which are based on work functions that produces planned productivity, because the motivation gives rise to the satisfaction of requirements that merge for the benefits of workers and the organisation. Analysis has uncovered some elements for instance that extended working hours may not receive any sort of appreciation for previous work carried-out, or there may-be, confrontational management behaviours, challenges to the progressional routes of professional enhancement, which may assist with the demotivation of the workforce. Which are elements that will no doubt be a recipe for a decline on production and the workforce. However, when human resources adopts motivational techniques, they have shown positive results (Pereira,  et al., 2012; Armstrong, 2014; Mullins, 2007; Burmeister and Wang, 2020). (More information and a diagram of Maslow’s Hierarchy of needs in appendix 1).   

I concur with the author’s above on Maslow’s Hierarchy of needs, which I will utilise with the 300 applicants, now that they have had their face-to-face interviews, and are now formally employed for development. Now we have reached the stage where we build up workforce enthusiasm, in line with workforce requirements.  

[bookmark: _Toc70706312]Compensation: 
[bookmark: _Hlk69119584][bookmark: _Hlk69135931]According to Lui, (2020) Human resource compensation strategy, is also known as salary fairness, but more significantly employee fairness, which is formed through organisational commitment of enterprise. There are various strategies and processes that are involved with  the improvement of impartial and just treatment of individuals, which links human resources compensations, in accordance with working behaviours, attitudes of the workforce, as well as an organisations dedication, these frameworks are analysed and scrutinised, to make sure all is in accordance with fairness towards workers, just as various compensation processes are analysed in compliance with all internal workings in organisations. The organisations dedication is recited to further strengthen the appraisal method of human resources compensations. This is to analyse and successfully gauge employee fairness (Lui, 2020).
In present procedures, human resources have highlighted vast variations on whether compensation strategies are honourable, or currently acceptable. However, in accordance with human resource compensation structure, the standard of the structure holds value or fairness for employees. Furthermore, within human resources there is precise evidence about the set procedures and phases of salary settlements (Lui, 2020). (Further reading on salary settlements in appendix 2).
In summing up this system of performance reward, which has many features. To start with there is definite analysis on the floating of personal performance. Additionally, this style of performance considers the variations of workers and the entire working process, however, this does not bode well for established performance. Also, there are vast amounts of  recorded data on personal performance, this data is kept an eye on by top specialist managerial staff members. Furthermore, there is an influence here through theory, which is the connection between the compensation system and the consequence by gauging the performance, of reward regulation, the distribution of feedback coupled with the sense of fairness is extremely low, nearly all these types of feedback styles for employees are very singular. What we attain from this is the compensation systems does not value the entire working process of several organisations, and many high standard high-performance workers are not paid great salaries for the work they carry-out, in comparison to others who are categorised in the medium performance group (Lui, 2020).

I agree with the author above, furthermore, Boogle Technology Ltd, HRM department  conform with the law on these situations and do our upmost to carry-out impartial and just treatment towards all our working staff. Additionally, base pay, embodies your workers being paid a fixed salary for any work they carry-out for the organisation.  
However, to make team members feel valued, appreciated, and develop a sense of belonging to the organisation? At Boogle Technology Ltd our Leaders, managers HRM, and IHRM teams, have realised that by making employees feel appreciated and valued at work is known to increase work performance, furthermore, the feeling of being valued and valuable, is not too dissimilar to Maslow’s base level Hierarchy model. Additionally, listening to your employees helps, managers also making a point of knowing who employees are, on a more personal level helps to assist being valued and appreciated, employee of the month awards has shown positive effects too. Compensation, paying your employees, a decent wage as mentioned earlier, makes employees feel valued and appreciated.







[bookmark: _Toc70706313]Conclusion:   

I believe this report has demonstrated a fair and accurate assessment of what is required to make employees feel valued, appreciated, and to develop a sense of belonging, in the three areas selected on HRM and IHRM above, at Boogle Technology Ltd.’s organisation. 



            
























[bookmark: _Toc70706314]Appendix 1:
Maslow’s Hierarchy of needs diagram below. 
sourced from: Maslow's Hierarchy of Needs visualized as a pyramid. See the online... | Download Scientific Diagram (researchgate.net) :

[image: See the source image]
Healy, K., (2016) Maslow’s Hierarchy of needs theory, which represents the psychology developed by Abraham Maslow in 1942 “A theory of Human Motivation”. This is the psychology we adopt with our staff at Boogle Technology Ltd. 










[bookmark: _Toc70706315]Appendix 2:
Salary strategy position, because of analysis we are able to gain an awareness from various forms of compensation strategies, (salary of the post) which are fixed regular payments on a monthly basis, this is the most basic or standard method applied for employees. The post value assessment has a particular measurement and theory which is unlike others, however, the basic understanding is some-how similar, but only in accordance with dissimilar organisations and industries, the allowance and way you are treated with this particular salary post compensation funds, but they are not the same for employees either [1]. Organisations take on employees, which meets the standard components of labour organisation and management. Furthermore, for organisations the entire working process and industrial chain are made up of employees that carry-out a sequence of procedural tasks, by means of their labour force, together with the organisations implements. Besides, according to the implementation of technological apparatus, together with the standard of work-deadlines, and the authority of various work titled positions, employees along with their salaries are analysed in separate phases, which will focus on employee duties and the standing of the individual within the organisation (Lui, 2020).         
Pay strategy for performance, the salary strategy performance is an analysis of skills of the workforce, this job will almost certainly come with a decent workload, and a highly skilled workforce in-line with post compensation. Additionally, this system awards pay for various positions and organisations and had dissimilar procedures for commendation. However, there are various scales of gauging efficiency of performance compensation, this is normally decided by two initial details. The first initial detail is the performance analysis assessment of the individuals salary, and the second detail is to continue with the corresponding performance analysis grading sectors, for the particular individual, with an aim of affecting recompense cost control [2]  (Lui, 2020)
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