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[bookmark: _p0q6ugj6sff2]Introduction
According to Laurie J. Mullins (2007) Human Resource Management involves the decisions and practices of management that put influence on managing the workforce or human resources working in any business organization. HRM is that significant part of a business organization which is focused on development of workforce as well as boosting their potential to achieve maximum productivity at the workplace. We can define HRM as construction, implementation and maintenance of strategies for managing workforce for maximum business performance and also the evaluation of people working in any business organization. 
A explanation  was specified by Torrington et al In 1995 which states that Human Resource Management is a sequence of manners that empowers the working people and the business organisation to utilize the skills for exceeding the goals and objectives. HRM ensures that there exists a connection between the workers and their head, so that organizational goals are achieved along with growth and development of the employees. 
People resourcing strategies are considered to be the most crucial aspect of a workplace and it aims at giving the job to the deserving candidate , so that goals and objectives of an organization are achieved.  There should not be any discrimination among the employees based on their religion, sex, caste, nationality and so on. Creating efficient resourcing strategies ensures that equal opportunity and remuneration for all employees it also aims at motivating the workforce by paying necessary attention to their needs, motivation, responding to their grievances through proper means and channels, training, recruitment and selection of workforce without any discrimination.
There is also a setup which should be followed in correct order which is Managers, than  Supervisors and then the operations. All the activities flowing through the organization flow through these channels based on the criticality of decisions. For e.g.: important management decisions are undertaken at top level, mid-level decisions are delegated to supervisors and the routing day to day activities are delegated to the operations level. 
HR plays a very significant role considering the changes happening in the surrounding environment so that all the activities undertaken by the organization are directed in achieving organizational success without any hindrance in business activities.  The resourcing strategies are undertaken keeping in view the current and predicted changes happening in the external environment. 
[bookmark: _gzw5zrqizyrv]History of Cadbury
Cadbury's is a British multinational  company owned by Mondelēz International and sells confectionery products. It is among the second major confectionery brand in the world , number one being mars . The headquarters of Cadbury are located in Uxbridge, London, and it conducts business operations in more than fifty countries worldwide. It is best known across the globe for its dairy products include Dairy Milk chocolate.
[bookmark: _GoBack]John Cadbury started selling tea, coffee and drinking chocolate from his grounds in Birmingham in the year1824. John Cadbury initiated the business idea with his brother Benjamin, and in a while with his sons Richard and George. George urbanized the Bournville estate, a model village which was constructed with an aim for betterment of circumstances of the employee working in the company . Dairy Milk chocolate was introduced in the year 1905 and it used high quantity of milk as compared to the products sold by the competitors.in the span of 9 years ,dairy milk chocolate became the most demanding product. 
In the year 1969, Cadbury merged with J. S. Fry & Sons i Schweppes in the year 1969. Cadbury was a constant component of the FTSE 100 from the index's 1984 beginning till the time the company was bought by Kraft Foods in the year 2010. 
[bookmark: _c39o5v275jvw]External environment of the organization and the impact on resourcing strategies
For the development and implementation of effective human resource strategies, one should have a thorough knowledge of external environment context, For example - The STEP factors which have been described below can affect the business organization both in a positive and a negative way. An organization can simply go from top to bottom in case it doesn’t pay necessary focus on the external environment. It is very clear from historical evidence that Entire civilizations have gone astray when they failed to deal with external environmental factors since the factors of external environment are fluctuating. The environment scanning is the main element of HR planning with regard to the external environment. Environmental scanning is the process and means through which the environmental climate surrounding an organization is scrutinised and studied carefully for identifying the opportunities or potential threats to an organization Jackson and Mathis, (2008). All the business organizations doing business in similar domains are close competitors, thus it is very important for them to adapt, modify and make any updates than they were required in past times.
[bookmark: _okwklzlykljf]Political environment
For a business organisation to conduct its operation a country needs to provide a framework. The political environment in some countries is very restricted whereas it is very liberal in other countries. This liberal/restrictive legal environment thus affects all operational aspects of the business organization. A business organization tries to study the administrative/legal environment in order to make organizational changes. The administrative framework within which the business organization undertakes its operations is shaped by an exclusive blend of various forces, that include, governmental, international, non-governmental policy, regulatory, legislative and legal frameworks. A business organization is deeply affected by the regulations surrounding it. The development of the organization is supported or restricted through these regulations and laws only.
The three forces are very crucial since there rises a tension between government and business organizations when it comes to what is socially desirable (supported by government) and unfair practices undertaken by companies (to increase profits). Business organizations must conduct operations within limits of laws and regulations and the products and services should confirm to safety regulations, protection of innovation laws and patents. The sourcing and HR strategies are formulated in accordance with the regulations and legislations passed by the government of the nation in which the business organization is conducting operations.    

 HR process from recruitment to promotion and until employee exits, it all depends on the government regulations of a country.This change in party impacted the operations of Cadbury. As per the research, 4000 workers employed for Cadbury in the UK factories got affected – due to restricted the entry of skilled workers which also impacted the hiring of employees in the future.
One more example is the rising tax rates. In 2010, the VAT rose by 2.5%. This led to a decrease in the sale of chocolates because of rise in chocolate prices. At That time, Cadbury Schweppes made a management decision to outsource the HR and accounts practices in order to reduce operational costs. These decisions lead to down-sizing in the organisation and thus there Was a massive reduction in jobs in the country. (Armstrong and Armstrong, 2011)
Another example is the increase in retirement age by the UK government, THE government of UK amplified the age of retirement of male workers to 70 years from 65 years. Thus, the resourcing strategies formulated by Cadbury took a hit as the organisation was deprived from employing fresh blood, but the HR of Cadbury can employ back-up plans like voluntary retirement as well as early retirement programme. This will enable the company in managing  unemployment in order to minimise the adverse effects on the operations of the organization.

[bookmark: _oyp19njzct05]Economic factors
Fate of big business organisations depends on economic changes which are alarmed with impact of regional, national and international conditions. At times when economy is growing  and is in state of boom with high employment and industrial activities. At other times the economy is reversed and is characterized by high levels of unemployment and low industrial activities. HRM gets affected by the economy of the country which in turns affects all the operations of the business organisation. In case there are any changes in the economy, this affects the talent pool and also the hiring capability of the organisation. In case the economy is going through recession, the organization is unable to create more jobs and it may also have to lay off employees in order to reduce costs to cope up with loss on sales.
[bookmark: _2757n1rlbfo7]Employment trends
Cadbury employs more than 60,000 people all across the globe. The economic down fall in the UK also impacts the HR process of Cadbury. Cadbury Schweppes made a management decision to outsource the HR and accounts practices from countries like India and China where abundant labour is available in order to reduce operational costs. Wages and salaries given to the workforce are also deeply affected by the economy of the country. These decisions lead to downsizing in the organisation and thus there Was a massive reduction in jobs in the country. (Storey, Wright and Ulrich, 2009) Due to this decision millions of pounds were lost due to number of strikes undertaken by workers. 
Whether the organisations are global or regional, they cannot run away from the penalty of globalisation. All HR specialists must a track on current economic pressure to reduce the negative impact and grab hold of positivity’s  whenever possible

[bookmark: _i4v4cm296bl]Technological factors
The technology environment consists of advancement and growth in technical knowledge and equipment and development. Business organizations have to keep an eye on the nature of products, cost-effectiveness and product performance as compared to the competition. Factors include – techniques to save energy, processes of new technology; substitutes for better equipment and existing materials, new product-development and improved material.  Technological; factors help an organization in attaining lower barriers to entry, increase efficiency in production levels, and have an impact on outsourcing decisions. 
Source: http://www.ivoryresearch.com/sample5.php

The changes in technology affects all major functions of organisation including HRM. The introduction of new technology helps the HR in downsizing the organisation since the use of technology helps in completion of task by a single employee rather than using 2 or more employees.  In the case of Cadbury, the firm gives huge focus on auditing and coaching. The assessment of the employees is undertaken by the organization at regular intervals to determine the need of coaching. Proper coaching is given to the employees in Cadbury whenever any new technology is adopted the organization. 
In Cadbury, technology plays a very important role , that has led to the development of many products. The new technologies have benefitted both customers and the employees.  satisfaction among customers has risen massively since products are quickly accessible, services can be easily catered as per individual needs and shopping can be done both online and offline.
[bookmark: _4xrvm2s063wb]Demographic factors
 Demographic factors lead to the effect of cultural environment  within the workplace, thus leading to formulation of effective human resourcing strategies.  As we know Cadbury has expanded operations in more than fifty countries, it makes it impossible to make delegation and control from a centralised single unit. Individuals from varied demographic countries adopt different culture and standards. In the case of Cadbury, the organisation moved to decentralised from centralised business which splited the business into five different units. To run the business different standards and policies were used as per the human resources of a particular nation. (Collings and Mellahi, 2009)
Eg: Muslim employees can’t be forced to remove their head-gear since it is of religious significance. 
[bookmark: _m741q0oz2z9f]The use of HRM Practices
HRM practices are crucial to head any business organisation. This is seen as a modern and highly competitive period in which the organizations have to deal with human resource issues. The need for human resources in any company is crucial component since a business organization is nothing without people in the organisation, there will be no one to undertake the work (Julie Beardwell and Tim Claydon 2007)
 When it comes to people resourcing, an organization must put consideration on people, performance, enlightenment, commitment and progress for better organizational performance. Derek et al (2002)
HRM strategy should focus on below points for careful formulation of strategies:
· Organisational structure
· Recruitment
· Rewards at work
· Selection
· Training / Development
HRM strategy is considered to be as a framework for HRM as it evolved in the 1980s. It has  a very major role in planning in a business organization. Two strategic approaches have been described for enhancing the long-term performance in HRM and are illustrated below Beardwell & Holden (2001)
· fair recruitment and selection
· Macro – strategic issues within the business organisational
· Job design

Cadbury (Cadbury 2010) incorporated HR policies and practices with in general business for attaining the organizational goals. Cadbury uses diverse HRM strategies like “managing for value” programme with an aim to increase employees understanding and development of the necessary skills to boost mutual growth .HR of the company aims at introducing new programmes on a regular basis such as “working better together” and “growing our people” Working Better Together” is a structure planned by the HR director himself, Andrew Gibson in order to motivate employees to undertake work more collaboratively. Workplace training was introduced by the company to reduce the skill gap between employees of different age groups irrespective of the department whether communications or marketing.
The changes in the labour market have significantly impacted Cabdury since it has to focus exclusively on flexible working practices. Diverse changes are linked with technological advancement, demography, demand and supply of labour market conditions, impact policies associated with labour welfare and management.   Employee Relation replicate areas for employee’s assessment like mentoring, teamwork, communication, etc between employees. Compensation and Benefit assists the staff to know what are the equitable like promotion, rewards, insurance, provident funds and etc. Health and Safety is considered since the employees need to have a sense of security during working hours in case of any workplace accident and the Company will have the responsibility to take care of it.
Cadbury offers Flexible working schedule like job-rotation which in turn helps to boost functionality of labour in wider roles thus increasing competency and growth opportunities for labour. It also helps in meeting labour expectations thus rising liberty and participation of labour in meeting business objectives and in turn reducing casualties and absenteeism of labour.
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