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This report will critically assess the purpose of human resource management, and the importance of it in an organisation.  It will cover specific issues that support an organisations workforce, for example, management issues, how does a manager decide whom to employ? What are the procedures used to execute this and the policies and strategies used in order to carry out systematic recruitment?  
The report goes on to interpret management and staffing objectives, training, working conditions, and dispute resolutions, and view the decisions that are made at board level and filtered down through the ranks.  
The report will expand on the models used that best suit the organisation and looking at alternatives, that may work better, what is the philosophy to activate staff focused activities.  How does a company deal with current ongoing issues?  Are there new forms of working, and how is it possible to give staff the skill set for the future of the economy.  Where does the role of HR (Human Resources) lay, should it have a more robust presence in the GIG Economy.  
 The company used in this report will give a view on how they operate their HR department.  What are the incentives used to attract staff to an organisation?  How does an organisation protect itself against discrimination?
The report will look at the tools used, depending on the area of interest.  What are the policies in accordance with diversity, in addition to the recruitment policy?  The report will investigate the question of social value and how does a company fit in the realm of corporate social responsibility.  
Primary and secondary data has been used to gather information and the workforce targeted in this report are the baseline workers.      
Tower Hamlets Council run an HR department that is separate from the main HR, as it only deals with temporary staff that is needed within the council, the initiative is called ‘Ites Programme’.
The report will look to evaluate the stakeholders and their expectations, to articulate and authenticate new strategies of sustainable growth, Innovation.
What recommendations could be made,  in light of future growth?
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Human resource management (HRM) is according to (Armstrong, 2012) is a broad and comprehensible method for the development and employment of individuals.  
Reports show that it became evident that working conditions needed to be improved if successful productivity was to be created, Frederick Taylor set out to achieve an effective process, as indicated by (Obedgiu, 2017).  Towards the end of the twentieth century, there was a substantial decline in the membership of unions, although labourforce,  management expansion continued to impact organisations.  Labour relations and industrial started being used to denote to specific issues in relation to representation as a collective, and numerous companies started denoting to the occupation as personnel administration. 
(Obedgiu, 2017) goes on to state Human Capital Management is occasionally used in regards to HR, (Human Resource) even though, characteristically, human capital is of a constricted outlook to that of HR, for example, individuals personify knowledge that is able to support an organisation.  Similarly, additional terms are used to term this area, in particular, comprise of manpower management, personnel management, people management, talent management and organisational management.
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CIPD is the specialised framework for HR and the development of people.  The organisation which is non-profit, and supports improved working lives and work, by setting benchmarks for organisational and people excellence.  
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Using the (CIPD, 2019) to determine what the effects will be on the present and anticipated variations of the external environment on employment strategies will have a beneficial impact on how organisations maintain a stable work setting and positive staff relations.  It is important to consider government policies and political strength as they play a major role in how working life is managed in addition to global trade contracts and the possibility of limitations.  (CIPD, 2017)  The factors that will influence organisational decisions will be determined by the United Kingdoms decision to leave the EU (European Union).  The strength of the pound is fragile and constraints of trading with Europe may be affected.  The threat of terrorism can possibly affect our working lives.  
From an economic standpoint, exchange rates will affect the price of goods organisations can command, and suppliers will be able to command prices.  
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Globalisation, it is not lucrative to manufacture goods in the UK, (United Kingdom) as sites for manufacturing are particularly costly to run. This will affect manufacturing outside the UK, and the costs of goods and services will rise.
Labour costs may be affected, due to the changes in spending habits, which will put a strain on the cost of living. (CIPD, 2017) 
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This research tries to find out precisely what it means to implement staffing strategies within an organisation.  To overcome all the adverse effects on recruitment, due to the changes in the external environment, organisations have to put strategies in place. 
As outlined above  (Sparrow, et al., 2004) states there is a necessity to remain in the forefront of innovation in what might well be rationalising and contracting markets of markets that are in the process of a ‘shake-up’ due to new competitive behaviour by new entrants.  
According to (Russell-Jones, 2005) there are various patented approaches to strategic analysis, they are able to be condensed into modest ideas.  The emphasis is put on the process that supports the analysis that makes the difference.  (Russell-Jones, 2005) goes on to specify, ask yourselves as an organisation the question...
Key points – From the analysis, what are the major issues that influence your organisation?  What does the company need to do to make improvements?
Key questions – What needs to be changed? And how can this be done? When should a change occur and to what level? Does the company need support to implement change?
Actions – Development strategies to combat the main areas and ponder the consequences.  Revenue versus costs, will it be beneficial? Disruption may be a possibility when will the company see a payback? And is it a sustainable option?
Tools – Planning, anticipate scenarios, management change, quantification/development, budgeting, business case. 
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Key Points – The purpose is to develop policies for supporting purposes, for example, HR, IT and marketing, that will reinforce strategies.
Key Questions – Where are the areas of support that need strengthening?  What systems or skills do we require?  To execute the strategy, is the structure correct?
Actions – Assess training, review financing.
Tools – development planning and iterative challenges.

Competitive strategies, despite the fact that they are all unique, it is the balance of what they offer and the functional policies that offer support.
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According to (Shingal, 2017) who professes that The Ulrich Model was developed to specifical to systematise the function of the human resources department.  David Ulrich suggested that businesses on a larger scale or in large organisations, HR  functionalities ought to be grouped into three subdivisions. All the more, he expressed the fact that shared service undertakings should be conducted in call centres which has technology that supports and can deliver the simple support and clerical functions to the remainder of the business.

Standard working procedures, in the 1920’s earlier development styles, trailed a scientific management theory, where the best methods of work that was focused on, determined proficiency and retaining the right personnel in the right job.  This is an argument sponsored by (Hawkes, 2003) SOP’s (standard operating procedures) indorse the superiority and effectiveness of the organisation and amalgamated procedures reduce the gaps in communicating policies as they are a document that is scribed.  
Human resource management adds to the organisational areas.  According to (Bradley, 2018) human resource management is a process that is strategic, joining the human resource function to the organisational objectives that are strategically connected to the organisation and therefore will enhance the performance overall.  Complying to a strategy that concerns itself with the organisation's mission statement on a larger scale, has various benefits and puts the organisation at an advantage.
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Recruitment methods, (Kollowe, 2016) states that Unilever has started to use mobile gaming for the purpose of recruiting to quicken the hiring process, lower costs and indorse diversity.  Research conducted from website Monster and University College London found practically half of businesses use video interviews as part of the process for selecting staff, a proportion of businesses do not use any face to face methods, although this may encourage discrimination on attendance.  
Things to consider when recruiting are specif to an organisation.  It is about identifying the sources needed to meet the wants and needs of the individual as well as the organisation.  For example, according to  (Ali, et al., 2002) there are two levels lower and a higher level of needs.  In relation to the individual satisfaction from the job role, the content and how it is executed is based on the higher level, adequate equipment, pleasurable working environment and reasonable hours are based on lower-level needs.  

The needs of the company are met when an individual understands the managements methods, as when making changes that are a necessity in the competitive world of work.  Making sure the staff are fully aware of the company’s plans by having a vested interest, therefore they are able to identify the company’s strategy.  These are lower-level needs. 

The higher-level need is giving staff motivation so that they reach targets and continue to perform at a higher level.  (Ali, et al., 2002)
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Diversity is race, gender, age this can be deemed common factors where we all fit into.  Inside these factors, we all possess different cultural backgrounds, that can support and benefit the organisation or workforce of a chosen profession or job role.  It is beneficial to hire people at alternative junctures of their lives, our performance is based on beliefs and strengths that are the foundation of life and education, in that way we can blend all creative types and that will give the organisation unique qualities.  (Bradley, 2018)
Inclusion, (Baska, 2019) People with disabilities are faced with many barriers, in relation to finding work, the reason being the recruitment process is inaccessible according to Mark Cappa, Head of Development at Mencap, this equates to poor understanding.
Dr Jill Miller, diversity and inclusion adviser at the CIPD, states it could be as easy as altering job advertisements to display an organisations obligation to inclusion, in addition, safeguarding that processes the skills needed for the job in particular rather than how well an applicant performs at an interview. (Baska, 2019)
Training your staff regularly highlighting their strengths, but focusing on their weaker areas in relation to developing core leadership skills, or individuals that show talent in the operational fields, individuals are able to create a constructive way to action their everyday work tasks to improve efficiency in the department.  According to (University, 2016) people have been the main focal point in an organisation, but strategically their importance is becoming more profound, as skills, abilities and knowledge mark the success of an organisation, as they aide the company by highlighting the core competencies and setting them above their competitors.  
Protecting your organisation against discrimination (Maund & Arrowsmith , 2009) the pressures to become more socially responsible, making sure their boundaries,  such as human rights, labour principles, have become more complex due to global expansion, therefore implementing programmes geared at maintaining consistency and the slightest principles. 
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Rules have changed greatly in the last 15 years, criteria stemmed from the things that an organisation felt would give them the best candidate, and nothing to do with skills could be hired.   This method was not measurable. (CIPD, 2013) 
Recruitment has changed due to the application of modern technology, for example, social media platforms, recruitment is more personalised and strategic.  It provides easy and rapid access to qualified individuals.  (Blacksmith & Poeppelman, 2014) The three ways organisations are adopting are virtual stimulation, this delivers with a lifelike view of the job.  Assessments and Tools, this aide the applicant in deciding whether they would fit and if so where should they be placed.  
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To accomplish an organisation that is sustainable, the should be a positive engagement between employee performance behaviour and the long term values of the organisation. (CIPD, 2016) Initiatives and objectives at various levels must be associated with the organisations prioritised strategies.  CIPD goes on to state that an organisations performance levels are measured by people management, social contributory and environmental factors, alongside financial indicators. 
Success is gauged on how an organisation faces external and internal trials over long term phases or when the economy looks profitable.  
(Press, 2018) ‘The GIG Economy’, is a flexible outline of employment where zero contract hours have made it to an all-time high, the exodus of out-dated practices is part of global trends.  The shift may hinder the quality of essential services and questions about how sustainable an organisation can be.  (Wilson, 2017) agrees with the aspect of flexibility but highlighted the fact of having no protection as a workers.  Uber drivers won the right to be classed as workers, the Department of Business, will certify that employment rules are up to date that will replicate the new means of working.  
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In relation to this report, the study attempts to justify the connection between various issues covered that raises debates through the ever-changing workforce. 
Human resource management is structured throughout Tower Hamlets Council.  The main HR department looks after the permanent employees and the in-house subdivision of their recruitment service tends to and looks after the temporary staff.  Under this consortium, this Human Resource department is known as the ‘Ites Programme’ staff are recruited from internal and external sources, and are employed for 1-11 months, if they are required for a longer period, the must be offered a full-time position.  
[bookmark: _GoBack]The reason why this programme was started was to make improvements to the lives and work environment for the local community, but the driving force was to reduce costs of employing temporary staff in a standard way.  The new programme would improve time management and limit staffing costs when covering sick, maternity and paternity leave.  This would, in turn, create organisational excellence.  
Tower Hamlets, practice fair processes that are transparent.  Wage structures and benefits for all employees, they are paid the living wage and holiday pay.  
The incentives were set up to support the Tower Hamlet residents, having this access growth and economic development for the local area.  
The apprenticeship initiative is targeted to all of the local residents.  ‘Ignition focuses on the less abled residents, to enable them to receive equal opportunities.  
The ‘Ites Programme’ is formed of induction material to meet the needs of the council departments, therefore an efficient in house service is always available to meet the council demands.  This programme meets the needs of corporate social responsibility.
In aspects of future growth, they will enhance training, encourage staff to improve their hard skills and improve the soft skills accordingly.  In-house questionnaires will be analysed frequently to tackle any areas of neglect.  This, will strengthen the workforce and create a stable structure.  
To protect the employees contracts, rules and regulations are part of the apprenticeship training, it covers all the aspects of company expectations and to meet their goals, and refine the job role to be carried out by the employee.
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To conclude, Human resource management contributes to organisational excellence.  It allows the organisation to address its weaknesses and promote its strengths.  It allows you to meet the needs and objectives of the organisation with a common interest.  
The changes in the organisation, what needs to be done and why is relayed through manager and staff communication.  Cohesive behaviour gives the organisation a solid structure on which to build.  
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Utilising various training opportunities will benefit organisational and personal growth.  Human Resource Management should structure job opportunities for people that have disabilities, to encourage and support their personal growth.  Expressing staff values will promote a strong organisational culture as the organisation can connect through shared values. 
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