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According to Armstrong & Taylor (2014), Human Resource Management is a board and pertinent approach to people’s employment and development, and is supported by several theories regarding the behaviour of people and organizations. Later on, the concept is enlarged by Boxall and Purcell who describe HRM as all activities related to people management (Boxall & Purcell, 2003).
A common definition of "diversity" and "inclusion" is required as a starting point. Diversity means all the different ways of doing things. We are born with some of these variations and can't change them. That idea of diversity is part of anything that makes us unique. Inclusion involves bringing these disparate powers and resources together and harnessing them in a beneficial way. (Hudson, 2011). According to Kelly Tolhurst, Minister for Small Business, Consumers and Corporate Responsibility cited by Race at Work Report ( 2018), creating real opportunities for all is a key part of our industrial strategy that will bring substantial benefits to economy. Nonetheless, despite the fact the Equality and Diversity Act 2010 promote fair treatment for everybody, since 2015 the proportion of managers with a performance goal to support workplace diversity has dropped (Scorecard Report, 2018).
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Globalization is the opening of local and regional viewpoints to a broader perspectiveof an interconnected and interdependent world with the free transfer of resources goods and services across national borders. The effects of globalisation are both positive and negative. Globalisation affects both the standard of living and the quality of life at an individual level (Morrell, 2017) Globalisation impacts the product life cycle of a company on a business level and the balance sheet of an organisation. Globalisation also affects how governments around the world create policies that affect areas like monetary regulation and commerce. People is one of the resources which is transferred from country to country depending of the organisational needs. The impact of globalisation on human resource development and management is significant when a business expands its operation to other countries. Companies need to consider a variety of practical adjustments to be able to hire, train, retain and support a workforce that is frequently spread across multiple countries, often with different cultural identities.
Starting with 2004 when Poland entered EU followed by other East European countries in 2007, labour force started to migrate towards the most developed West European countries: UK, Germany, France and Italy. The last statistics published by the Office of National Statistics in November 2019 regarding the labour market in UK, estimates the following numbers:
An estimated 29.21 million UK nationals were employed in the UK, 182,000 more than a year earlier. The level is at the highest record.
An additional 2,24 million EU citizens served in the United Kingdom, 6,000 more than a year ago.
An additional 1.35 million non-EU nationals are employed in the United Kingdom, 116,000 more than a year ago. The level is at the highest record. (Office of National Statistics, 2019)
With an employment rate estimated at 76% and unemployment rate estimated at 3.8% (Office of National Statistics, 2019), for both UK nationals and non-UK nationals, labour market becomes increasingly tighter. Hence, all companies in UK try to attract skilled workers using different HRM strategies, polices and best practices.
According to CIPD (2019), employment rate in UK remains very high despite the uncertainty of Brexit, one of the explanations being that Brexit is yet to come. Even so, in a tight job market, exacerbated by the protracted Brexit talks, there is an opportunity to use the extra time to improve productivity and recruitment by concentrating on internal mobility, career paths and upskilling.
More than two out of five UK employers (44%) indicated that filling vacancies in their company had become "more difficult" over the past 12 months. Seven out of 10 (70%) said that it was hard to fill at least some of their vacancies (CIPD, 2019). The report revealed skills and labour shortages pushed up pay as employers responded to the deficiency. In response, nearly half of organisations reporting heightened recruitment difficulties (48%) increased starting wages, and 27% did so for most vacancies.
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The employment relationship in all industrialized countries is subject to a great deal of regulation. It is also the case that, in recent years, in all countries, the trend has been towards higher levels of workplace regulation, not least because of the acts of supranational bodies such as the International Labor Organization and the European Union, which have continuously supported higher standards of law-based work practice (Armstrong & Taylor, 2014).
The modification required by the introduction of extensive labour law has often been problematic for employers in the UK, as the UK labour market has historically been one of the least regulated in the world. There is thus a strong tendency for businesses to oppose the introduction of new legislation and to advocate for a reduction in the current ' regulatory burden ' because both dissuade companies from taking on new workers, while also making the UK economy as a whole less competitive internationally than it would otherwise be.
The Equality Act 2010 represents a milestone in human resource history, providing people with the means of raising complaints of discrimination around employment and service delivery. HR specialists need to implement strategies to eliminate any bias regarding employment and organizational behavior.
Many pieces of new legislation have occurred since the 1970s that may have influenced women's employment rates:
1970 Equal Pay Act – This prevented any less equal wage treatment for men and women
1975 Sex Discrimination Act – Promoted gender equality and opportunities
1975 Employment Protection Act – The sack of a woman as a result of pregnancy was illegal and statutory maternity provisions were introduced
2008 Lone parent income support changes – The eligibility conditions for single parent income support have been changed
2010 increase in State Pension Age for women - women retiring later than in previous years (Office of National Statistics, 2013).
The percentage of women aged 16 to 64 in jobs has increased over the past 40 years and the percentage of men has dropped. Roughly 67% of women aged 16 to 64 were in work from April to June 2013, an improvement from 53% in 1971. Among men, the percentage fell from 92% in 1971 to 76% in 2013 (Office of National Statistics, 2013). From July to September 2019 the estimated employment rate for women was 71.8% (Office of National Statistics, 2019).
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A key pull factor for labour migration is the demand for cheap labour. Migrant workers also fill positions that domestic workers refuse to do due to low pay or harsh conditions of work. Significant driving factors for migration in the sense of workers ' rights include rising levels of poverty, low wages in rural areas, and lack of job opportunities in poor countries, combined with higher wages and increased job opportunities in urban areas and rich nations. Globalization has created an ever-increasing wealth gap between countries, between rural and urban areas within countries, given its overall economic benefits (Misra, 2007).
Since January to March 2009, the number of non-UK nationals employed outside the EU in the UK remained largely unchanged; however, there has been a slight increase since the beginning of 2018, with the figure hitting a record high of 1.35 million in July to September 2019. By contrast, the number of non-UK nationals from EU working in the UK has generally increased, reflecting Poland's admission to the EU in 2004 as well as other Eastern European countries. Since the latter half of 2016, however, the series has been broadly flat (Office of National Statistics, 2019). 
Recruitment and talent practitioners are already feeling the confusion created by the UK's decision to leave the EU on the surface. CIPD (2017) survey reports about a fifth that there is increased caution in prospective candidates and about the same proportion that there is evidence of increased caution in recruitment for organisations. Three-fifths of companies also expect that they will have increased difficulty in hiring senior and skilled / technical workers over the next three years as a result of the Brexit vote, while two-fifths anticipate increased difficulty in recruiting functional employees (CIPD, 2017). The survey shows that, following the Brexit vote, the proportion of organisations planning to recruit EU migrants in 2017 is close to the proportion in 2016 across all industries.
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After 2010, when Equality and Diversity Act came into force, new approaches concerning protected characteristics and discrimination, started to occur in HR strategies and policies. The prescribed HRM model does not include a legal framework, no trade unions, and focuses only on organizational goals but not on social issues (Armstrong & Taylor, 2014). According to Armstrong & Taylor (2014), the HRM European model is based on dialogue between social partners, focus on social responsibility, multi - ethnic and multicultural organisations, participation in decision-making and continuous learning.
Hudson(2011), stated that,to become inclusive, an organisation journey must critically decide what actions should be followed to implement a diverse work culture where individual beliefs, backgrounds, skills, capabilities, and living habits are welcomed and leveraged for learning and informing better business decisions. When recognising challenges and obstacles, it is important to understand how inclusion can resolve gaps and promote successful decision-making and better business results in these areas. According to Hudson (2011), an action plan should be based on the following aspects:
Work from a well-documented action plan with goals, goals, and lots of small, manageable tasks.
Incorporate principles of diversity across business functions and units.
Creating opportunities for cross-generational work teams and interactions.
Invest in team building and leadership skills as they are becoming increasingly important in order to benefit from diversity and to achieve inclusion.
"Mind the Middle." Innovative organisations are finding ways to "mind the middle" without sacrificing executive and entrance levels. 
It is important to note that all people are different when designing work and planning training programmes for growth. There are different personalities, behaviours and emotions. It is important to focus on how diversity can be handled. This should take into account individual differences, which will include any issues arising from employment women, people from different ethnic groups, disabled people, and older people (Armstrong & Taylor, 2014).
An example of implementing inclusion and diversity in organisational HR strategies and policies is given by Tesco plc. They claim that they are committed to creating a genuinely inclusive environment in which everyone is welcome and is free to be themselves regardless of race, religion or belief, ethnic or national origin, colour, nationality, sex, gender identity, gender reassignment, sexual orientation, age, disability, marriage and civil partnership, pregnancy and maternity, political opinions or trade union membership (TESCO PLC, 2019).
According to (Scorecard Report, 2018), ensuring that employees of ethnic minorities are represented at all levels it will eventually improve the UK economy by £ 24 billion a year – 1.3% of GDP. Despite this, only 1 of 16 senior - level managers are black, Asian or minority ethnic and 33% of employees declared that they have a senior-level manager for diversity and inclusion.
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Results Consortium ltd was founded in 2002 with the goal of providing high-quality educational opportunities for ambitious and impatient students to make a mark in their careers. Results have helped thousands of people return to work or have helped those in work to improve their career. The specific, focused and pragmatic approach adopted helps develop knowledge and skills for learners. This ensures that students who graduate from Results are considered highly employable and equipped to make a difference for employers.
Promoting diversity at work means actively valuing and appreciating people's differences rather just tolerating them. Promoting diversity benefits the satisfaction of workforce, improve the quality of the product or service and boost the business reputation.
Consortium Results Ltd treats all individuals with equal respect and consideration. The organization aim to ensure that this mindset is reflected in the way programmes, jobs and recruiting processes are delivered, and in the way it works with clients, learners and stakeholders (Results Consortium, 2017).
Individuals, both working and self-employed, are viewed solely based on their ability to do the job for employment, contracts, advancement and promotion–regardless of age, disability, gender, ethnicity, religion or belief, or sexual orientation.
The organisation's policies and procedures allow employees to complain if they believe they have not been handled fairly and equally. Any such allegation will be investigated and responded promptly and thoroughly.
There will be no toleration of gender, victimisation, racial, other forms of harassment or prejudice, including bullying. Prompt action will be taken, including, where appropriate, disciplinary action.
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The hiring and selection process is of paramount importance to hire employees with the necessary skills and attributes to help us to achieve our organizational objectives and goals. The policy protocols for hiring and retention aim to provide clear guidance on both the choice and appointment of personnel. For those responsible for recruitment, this rule encourages and respects good practice.
The aim of this policy and procedures is to achieve the following goals:
To ensure that staff appointed to positions involving teaching / training / assessment / verification and for any particular role are qualified to perform such duties or, if necessary, are working towards an appropriate qualification.
Work towards a fair and efficient recruitment process that is consistent with employment law and our policies and practices on equality and diversity.
Develop and enhance our organization's public image, both as an employer and as a quality educational and training provider. 
Recruiting staff with the appropriate technical and personal skills to meet our current and future needs (Results Consortium, 2017)
In all three branches - Southend - on - Sea, London and Luton - work 75 employees. Almost half of them are performing their jobs in London. Since 2002, when the organisation was established, the staff was a mixture of different races and ethnicities, in particular, native British and Indian people. After 2004 and 2007, when East European countries entered EU, 15 members of the staff came from Romania and Poland. Also, four employees are from Pakistan and Bangladesh. 
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Equal opportunities policy should spell out the determination of the organisation, regardless of gender, sexual orientation, race, creed, disability, age, or marital status, to give all equal opportunity. The plan should also clarify the degree to which the company wishes to take' affirmative action' in order to resolve the imbalances between the numbers working by sex or race or the disparities in the rate of education and skills attained (Armstrong & Taylor, 2014).
But, regardless the all legal changes that had been made since 1970, in almost every aspect of life, numerous studies have confirmed the ability of racial biases to influence daily decisions. 
White job applicants are found to be 74 per cent more likely to succeed than applicants with similar CVs from ethnic minorities. It has been found that university professors are much more likely to respond to student emails with white-sounding names (Devlin, 2018).
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