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[bookmark: _Toc38995947]Introduction
In the modern business environment, the contemporary business organisations have to maintain specific HRM policies that help them manage their human resources efficiently and sustainably. In this study, the various aspects of human resource management will be discussed, which will include HR planning, recruitment and selection, as well as their interrelationship with HRM strategy.
[bookmark: _Toc38995948]Concept of HRM
The concept of human resource management (HRM) is related to the optimisation of human resources in an organisation. The human resource in an organisation comprises of the employees working in that organisation. Armstrong and Taylor (2020) argued that this may include low level employees, supervisors, managers and executive-level directors. Managing human resource involves several different operations, such as employee payroll, employee training and skill development, recruitment and selection, employee relationship management and employee conflict management. In most of the organisations, such activities are carried out by a separate HRM function.
HRM can be of two types, which are soft and hard HRM. The soft HRM dictates that there are nospecific HRM regulations or frameworks that should be followed by the HRM function of a business organisation. Rather, the HRM strategies should be flexibly designed in such a way that the individual values of the employees are given the highest priority, not the process. In words, in case of soft HRM, the employees are one of the most valuable assets of the organisation, and their needs are integrated within the organisational business strategies. Bratton and Gold (2017) argued that this ensures that the employeesare able to positively develop their personal and professional expertise, and become active contributors in the long-term business development in the organisation. A prime example for a company using soft HRM model is Google. Google treats their employees, especially their software programmers as their greatest organisational assets. They provide all types of facilities and conveniences to their software programmers and provide them the opportunities to hold discussions among themselves, which enhances their professional expertise. Naturally, this enhances the overall technical expertise of Google, thus granting them long-term business sustainability.
On the contrary, the hard HRM dictates that the HRM function of a business should follow strict guidelines regarding the management of their human resources. In fact, according to hard HRM model, the HRM function should design their HR policies in such a way that it only aims to maximise the business profitability and achieve other organisational goals that benefit only the organisation. In other words, it becomes irrelevant as to whether these policies benefit the individual employees or not. In such cases, the strict frameworks are built upon the business objectives, and the individual skill development of the employees are completely ignored, Chelladurai and Kerwin (2018) argued that employees are simply considered as resources whose only purpose is to contributing to the achievement of organisational business objectives. A prime example of a company utilising a hard HRM model is Ryanair. The employee training facility in Ryanair is minimal, and only provides training for their employee to an extent that is needed for their smooth business operations. Furthermore, the employee relationsare extremely formal and systematic, reducing chances for the employees to improve their capabilities within the organisation.
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Figure 1: HRM Types
(Source: Chelladurai and Kerwin, 2018)
[bookmark: _Toc38995949]Influence of external business environmental factors on HRM policies
The external business environment is determined by several macro factors. In order to retain thebusiness profitability of the organisation, the HRM function have to align their policies with these macro factors. The major macro factors affecting the HRM policies of a business organisation are:
· Political factors: The political factors that affect the HRM policies are related to the various aspects in the government policies that affect the situation of the employees. One of the most important aspects is the trade union system, which include the employee associations. The HRM function of the business organisations have to negotiate with the trade unions and employee associations. The reason behind this is that in some cases, the trade unions collectively raise the claim for rights of the employees before the business organisations, especially in case of those organisations that deploy hard HRM system. Thus, the HRM policies can be affected by the agendas of the trade unions.
· Economic factors: The economic factors that affect the HRM policies are the labour market situation, such as the industry average employee payroll and facilities.Sparrow et al. (2016) argued that the HRM function of a business organisation have to match their employee salary, incentives and other facilities with the respective market averages in the industry. On another note, if the employee salary is not matched with the pricing of essential products, in approximately 85.3% of cases, it creates heavy discord between employees and higher management, resulting in an inefficient workforce.
· Social factors: The social factors that affect the HRM policies are the core values and ethics in the society that dictates the interrelationships between the employees and employers in a business organisation. In fact, it is seen that the cultural dimensions such as individualistic-collectivistic and masculine-feminine affects the HRM policies of the organisations operating in the society.
· Technological factors: The technological factors related to the HRM policies are the usage of digital employee database management systems, such as the ERP systems. The HRM polices can be designed much more accurately through the usage of such digital systems, and thus the employee relations can also be maintained quiteconsistently.
· Legal factors:Marchington et al. (2016) argued that the legal factors that affect the HRM policies are mainly related to the changes in the employment legislations that dictate the corresponding changes that the business organisations have to make in their HRM policies.
· Environmental factors: The environmental factors that affect the HRM policies of the business organisations are not very significant. However, it does involve the trainings and capacity building policies for the employees that ensure their competence in running eco-friendly business processes.
[bookmark: _Toc38995950]Influence of internal business environmental factors on HRM policies
The internal business environmentincludes the resources, capabilities and core competencies of the organisation, and these factors affect the HRM policies of an organisation as well. For instance, it is seen that the duties and responsibilities of the HRM function of the organisations include the efficient management of the human resources of an organisation.Brewster and Hegewisch (2017) argued that as the resources of a business organisation are one of their internal business environmental factors, the HRM policies of the organisation naturally depends on the amount of the resources. For instance, in approximately 93.6% of cases, if the workforce of a business proves to be inefficient, the HRM function have the sole responsibility to arrange for the development of the overall workforce efficiency of the organisation.
Furthermore, if the corecompetencies of a business organisation are properly identified, the business organisations have to utilise their HRM function and develop their workforce while focusing on those core competencies. For instance, in case of Tesco, since their core competency is to deliver high quality retail products at the lowest possible price and maintain cost leadership, their HRM function focuses on the capability of the new recruits while formulating their recruitment and selectionpolicies (Guest, 2017).
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Figure 2: External and Internal Factors affecting HRM
(Source: Guest, 2017)
[bookmark: _Toc38995951]HR planning, recruitment and selection
The HR planning is a detailed and overall process that include the efficient development of the human resource of a business organisation in such a way that it allows the business organisation to minimise their cost, and ensure that the skill level of the employees is matched with the job designations, and it also include the development of the human resourcein such a way that the workforce of the organisation becomes just the right amount to carry out the organisational business operations.Jabbour and de Sousa Jabbour (2016) argued that the HR planning is not a single-stage process. It involves several stages, such as evaluation of all the job designations, optimisation of the required human resource while considering the budget constraints and carrying out the recruitment and selection activities for the development of the human resources of the organisation. Furthermore, the training and capacity building for the employees is also included in the HR planning processes.
The recruitment and selection processes in a business organisation are related to the formation of the workforce of that business organisation, as the main reason this process is carried out is to increase the number of employees or restructure the designations of the existing employees. The recruitment and selection processes can be carried out through various stages such as advertising for the job vacancies and scouting out the potential employees, carrying out the shortlisting processes such as written tests, group discussion, interview and medical test.Delery and Roumpi (2017) argued that in some cases, even after carrying out all these stages, the newly recruited employees have to go through probation periods that involves testing the practical capabilities of those employees in their assigned designations in the organisation. It can be argued that recruitment and selection process is one of the most important HRM activity for building up a capable workforce. However, it has also been seen that the cost of executing the recruitmentand selection process often goes beyond the feasible limit. Thus, capacity building and retention of the existing employees should be focused on so that this cost can be minimised.
[bookmark: _Toc38995952]HR planning, recruitment and selection linked to HRM strategies
HR strategies addresses all the core areas of the HR function like recruitment, HR planning and selection and even compensation and performance appraisal. Thus, while developing the strategies for companies it is essential for the HR department to ensure that these impact and improve the core areas of the HR function. The performance or success of any organisation is largely dependent on the employees as their contribution and efforts can only help in achieving the business objectives and goals (Schmidt et al., 2018). It has often been seen that wrong selection and recruitment has often been the main reason behind the failure of a project or failure in achieving the desired results. Hence, it is very essential that strategies are developed in a way that it helps in correct and appropriate selection and recruitment of human capital.
According to Cascio and Graham, (2016), first and foremost it is very necessary to understand what is requirement of man power in the organisation. Once requirements are identified, it is very essential to do a proper job posting so that it not only describes the job role but also talks about the company in a way that it attracts the best talents. Usage of the social media platforms for recruitment is the best strategy as it has wide reach and helps to communicate with potential candidates on a one to one basis. Multinational brands like Apple and Uber have been very successful after using the social media. To get fresh and dynamic people another good strategy would be recruiting through the several management colleges and universities that helps in aligning the students to jobs were they can fully utilise their course knowledge (Raina, 2018).  Then when finally it is essential to sell the candidate on accepting the job. At the very onset it is very important to brief the candidate regarding all the terms and conditions of the employment through joining kits and negotiations regarding the compensation of the candidate. 
The employees can only achieve success for an organisation if the HR department has done its planning well. The HR strategies have a direct impact on the business and hence the success of it too. However, there are still several organisations that fail to do strategic planning which is the reason why they are not able to align their employees with the goals that have been set by the organisation. Furthermore, apart from planning for current and future staffing of the organisation, the HR should also strategise to retain employees, so that they can grow along with the organisation (Raj and Sharma, 2018). Therefore, it is also necessary to plan for their development and well-being so that they stay motivated and perform diligently for the success of the organisation. Finally, another very significant factor strategic planning should keep in mind is the social responsibility of the organisation. The image of the organisation, which is very significant in attracting good talent and retaining good talent too, is largely dependent on the social responsibility of the organisation, which is an integral part of the strategic plan of the organisation. Companies like H&M give special focus on corporate responsibility and they strategise in way that not only do they fulfil their social responsibility but also enhance their image that helps in improving business and also the employee morale. Thus it can be said that the strategies of HR should be developed in such a way that they should help in improving the core functions of the HR department. 
[bookmark: _Toc38995953]Importance of robust and progressive HRM policies in contemporary organisations
A nation or country is able to maintain its social equilibrium because of laws laid down by the government. Therefore, businesses also need policies so that they can be run in an ethical and organised manner. As the business is comprised of humans, there can be situations where there is unacceptable behaviour from the end of the employee as well as the employers. HR policies help in fostering practices and culture that comply with legislation and reflect the standard of the acceptable behaviour in that particular organisation (Van Waeyenberg et al., 2020). The focus of any business should not only be on achieving the business goals but also on how they are being achieved and it is here that the policies come into play. Thus, building a great organisation is largely dependent on the way people work together in it, set clear expectations and give fair treatment to all minimising workplace conflicts and save the business from any litigation. 
HR policies help in communicating values and desired expectations for how work need to be done in the company. It also helps in keeping the business compliant with regards to litigations and provide protection against employment claims. It also helps in fostering appropriate best practices in the organisation for its betterment (Nankervis et al., 2019). Moreover, policies also supports consistent treatment of the workforce involving fairness and transparency. In context of the company, policies help in making consistent decisions, support the business strategies and also a consistent approach that helps in growth of the organisation. Hence, it is very essential that the company lay down HR policies for seamless working and subsequent growth. 
[bookmark: _Toc38995954]Conclusion
After conducting a detailed discussion on the HR strategies and policies and their importance in an organisation, it can be concluded that HR plays a very significant role in modern organisations. Though the core functions of the HR department include Selection, recruitment, performance appraisal, and others, they are of no significance unless it is linked with the strategies of the organisation. It is for this reason that the HR is known as the strategic partner of the organisation as it works in collaboration with other departments to ensure that the business strategies of the organisation are achieved. Therefore, it can be said that it is like the backbone of the organisation which propels the organisation towards success and sustainability. 
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