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[bookmark: _Toc535286900]Introduction of the assignment
The main objective of the assignment is to analyse the present and the future changes which in the external environment which will tend to create a huge impact in the organisation as they tend to relate to the resourcing of the individuals in the organisation. Furthermore, this work tends to assess and evaluate the various factors which is mainly related to the individuals that have resulted to the overall impact on the resourcing strategies implemented by the business enterprises. It should be noted that the overall process of business has changed dramatically due to globalisation and privatisation, this has made the companies to be more competitive by employing the best resources in the business which has led to the increase in the importance of managing the key resources of the organisation in an effective manner. (Salas et al., 2013). There exist various key function of the strategic HRM of which recruiting and selecting the best person for the best job is the most challenging task. Furthermore, the top management need to focus in choosing the right candidate and compensate them in a competitive manner so that the employees tend to stay with the company and support in realising the goals of the organisation. Furthermore, the management need to create a culture which will enable the individuals to understand the purpose of the organisation and support in an effective manner so as to enhance their skill and productivity which will help them to realise the objectives of the organisation. In the competitive environment, there exist variety of factors which tend to influence the organisation to formulate the strategies in recruiting the candidates and this tend to possess a significant influence on the productivity and realising the mission and vision of the organisation. 
This assignment will focus in analysing the various internal and external factors which tend to influence the business enterprises in recruiting the candidates and how such factors tend to influence the key strategies in recruitment process of the business enterprises. 
[bookmark: _Toc535286901]Content of the assignment
HR managers can perform their tasks by creating an environment where the managers perform their tasks and work. In addition to the internal environment that affects the organization, external factors can affect the organization, which can affect the organisation's human resources. Globalization causes rapid changes in the business world, forcing the company to change recruitment, resources, benefits, and employee remuneration policies, and so on. (Dormann et al., 2016). The following are the key external factors of the environment which tend to possess key influence on the recruitment policies of the HR department of Samsung Electronics 

[bookmark: _Toc535286902]Key external factors influencing the organisation:
The key external factors which tend to impact the recruiting strategies of the organisation are the impact of legal aspects, significant changes in the technology , impact of work life balance and influence of the external environment. 
[bookmark: _Toc535286903]Impact of legal influence:
The legislation and other key laws tend to possess a significant impact on the recruitment strategies of the organisation, countries like UK, Germany etc. tend to instruct the companies to advertise the open position in the organisation with the required skill set, knowledge, experience etc. in the open forum like company website, job portal, advertisement in newspapers etc. (Armstrong et al., 2014). The HR department is greatly impacted due to these strict laws as they need to follow the process in an exhaustive manner, furthermore the salaries, payment of additional compensation and other benefits need to made as per the minimum wages act which is implemented by the government. For example, the wages range which is provided in Indonesia may not able to attract the right candidate in UK, because the economic conditions, cost of living and the availability of labour is a challenge. Moreover, the economy of UK is highly developed when compared with other countries which will also impact the recruiting strategies of the company. Therefore it can be clearly stated that the progressing economy tend to assist the HR practices in enhancing the strategies and will tend to support in selecting the right candidates. Furthermore, when the labour laws are appropriate it will enable the organisation to specify the skill set required for the task and will enable in advertising the requirement so as to invite the applications from the suitable candidates. (Fitzenz et al., 2017).
[bookmark: _Toc535286904]Impact of gender balances 
The next impact is the influence of gender balances in the workforce which is required in the organisation, many practitioners has suggested that the board should consist of atleast 30% of female staff members, this is well received by the organisation and many HR is looking to implement the changes in the organisation. The diversity in the workforce tend to create a fact that the employees are well balanced and tend to create a sense of internationalisation of the business so that it can expand in to other countries. Therefore the implementation of the gender balances will enable the business to possess range of decision making skills, provide a sense of oneness in the company, provide importance to all genders and create a model organisation and progressive culture in the environment. The balance in the workplace tend to influence the HR department in many ways. (DeNisi et al., 2014).
The balance in the gender composition in the organisation will enable in addressing the issues in a better manner, any harassment or other hindrances can be resolved by implementing strict policies and guidelines, the individuals will create a sense of oneness in the organisation and support each other which will assist to resolve the conflict among the employees, a balanced and diverse workforce will support the HR to frame dynamic policies so that it can enable to retain the existing employees and attract new employees, furthermore these factors will enable in enhancing the organisational productivity and resole the conflicts. (Gubbins et al., 2015).
Furthermore, the balance in the diversity aspect in the organisation tend to provide a clear culture in the organisation, a balanced workforce will always tend to possess a sense of ownership and will create a cooperative culture in the business environment. The individuals tend to respect the cultural diversity of others and will set a clear and concise language which will create harmony in the organisation, which influences the overall productivity and development of the individuals and realising the goals of the organisation.
[bookmark: _Toc535286905]Influence of technology and other key aspects
The next significant factor which possess a influence on the recruiting strategies of the organisation is the impact of technology. Due to globalisation the companies need to recruit the right candidate so that the goals of the organisation can be realised, furthermore, the business process requires the individuals to join the organisation at a quick span of time, this puts a high pressure on the HR department to source the candidates in a quicker manner. Therefore, they tend to rely on the technology in order to recruit the right candidate at a faster pace. The HR team always focus in recruiting the employees by conducting quick interviews through video conferencing, telephonic interview, Go to Meetings etc. which help the recruiters to speak with the prospective candidate at any time and reducing the cost of inviting the candidates to the organisation. Furthermore, the new technologies tend to screen the candidate profile based on the specific key words related to the nature of experience, area of expertise, future ambitions which assist the HR department to shortlist the prospective candidates from a large database. (Hollenbeck et al., 2015). A great zeal of changes in the technology has been introduced like cloud computing, artificial intelligence like robotics which enable the business to identify the right forums in sourcing the candidates, recruit the candidates by conducting the interviews through technology driven tools and select them so that they can assist the business in realising the mission. 
In the past decade, the HR department need to take more steps in checking the background of the employees and then provide a confirmation of their selection to the company, this take more effort and time from the management. However, with the influence of technology and Web 2.0, the background verification of the candidates is performed at a faster pace and the selection process is completed at a earlier manner, which saves more cost, time and manual hours to the management, hence technology offers huge support to the HR department in framing the recruiting strategies in the organisation. (Reddy, 2017)
Furthermore, the recruitment of the candidates can now be made through technological tools like video conferencing using social networking sites, Go to meeting, Telephonic interview which saves more cost and effort from the HR department as they can connect with the oversees candidates
[bookmark: _Toc535286906]Gen Z and Millennials
The current and young workforce are now part of Gen Z and millennials, their attitude and the manner of looking at the work tends to be different from the Gen X and Gen Y candidates. These new category of employees need to be motivated and supported in a better manner so that they can perform their task with utmost productivity and work towards the achievement of individual goals and organisational objectives. It can be stated that the Gen Z candidates tend to bring in more energy, higher level of productivity and the better manner of performing the task, furthermore they are ready to accept the challenges and look towards in exceeding the limits for a better pay and career path. Technology oriented companies like Samsung and other companies look to hire Gen Z and millennials as they tend to create a new market and offer ideas which can enable the business to achieve sustainable growth and development. 
[bookmark: _Toc535286907]Internal Factors:
This section tend to deal with the various internal factors which tend to influence the recruiting strategies of HR department in the given organisation, the various factors can be stated as the overall structure of the business enterprises, skill set of the individuals, future expected cash flows of the business. 
[bookmark: _Toc535286908]Overall business structure
The level of hierarchy of the business enterprise tend to create a significant impact in the recruiting strategies of the company, this is because when the chain of command is very high the decision making of the recruiting the candidates will increase which may delay the process in a major manner, however, when the organisation follows a short and flat structure the decision making can be made easily, this enable in quick communication with the HR managers, prospective employees and the top management of the department and organisation, so as to handle the queries in a faster manner, help in creating and passing on the information within a short span of time. (Gubbins et al.,  2015). It should be noted that the overall process of business has changed dramatically due to globalisation and privatisation, this has made the companies to be more competitive by employing the best resources in the business which has led to the increase in the importance of managing the key resources of the organisation in an effective manner. There exist various key function of the strategic HRM of which recruiting and selecting the best person for the best job is the most challenging task. Furthermore, the top management need to focus in choosing the right candidate and compensate them in a competitive manner so that the employees tend to stay with the company and support in realising the goals of the organisation.
[bookmark: _Toc535286909]Future earnings of the organisation 
The organization's budget or money can also help define the organization's human resources department. Employees and talents employed by the organization depend on the organization's budget. When the organization has a reduced budget for the personnel department, the recruitment of quality workers is a problem for the organization. However, if the budget is high, the organization can recruit qualified staff who can increase the organization's productivity. also. If the organizational budget is higher, it can also implement HR programs and provide additional benefits to employees, such as commissions, bonuses, paid holidays, etc. Employees remain in the organization. (Armstrong et al., 2014)
[bookmark: _Toc535286910]Overall talent and ability of the employees
The level of competence that previous employees present in their work can also determine the personnel policy. When formerly employed skills are less important, new organizations need to be recruited from the organization, which can help change the organization's staff and influence the organisation's human resources. Employee compensation is also a factor that can affect the management of the organisation's human resources. Compensation is one of the factors in the labor market and staff managers must always study the market congestion and the lack of work that can help them maintain wages. competitive employees who can help keep employees in mind. within the organization. Employee retention can play an important role in the organization and can increase the organisation's reputation and contribute to increased productivity. (Hollenbeck et al., 2015)
 
[bookmark: _Toc535286911]Philosophy and existence of the organisation 
This is one of the most important factors that can affect the organisation's personnel department and the organization can play a key role in influencing the organizational policy. The culture followed by the organization is a major challenge for the organisation's decision makers and for the organization's professionals. To achieve the organisation's strategic goals, the organisation's dynamics are very important, and in order to gain a competitive advantage over the organization's activities, the organisation's management must meet different organizational cultural requirements. Thus, the organization needs a culture of support and can be a driving force for the organization's smooth running. Because culture of negative nature can destroy human resources, basic culture is necessary.
[bookmark: _Toc535286912]Conclusion
The discussion above therefore shows that the business environment is very important and must be examined in order for the organization's decision to be made. Many organizations need to implement an organization to manage the company's internal and external environment. An analysis of the organization's internal and external factors can be very important in understanding the factors that affect the organization and can help the organization in the planning of human resources. In the past decade, the HR department need to take more steps in checking the background of the employees and then provide a confirmation of their selection to the company, this take more effort and time from the management. An organization can succeed if it takes into account internal and external factors. The HR department is greatly impacted due to these strict laws as they need to follow the process in an exhaustive manner, furthermore the salaries, payment of additional compensation and other benefits need to made as per the minimum wages act which is implemented by the government. Thus, organizations in the 21st century may need to explore their external environment and internal environment to develop human resources, which can increase productivity and help businesses to achieve sustainable growth and development. The new technologies tend to screen the candidate profile based on the specific key words related to the nature of experience, area of expertise, future ambitions which assist the HR department to shortlist the prospective candidates from a large database.
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