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Human Resource Management (HRM) is a comprehensive and coherent approach to the employment and development of people (Armstrong 2014).
Strategic human resource is defined by Boxall and Purcell  (2003) as all those activities associated with the management of employment relationships in the firm. 
Human Resource strategy. There is no generic definition for HR strategy, sometime ago HR strategy was explained as ‘the intentions ‘ of an organization ‘ towards its employees, expressed through philosophies policies and practices’ (Tyson, 1995). HR strategy determines how the HR process will run and how to make sure that it works and assist the organization in achieving their goal of blending human resource and the business strategy. There are different HR strategies to achieve this and a good number of factors affecting this decision both internal and external environmental issues. Here the focus will be on the external environment. The HR strategy must be taken into consideration as this will enable the company in recruiting the best people both in quantity and in quality as well as a better workforce plan that will bridge the gap between HR and the company’s business strategy. For example Human Capital is widely used in HR to describe people at working and their collective abilities, knowledge,  skills and capacities to develop and innovate and skills. Human capital assessingreporting aims to provide organisations’ with qualitativentitative and, as well as quantalitative data on a range of measures such as level of employee engagement and turnover of labourlabour turnover or employee engagement levels which could assisthelp in theto identification ofy which HRHR will drive business performance. (Armstrong 2008, Pilbeam & Corbridge 2010,CIPD 2012)
Labour Market. There basically two types of Labour markets the internalexternal and externainternal labour markets are the two types of labour markets, with each having distinct characteristics. The internal labour market looks at the company’s workforce profiles, turnover the external market looking at the availability of labour outside the oraganisation and both are very dynamic. These labour markets internal or external are either “tight” or “loose”. A tight Labour market will have characteristics like shortage of particular skills and more sophisticated recruiting activity, while the loose will have characteristics otherwise. The UK market being an essentially service based economy has a tight labour market. Suren Thiru, head of Economics at the BBC, “there is clear evidence of a deep-rooted skill gap across the UK which is constraining business growth.” (Pilbeam et al2010, CIPD 2018,Elliot 2018)
Of these, skilled manual labour was the leading areas of recruitment difficulties (68%) – remaining at the highest level since records began. 
Jane Gratton, Head of Business Environment and Skills Policy at the BCC said, “The findings of the survey indicate persistent and pervasive skills shortages in the economy. Firms across all sizes, sectors and regions are struggling to find the skills and labour they need to fill job vacancies, damaging not only the individual firms, but also the wider supply chain. Access to people and skills is now the number one priority for business. The diagram below gives statistics of types of jobs firms are increasingly finding difficulty in recruiting in the UK.”



Skilled Professional Clerical Semi-skilled manual & managerial & unskilled 
Source: BCC Quarterly Economic Survey for Q1 2018 4: 
EDGE : Skills shortages in the UK economy 2018

· Recruitment – Tthe process of getting  of generating a number a pool of qualified capable people to apply for employment with a any n organisation.
· Selection -– “Tthe process by which managers  and others use specific instrumentsspecific instruments to choose from a poolpool of applicants a person or personspersons most likely to succeed in the job(s), given management goals and legal requirements. (Braton and Gold 2003).”
Intensive recruitment measures, Sophisticated recruitment activities, retention initiatives, reorganization, development activities, reorganisation, retention ideas and employers need to take note of power balance, as employees will demand more pay, development opportunities, better working conditions, flexibility and , autonomy, working conditions, development opportunities and pay.
External Environmental factors affect the supply of labour, competition in recruiting, compensation, employees attitude at work, employment regulations, also, in turn impacts the social, cultural, technological and economic external factors. 
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Recruitment and Competition for talent. The CIPD survey on the impact of Brexit 2017 states, “Resource and talent based planning in organisations are most likely to agree strongly or agree that the competition for well-developed talent has increased over the past year by 82%. With heightening competition expected to continue, the survey finding points to a wide spread focus in improving the employer brand as this will not attract but will also increase the ability to keep the talent. Organisations recognise that values are increasingly important to candidates and employees alike and that they should be at the heart of their brand. Most organisations in focusing on improving their employer brand have improved their corporate website recognising that this is often the first point of contact with potential candidates and a highly effective recruitment channel. Almost half have also improved their candidate experience. This is particularly important given the lasting impression a poor candidate experience can create and the fact candidates are often also consumers. With the increased popularity of and transparency provided by platforms such as Glassdoor, one negative experience can be substantially amplified.” Measures used to tackle the recruitment problemsMany of the approaches used to address recruitment difficulties include sponsoring relevant professional qualifications, developdevelopment of ing apprenticeship schemes, sponsoring relevant professional qualifications, recruiting from other countries, getting into partnership with other partnering with other organistaions, recruiting from overseas,,  targeting passive candidates and recruiting from a different industry but this is commonly seenmore common in large organisations. Also, employers are seeking other ways to tackle the skill requirement and increasing labour supply especially with recruitment for the young applicants, younger people bring new ideas and innovation.. Over 53% of organisations are up skilling the iavailabler existing workforce so as in order to improve their future talent needpipeline, 38% of employers are offering apprenticeship, 21% employers report that they are investing in the organisations brand in order to to be more attractive to theattract a broader or younger set of applicants. (Farager CIPD 2018) Suggestions are also being made towards recruiting staff that are not highly qualified and training them. Approximately 73% of LMO employers have a steadydedicated training budget for training as of theup from 70% registered in the Autumn 2015 LMO report even thoughalthough it is kind of somewhat surprising that the share of organisations has yet tonot increased withgiven the underlying trend in unemployment (CIPD Survey Impact of Brexit 2017). In line with previousConsistent with previous reports, the amountexistence of budget set aside for training budget is higher in the public sector at 94% withthan private at 66% and voluntary at 86% sector. Skills Advisor at the CIPD Lizzie Crowley said “now, more than ever, businesses must shift from a ‘buy’ to a ‘build’ strategy. With an aging workforce, along side with reduced chances of migrants in the future, it is critical that businesses focus on building the skills of their exiting workforce” (Baska, CIPD 2018).

Political and Legal changes. The government may pass laws that may influence the human resourcing strategy of the company.  This law may affect the process of hiring, training, reward, termination and retention of workers. This will reduce the number of people applying for the Job and hence the people finally hired to do the job may not be the best and also it can cause a future shortage of staff. If the company does not adhere to such regulations it may cause the company fines and even forcing the company to shut down. Immigration trends and laws are changing. Example Brexit lead to the leaving of many EU workers. In the latest Quarterly Labour Outlook the CIPD and Adecco group and Adecco, discovered two out of five UK employers following the Brexit reported to have more difficult to fill vacancies and 70% said at least some of their vacancies are proving hard to fill. Nevertheless this can be to the advantage of the company. Equal opportunity act of 2010 in the UK that consolidated a good number of actsthe Numerous Acts and regulations were used as that formed the basis of the anti- discrimination act. This has increased the average age of the working population, female participation trends, education standards and skills of workers.

Technological Advancement: The world is constantly changing and new technologies are being introduced. This can affects the companies HR strategy as it can cause the company to start thinking of downsizing and getting of new machines to save on cost which is good for the company. But on the other hand people will loose their jobs and this may also cause lack of job security for employees and hence they full potential of the employee cannot be exploitedwill not be able to work at their full potential. With the introduction of new technologies, for example one-person will now do job previously done by three people. This will constantly be changing and HR has to find new strategies to combat this.  Also, the new advancement in technology has brought a new generation of young people the generations the millennial who are highly skilled and very qualified in terms of educational degrees. The demand for such skills has increased causing shortages in the supply of labour for such skills, it has also becoming increasingly difficult for employers to retain such highly demanded skills as their expectations to work are different from the older generation. (Armstrong 2008, Farager Feb 2018).

Social and Cultural Factor: The CIPD- Diversity and inclusion states that; the HR strategy must be able to consider society at present and make room for the future generation to be able to attract employees. It has to take into consideration age, gender, race, level of education and disabilities in order to obtain a very diverse work force that in most cases will help achieve the companies business strategy better. All this factors determine the supply of labour and employees attitude towards work. A diverse workforce will mean more ideas and most often a more efficient work place. It will also offer a lager labour market to choose from and enable the company to choose the best talent it needs and also remain attractive to the public. That not withstanding can cause division and hence less efficiency at the workplace. Also this can cause the company to fall. The different age groups have different expectations and the HRM most look for ways to attract this new generations. For example, the new psychological contract used by the HR managers to solve this problem is the generation X,Y and Z. These demographic changes can determine the compensation strategy that will keep the employee and keep the company attractive to new employee. Prejudice and bias (be it conscious or unconscious) plays a major role as it still exists in a good number ofthe oraganisationsworkplace and is often associated with with discrimination that takes many forms. (Jones et al 2016, Triana et al 2015).  Nevertheless, employers find difficulties in filling their vacancies not only because of lack of skill and qualification. There are also non-skill related reasons like very fewlack  of applicants for the role, personality and motivation of applicants issues with applicants’ attitude, unsociable hours personality or motivation, of work, or specific issues related to the job for example poor terms and conditions or unsociable hours or the recruiting organizations’ location for example poor transport links or remote location or poor transport links. (CIPD 2017 Survey on the Impact of Brexit).

 The company needs to accept the emphasis on work life balance and commit to ethical practices like the corporate social responsibility. Rights that that could be implemented in the work place to create a balance between family and work life an example could be sabbaticals, maternity/paternity leave and even part time shifts. Also by offering flexible working conditions like working from home. A good number of issues increase inequality This in turn is associated with negative outcomes for employees  example is the lack of women in managerial positions (Jones et al 2016,Triana et al 2015)  Many issues contribute to inequality, from lack of women in leadership positions to perceptions of disabled job applicants (McLauglin et al 2004, Lane and Flowers 2015). Also, in an effort to increase the diversity at the work place there has been a reasonable increase in the black and ethnic minority employment of the years as well as an increase in the employment of women. In December 2018- February 2019 about 72% of women within the agesd 16 to 64 were in work, a great n increase from 53% in 1971. (ONS July 2019). Also, cited by Yaojun Li in the All Party Parliament group on race and community the ethnic minority employment rate in 2015 was 62.8%, up 3.2% points from 2010. Also, HR managers have to build in assumptions about the take up of these rights into their planning activities.
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PQRS Ltd is a computer software company, employing 250 people at offices located in a Scottish city. PQRS was first established 20 years ago, has grown and employs over 250 people today with offices in a Scottish cityIt has been established for over 20 years. The company deals with computer software and occupies a niche  The firm occupies a niche market producing and maintaining specialist computer software for the motor trade.  Three-quarters of its staff areC computer programmers makeup three-quarters of the staff of which are dominantly male.  The others are salespeople, administrators and managers. PresentlyAs matters currently stand there is heavy competition for the services of IT people. This has led to a rapid increase in salary over the past five years by Salaries have risen by 40% andover the past five years and there are lucrative opportunities for those programmers who wish to operate on a freelance basis. Competition for good salespeople, cut-throat at the best of times, has recently intensified further. 
In company PQRS Ltd, can be classified under a tight labour market which is typical of the UK labour market.arket which is mostly service based. There is a high demand for computers  specialist in the labour market and good sales person and there is limited supplyshortage of such skills in the labour market.  Due to the high demand for such skills employees are living in search for better employment opportunities like those who left for Chicago.  The PQRS Ltd is also experiencing high turnover rates of staff which increases waste. An increase in training and development of old staff can help reduce this problem by ensuring employees feel they are progressing through their career.  Investing in work based training which enables workers to be payed while they are acquiring new skillsearn while the learn will resort in more agile, productive and motivated workplace. Also, introduction of apprenticeship and upskilling of new staff, job placements from University and also the employment of fresh graduates can help increases the supply of labour and skill needed to cover the existing vacancies. Other than waiting to fine only highly qualified persons. This will also make PQRS Ltd attractive to new applicant. Furthermore, PQRST Ltd can improve on it website, use of university graduate apprentice to share the story, social media and traditional job board to advertise roles. 

 PQRST Ltd has resulted in an increase in salary, which is not still the best solution to attract and retain old workers.  Organisations should understandEmployers should be aware that an increase in salarywages may not always be the solutionis not the answer to retain workers. BroaderWider benefit bundlespackages which include flexible working and a good culture, often win over a simple increase in salary. Flexible working conditions may include numerical flexibility (flexibility in hours and working only on call) and functional flexibility for example working from home. This will make PQRS Ltd more attractive to new comers and increase retention.
Composition of the workforce is mostly the youthful population who are highly qualified and also mostly male. This also adds PQRS Ltd inability to attract new staff. The need to consider the age and know the generation they belong, which in this case are mostly the generation Y and Z know their expectations from a job. The composition of the workforce is made up of mostly young people. Taking note of demographic changes matters as it affects employees attitudes and expectations towards work. As most Millennia’s will want a work life balance, social interaction and most importantly quick advancements and achievements in their career this explains why they always have the tendency to change jobs. Also, the lack of diversity of the work force is one of the reasons why PQRS Ltd is not attracting new workers and facing a lot of turnover. An increase in the number of women employee The workforce is made up mostly of men, the company can solve this by recruiting more female employee. especially with theF flexible working conditions will attract a good number of new employees and increase diversity at the workplace, which will lead to new ideas, abilities, skills, innovation and capacity at the workplace. 
To add, the change of location can also be a drawback to attracting new staff and retention as the location might be in a remote location and is not easily accessible. If this is not addressed by PQRS Ltd then they are at risk of loosing more workers.

If all these problems mentioned above are address as proposed, the company PQRS Ltd will sure be able to tackle all its problems to a greater extent. The above solutions could be implemented and monitored and evaluated as time goes by. PQRS Ltd should develop a good workforce plan than what they are presently using so as to minimize the reoccurrence and better management of HR problems as need be. 
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