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[bookmark: _Toc456901515][bookmark: _Toc26300230]Introduction

Human Resource Management (HRM) has been in existence since the nineteenth century and has developed over time into its current form. Initially, it was very informal, meaning that there was no specialised department. The duty of hiring, firing, discipline, training, and compensation was conducted by the managers, foreman, or the owners of the business. Interestingly there are still some small businesses run that way today, with no Human Resource department (Kaufman, 2007). 
The Welfare Workers Association was formed in 1913, mainly for female workers. Over the years with the ever-changing working environment, so too did the association; by the year 2000 it had had several name changes and finally granted the status of Charter to became what we know today as the Chartered Institute of Personnel Management (CIPD), which sets the benchmark for human resource and learning and development. 
HRM is a key business area which covers several specialist disciplines such as diversity via equality and inclusion, rewards which ensuring employees are in the correct pay bracket employee benefits and pensions, resourcing by means of recruitment managing disciplinary and redundancy processes, employee relations which involves performance management, organisation development, and design, correcting systems, policies, and procedures and not forgetting learning and development (CIPD, n.d.). Currently, with the development of information technology, even the way people are employed is changing. Therefore, HRM is always evolving. 
[bookmark: _Hlk24227036]This report will also loosely touch on three areas Brexit, casualisation of labour and diversity concerning people resourcing strategies. Noting the current and predicted changes that have come about since the United Kingdom (UK) voted in favour for Brexit in 2016. There is uncertainty about the terms and conditions for Europeans working and living in the UK and what it would mean to them, and vice versa, UK citizens working in Europe. HRM needs to prepare and be up to date for the current environment and its development, alongside changes that they can expect to come about once the UK leaves the European Union (EU) with or without some form of a deal. There are main areas covered by diversity and inclusion; the report looks at what this means and the role HRM plays by ensuring organisations are inclusive and do not intentionally or unintentionally discriminate against any group of people. 
[bookmark: _Toc456901517]This report will explore how these above changes manifest at Dixons Carphone. Look at their current strategies in place for employing staff, see if they are in tune with the current trends as it relates to their people resourcing strategies. Critically exploring their current procedures concerning the resourcing of people and see what, if anything, would need to change to meet new requirements after Brexit or what will need to change to keep up with the developments in the industry and any other external environmental influences.

[bookmark: _Toc26300231]Planning for the effects of Brexit

[bookmark: _Hlk25732667]Human Resource (HR) strategies will be needed in planning for Brexit when thinking of HR strategies it involves the resource management of policies and practices, integrating with the business strategy and each other (Armstrong, 2006). Michael Armstrong quotes Boxall (1996) on HR Strategies; they provide ‘a framework of critical ends and means. There are two important fundamentals to management strategies, one must plan and for a purpose to be accomplished, two must set a timeline as to when the plan would be achieved. (Armstrong, 2006). 
It is published in the CIPD’s spring 2019 Labour Market Outlook survey (Davies, et al., 2019) report that fifty-six percent of employers are unable to make strategic plans post-Brexit due to insufficient information. However, twenty-seven percent are quite happy with making decisions with the information currently available. The final seventeen percent find the information is open to more than one interpretation therefore not adequate and is hard for a decision to be processed; this is worrying due to the vote to leave the EU the consequences to some employers with elevated numbers of EU nationals such as the hospitality, healthcare, food production, retail, and construction sectors. The challenge is how to plan hence as stated above most organisations are waiting to see what happens, and no real measures have been prepared to make up for what looks to risk of lack in skills and labour deficiency (Reilly, et al., 2018).


[bookmark: _Toc26300232]Labour Shortages

In spring 2017, Labour Market Outlook survey reported that the reason for employing EU citizens is due to an insufficient amount of UK workers to cover mainly low-skilled working positions. Twenty-five percent of those interviewed stated that they find it difficult to fill their vacancies for semi-skilled and unskilled posts, which is why they employed EU candidates.  (CIPD & Group, 2017)
HR also manages people resourcing where they ensure their organisation has the correct amount of people to effectively conduct the task of realising the companies objectives and ensuring there are sufficient employees to obtain maximum operational efficiency. Solving the puzzle of matching the strategic needs with operational requirements by deploying the people resource retaining, training, and promoting where suited. Maintaining the right number of staff who fit the culture of the organisation (Armstrong, 2006). 
Organisations need to take a much more proactive approach to prepare for possible Brexit outcomes; they must set the competency and attributes required for a role and take note of where the risks and opportunities are, any plans made will need to be adapted over time as the future unfolds (Reilly, et al., 2018). When looking at the alternatives to immigrant workers, a need to investigate how to improve working conditions, higher wages, providing training, increasing or decease working hours to appeal to UK citizens. Another area to look at is the introduction of technology and other aspects of the process to understand how to make the work less labour intensive. They may even need to take into consideration reallocating to an area or country where the cost of labour is low. These options would not suit all but where possible should be considered (Ruhs & Anderson, 2013).
[bookmark: _Hlk24961397][bookmark: _Toc26300233]The casualisation of labour 
There has been casualisation of labour over the years as the industry changes technology and globalisation have provided a much more flexible approach to filling vacancies, this has enabled people to be employed even when they are offshore the employee has no need to leave their country of origin to work, helping cut labour costs as works is paid for at their local rate, no immigration issues as they do not need to be in the country (Huws, 2019). 
The level of unemployment at the time of writing this report is low; in the UK there is seventy-six percent of people in employment according to the ONS data (ONS, 2019). 
The labour market has been affected by casualisation, over the years, as the industry changes, the way people are employed is changing too. Technology and globalisation have given a much wider reach. Jobs can be filled by employing people on and offshore there does not have to be a need for the employee to leave their country of origin or in some cases, their homes to be employed; this helps cut costs to businesses and helps prevent immigration issues (Huws, 2019).
Casualisation has changed the types of contracts on offer and what type of jobs are pursued. In some areas of business, the available contracts are paid daily or periodically. Instead of full-time posts, people are working on part-time, fixed contracts, through agencies, freelancing, consulting, contracting and zero-hour contracts.
Casual employment works best where an employer needs an employee’s commitment but is unable to guarantee fixed hours on a weekly or regular basis; workers are offered a minimum amount of hour per week or month, but how much more than the minimum? The hours allotted can change each time and is not guaranteed (Tucker, 2019). Sixty-six percent of employees on zero-hour contracts work part-time and fifty-four-point seven percent of them are women, mainly single parents the rest tend to be aged between sixteen and twenty-four in full-time education (ONS, 2018).
Catherine Sermon, the employment director at Business in the Community, said: “Employers must balance flexible working, good employment practice and job security in a way that works best for them, the fluctuating demands of their business, client demands and their workforce,” (Burt, 2018). There are advantages to casual work, such as being flexible the hours worked allows the employees to pursue and conduct other commitments. Workers can also work around their other ongoing responsibilities (Burt, 2018). Casual work can also be used to top up a main source of income. Employers can react speedily to changing workloads. Still twenty-five-point three percent of people working this way want more hours (Burt, 2018).
The Taylor Review of Modern Working Practices see Appendix 1 for a detailed breakdown of recommendations in making casual work operate better for all involved. Give employees more clarity of their rights, look at paying higher wages due to the uncertainty of a regular wage. Employers should plan better to schedule work as opposed to relying on casual workers.

[bookmark: _Toc26300234]Diversity and Inclusion
The Equality Act 2010 is there to protect people legally from discrimination, whether in their workplace or out in their wider population.
There were other anti-discrimination laws, but these have been combined with having one Act that provides better protection in some areas and easier to understand. Providing guidance and showing how treating people in certain ways is unlawful (Government Equalities Office, 2015).
A study conducted by The World Bank found that the global economy would be enriched by approximately one hundred and twenty trillion pounds if there was equal earning of all genders in the workplace (Quentin & De La Briere, 2018).
The report provided by McKinsey & Company on Delivering through diversity (Hunt, et al., 2018) found that businesses with a twenty-one percent diverse gender workforce could expect to have profits exceeding the norm. Businesses with a strong diverse ethnic and cultural workforce can expect to have a thirty-three percent chance of a higher financial outcome than businesses with low diverse workforce even if the employees are highly skilled.
It is HR’s role to nurture the work environment to a place that all employees have a sense of value and inclusion. Barriers to diversity should be identified and removed through conducting formal mentoring programmes, forming networking groups, and overtime hold diversity mindfulness coaching sessions to help employees be inclusive (Paludi, 2012).
It is important to have a solid strategy for diversity and inclusion that allows for local affairs, disputes, and opportunities. The lack of diversity in senior-level management is highly likely to cause the inability to relate to the resident workforce (Gifford, et al., 2019).
A diverse or inclusive workplace is achievable with a holistic strategic plan that would need to be put in place, involving a variety of viewpoints and cover several aspects (Gifford, et al., 2019).
Isolated training activities are not very effective, especially when it comes to unconscious bias; it seems to have the opposite effect instead of changing behaviour; it makes people more comfortable, increasing the bias behaviour.  A better way to approach diversity and inclusion is to train from a specific viewpoint that seems to have a much better outcome. (Gifford, et al., 2019)
The Diversity management that works: an evidence-based view report, among other recommendations, suggest not just to recruit staff to ‘fit’ in with the team or organisation which has been repeated across businesses over the year, thought should be put into the selection, so diversity and inclusion are not compromised. Employees should be bringing their unique attributes (Gifford, et al., 2019).

[bookmark: _Toc26300235]Dixon Carphone perspective

[bookmark: _Toc26300236]Brexit 
As Britain started to get ready to leave the EU, The chief executive of Dixons Carphone (Sebastian James) asked the government to prioritise what position EU workers will be in over the next few years (Bashir, 2017). He asked for more clarity as to what the prospects are for the EU employees. He stated, “We just have to make ourselves as resilient as we can, put our arms around our people and defend them like lions to the extent that we can (Bashir, 2017)”.
In trying to address the issues that would affect the employees of Dixons Carphone is communicated to them via formal and informal meetings, also are publicised through internal group measures. Employee current interests and concerns are addressed regularly by team management (plc, 2019). 
[bookmark: OLE_LINK1][bookmark: _Toc26300237]Labour shortages
To address the skill gap, Dixons Carphone has in place an apprenticeship scheme since 2018. They had three-hundred and two apprentices, which on completion should be recruited; this is a way of encouraging loyalty and competing in the modern marketplace (plc, 2019).
At a higher level, the opportunity for level seven finance apprenticeship for graduates and a graduate programme to support their progression into leaders. There is also an Online training resource available twenty-four hours, seven days a week; this enables graduates that complete with stepping into commercial roles as middle managers. The next step is to introduce an IT degree programme (plc, 2019).
Time will tell if these initiatives are successful; hopefully, the result will be published. 
[bookmark: _Toc26300238]Casual work
The only form of casual work Dixon Carphone conduct is temporary work over the Christmas season, some employees are retained and placed on a full-time contract, but not many achieve this so it can be disappointing if the hope of a permanent role is not realised.
[bookmark: _Toc26300239]Diversity and Inclusion
The author of this report agrees with Dixons Carphone's claim of embracing talent and being an inclusive organisation, to all forms of backgrounds. A testament to this is the way the HR team managed very professionally and sensitively the gender transition of a work colleague.
They communicate with their employees that they have an open environment for staff to address and report any issues, they may do so both directly and through an independent. However, they are by no means perfect and have had a couple of discrimination cases bought up against them Mr. M Solomon v Dixons Carphone plc The Carphone 2018 (GOV.UK, 2018) and Miss S Petersone v Dixons Carphone plc and DSG Retail Ltd 2019 Invalid source specified.; It is important to note that both cases where withdrawn. 
Their parent company Currys PC World lost their case for stereotyping a mixed-race boy, who was asked to leave the store due to other black boys causing problems before. He was awarded three thousand pounds paid (ITV, 2019).
Progress is being made for the inclusion, Dixons Carphone is working on the gender gap, fair Maternity/Paternity, and Adoption policies. Over 2019/20, the aim is to apply revised Inclusion and Diversity strategy as well as the corporate recruitment policies fixing attention on unbiased selection (plc, 2019).



[bookmark: _Toc26300240]Conclusion and Recommendations

This report has loosely touched on three areas as to how HRM handles the issues regarding Brexit, casualisation of labour and diversity concerning people resourcing strategies. 
The current and predicted changes for the UK are uncertain at present HRM needs to prepare and be up to date for the current environment and what may change once the UK leaves the EU with or without some form of a deal. 
Diversity and inclusion are a difficult role for HRM to ensure for organisations, to have all employees abide by the rules, with all the training and information provided; unconscious bias is not easy to remove.
Dixons Carphone seems to have a good current strategy in place for the effects Brexit will have on their staff and have sought support from the government. 
[bookmark: _Toc456901523]Concerning current trends, Dixons Carphone has made some changes; however, they need to get up to speed with people resourcing strategies; this is a task that is working progress and will need to be updated continuously as changes arise to policies frequently. 
HRM is a very complex role that needs to be conducted with great responsibility and care to deliver a good service to the organisation.
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