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Executive Summary
To maintain its position as the market leader, Nestlé Malaysia relies on a variety of resources, the most valuable of which is its people. According to the company's human resource management (HRM) report, Nestle values its employees highly because their participation is seen as beneficial to the company's future success. Nestle was selected as the example business because it claims to have an efficient HRM system and deals with a wide variety of human resources. Human resource policies that are helping the business succeed can be identified with the help of a thorough analysis of the company's HRM system. (Wright, Gardner and Moynihan, 2003). Despite being just the beginning, the job of employment is crucial to human resource management. The outcomes of the recruitment process not only have a direct impact on the growth of businesses, but they also serve as a representation of the company itself, which is important for both the company and the employee. The effectiveness of a company's employment efforts can have a major impact on the company's ability to retain and attract top talent and on its bottom line.
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[bookmark: _Toc131722433]1.0 Introduction
This report is tend to introduce about the HRM in Nestle Malaysia. Further, the priority area that needs to be improved by Nestle is discussed in this report by including the reasons to improve, current shortfalls, benefits to improve, the outcomes of the improvement to the organization, employees, and other stakeholders. Also, the recommendations are discussed in this report that how the HR functions can help Nestle to improve the priority area. 

[bookmark: _Toc131722434]2.0 Organizational Overview
Nestle is a conglomerate corporation that has been around since 1905. Nestlé is headquartered in Switzerland, but it has businesses in roughly 191 other nations and employs more than 328,000 people worldwide (Nestle Malaysia, 2023). Selangor is the current location of Nestle Malaysia's headquarter. Some of the many popular Nestle goods sold in Malaysia include Maggi noodles, Nescafé coffee, Milo and Kit Kat chocolate bars, Nesvita dietary supplements, and Purina and Friskies cat food. The company's goal is to better the social, cultural, environmental, and fiscal factors that affect people's outlook on their nutrition and way of living. After being subjected to a number of market shifts over a long period of time, Nestle has adapted by making some key adjustments, allowing it to sustain and grow its presence across the globe. Moreover, Nestle is a dynamic and adaptable company because it recognises human resources as one of its most essential qualities. The HRM sit within the company and have a representative at the director level (Nestle Malaysia, 2022). Human resources professionals at Nestle create an atmosphere of learning and growth, focusing on directing employees' enthusiasm towards the achievement of company objectives. Therefore, it is the responsibility of Nestle's HRM to find, attract, and keep the best employees. Nestle engages in HR activities including staffing Human Resource Development (HRD), compensation and rewards, safety and health, training and development, and employment relations.

[bookmark: _Toc131722435]3.0 Main Discussion
A company's business drivers are the variables that contribute to the company's expansion in the areas that are most critical to the company's continued success (Chatterjee, 2009). In a general sense, the elements consist of the circumstances of the market, the important players, the assets, and the vital information. Business drivers for Nestle Malaysia include their employees, who are one of their most valuable assets (intangible), their equipments and manufacturing plant, their financial health, and the demand and expansion of the market. Due to Nestle's position as a major participant in the fast moving consumer goods (FMCG) sector, the company places an emphasis on attracting and retaining top talent. The people who work for Nestle, who are collectively referred to as "the Nestle Family," are the company's most valuable asset. The core of any successful business is its employees. Because of their dedication and enthusiasm, the company is able to accomplish outstanding achievements (Addai, et al., 2017). Nestle's present and prospective success is greatly dependent on the efforts of its employees. Manufacturing is the company's primary business function, and it employs more than 70% of the workforce. Because losing workers would mean losing manufacturing efficiency and a shrinking talent pool, Nestle has been offering growth opportunities and an attractive environment to attract and retain them. 
Staffing is the first Human Resources function that Nestle performs. Due to the fact that there are no face-to-face interviews taking place during this COVID-19 epidemic, everything has become virtual (Mahadi, et al., 2022). Because Nestle's HRM department is unable to justify every single application based solely on information found online, the company's recruitment process was plagued with a large number of technological problems. In addition to this, they believe that it will be simpler for them to encounter and locate the applicants that they anticipate. There was an issue that arose regarding the recruiting procedure at Nestle, in which they were unable to hire talented people from the narrow pool. Furthermore, it seems like hiring processes at Nestlé can require a significant amount of time. As a result, they make an effort to gain a comprehensive understanding of the qualities and skills of the applicants before deciding whether or not the candidate would be a valuable asset to the company. Another one of Nestlé's strengths is that it is able to avoid hiring employees who are not a good match for the company because to its thorough recruiting procedure, which includes background checks. They screen potential candidates through a pretty extensive recruiting procedure, during which they search for both the soft talents and the hard abilities that they want in an employee (Shahzad, 2018). On the other hand, it may be frustrating for a large number of potential candidates, who would therefore be disqualified from the pool of talent. Nestlé might end up missing out on this opportunity, yet they choose to take that risk nevertheless. This thorough procedure is rather diverse in other countries, however, and as a result, it has the potential to cause damage to Nestlé in the subsidiaries that do not comply to the high recruiting requirements (Sazid, 2012).
The capacity of people to perform at their greatest possible level is the defining characteristic of achievement in a business organisation. The performance of an employee may be improved by a number of elements, the most important of which are training, motivation, and work satisfaction. Training, on the other hand, is almost certainly the single most essential component in elevating staff productivity. Nestle has made significant investments in its training and development programme in order to address the issue of workers who lack necessary skills (Pandita, 2019). This can be observed when the global marketing and sales trainee programme begins with an orientation lasting between two and four months, which is done so that employees have a better grasp of the goal of the company. Each new employee gets the chance to interact with as many individuals as possible during the first few months of their employment, with the emphasis placed on the fact that these connections are vital for future reference. Once the orientation portion of the training is over, the participants will go on to the training phase (Tabassum, 2021). Many of the workforce employees are given the opportunity to begin their preparation for international and expatriate careers by working in another country. The purpose of the comprehensive training programme is to provide assistance to new employees in their studies of the several departments that are vital to their personal success as well as the success of the company.

[bookmark: _Toc131722436]4.0 Conclusion
As a result of the investigation conducted on Nestle's recruiting procedures, it has been determined that the recruitment process should integrate several approaches in order to produce effective propaganda. But also labour to recruit and retain employees. The company's capacity to compete in the market is directly impacted by the amount and quality of the talents that are employed by the business, which has elevated the status of human resource to that of the enterprise's primary resource. Because of this, the HRM in the company has also received little attention up to this point; yet, the recruiting process, which is only the first stage in HRM, is a particularly crucial phase. The outcomes of recruitment not only have a direct impact on the growth of businesses, but they also serve as a form of image exhibition for the organisation as a whole. In addition, recruitment also plays an important part in the individual growth of workers. The effectiveness of recruiting helps businesses acquire a long-term competitive edge and deliver significant economic advantages. The quality of recruitment work has a direct impact on the turnover rate of employees within a company as well as the costs incurred by the company.  Even though Nestle get a lot of criticism for the way they run their business (Andrei, 2020), such as hiring adolescents, Nestlé has a strong reputation in the business world as a decent place to work overall. While this is a strength at the moment, it has the potential to become a very severe danger in a short period of time if the criticism is taken more seriously. As a result, Nestlé needs to pay close attention to how the company is seen by the public because this not only has the potential to impede the company's ability to recruit top employees but also its whole business. They may even increase their usage of social media and content marketing to strengthen their employer brand. This would help them attract and retain more qualified candidates. 

[bookmark: _Toc131722437]5.0 Recommendations
In accordance with the Social Exchange Theory, relationships are built on a "give and take" foundation, and the proportions of these two components can fluctuate depending on the strength of the connection. The social interaction demonstrates that whether or not we choose to maintain a social contact is determined by the relative value of the advantages and costs associated with each connection (Cherry, 2020). In addition, according to the social exchange theory, for a relationship to be healthy and effective over time, both parties should express their sentiments and emotions to one another. Relationships that are one-sided will not continue for very long. Therefore, in order for people to obtain something positive out of the relationship, they need to invest more time and effort into it. Due to the fact that a group may be established by any number of people, the workers at Nestle business place a significant emphasis on social exchange theory (Omisore, 2014). In order for people to cooperate well in a group setting, each person must establish positive relationships with the other people in the group. All managerial positions at the Nestle company were encouraged to speak with one another, and all employees, including those at the bottom of the food chain, were given the opportunity to voice their thoughts and make comments, which often included innovative ideas for product enhancement (Kokemuller, 2019). The organisation places a strong emphasis on employee engagement, both in terms of the events it organises and the decisions it makes as a whole.
Other than that, Nestle should continually develop the Unconscious Bias Training programme in their recruitment process (Aurthe, 2020). The purpose of the Unconscious Bias Training is to raise awareness about how important diversity is, to encourage dialogue between the sexes, and to educate participants on how these factors might influence the decision-making processes involved in recruiting, promoting, and succession management. The goal of Nestle's Leadership and Personal Effectiveness Programme (LPEP) is to strengthen the bonds between teams and their leaders so as to promote employee engagement. The workshop was attended by a total of 296 middle and senior managers, and according to a survey conducted after the program, all of the line managers have seen an improvement in the competency of the participants (Mumtahana, 2021). In addition, the connection between the workforce and the leader of the organisation has vastly increased, as has the involvement of the personnel. Moreover, the employees at Nestle are provided for, and the company treats them equally and with respect. To achieve long-term success, Nestle places a premium on maintaining positive relationships with its employees. Through the Nestle Employee Relations Policy, the business provides a reference for interactions with employee representatives as well as with trade unions. For the purpose of bolstering the cause and providing an outstanding and productive working environment for manufacturing employees, Nestle created a Collective Bargaining and Freedom of Association Nestle Culture. The Collective Agreements with the various unions detail, without regard to gender, the salary and compensation schedules for employees who are not in management positions. These agreements are legally binding. In addition to this, Nestle possesses its very own pay board of directors, whose job it is to handle issues relating to employee compensation inside the company.
The comprehensive incentive programme at Nestle provided its employees with a variety of advantages. The policy was developed in order to increase the likelihood of new recruits and maintain the ongoing involvement of the existing workforce. In addition, Nestle provides its employees with enticing perks, such as awards, bonuses, and incentives, which are contingent on the employees' job success. The corporation designed these perks in order to increase people's trust in the organisation and instill a positive value for the organisation in the minds of others. In addition, these incentives are appealing to new hiring and sustain the engagement of present workers (Lysenko & Sereda, 2018). Because it is such a large corporation, preserving a positive corporate image is essential to building trust in the minds of customers, which is necessary for the continued success of the firm in the years to come. For instance, Nestlé has developed something called the Innovation Awards in order to motivate employees to participate in offering new ideas as the employees' way of thinking about an essential area of Nestlé's business. In addition, the firm has implemented the Nestlé Recognition Programme in order to show appreciation for the contributions made by workers towards the creation of an engaging working environment. This is part of the company's effort to increase employee engagement. It was an accomplishment for Nestle that they were able to attain a very high participation percentage, as this demonstrates that employees are taking meaningful steps towards making Nestle a better place to work and indicates their dedication to the company (Broeckx & Hooijberg, 2007).
Considering Nestle Malaysia is such a large company in the food and beverage sector, with more than 5,550 employees, one of the most efficient ways to increase the efficiency of the company's human resources is to use modern technologies like knowledge management systems and human resource information systems (Grover, 2022). These technology solutions aid with the management of HR information and knowledge, which eases the HR procedure and assists with the growth and learning processes of employees (Krenzi, 2020). Costing is likely to be the most difficult obstacle to overcome when it comes to executing changes by introducing KMS and HRIS into the company (Takhi, et al., 2020). According to the annual report of Nestle, the operational expenditures of the corporation are quite high, particularly in 2022 because of the costs of recovering Covid-19. While the cost of HR technology systems is not considered part of operational costs, it is considered part of administrative costs, which can have an impact on the company's gross profit margin. Many of the largest IT service providers recommend that businesses pay for KMS and HRIS on an annual basis, thus this choice might end a heated argument among Nestle's top executives if they wish to keep their operational costs the same or lower (Takhi, et al., 2020).
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