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Introduction  (Amstrong,2014 ,pg 4)
HRM is basically know as employing people and managing them in the organisation. 
Different measure comes into account in HRM

       -     Strategic management.

· Cost of human resource and its management.

· Undertake responsibility and initiative towards the organisation with the values and belief

· Proper management in terms of  knowledge 

· Seeking methods and objective towards the development of the company.

· Effective human resource planning, recruitment and selection which include choosing the right people for the right work.
· Rewards which include promotion and incentives to motivate the existing employee.

· To maintain good relationship with the employee.

· To maintain the health and safety measures in the organisation.

· To provide better employee service to the organisation

Human resource management is define as the management decision and activities which include human resource planning , recruiting selection, rewards, towards the development which have impact on the organisation and the employee. (Beer et al,1984).
HRM is: ‘The management of work and people towards desired ends.’ (Boxall et al, 2007)
Goals of human resource management. (Armstrong ,2014, pg 5)
· to help the organisation getting the goal and objective towards development of the company by implementing strategic human resource management that are linked with the business strategy.
· to contribute to the development of effective workers seeking towards the success of the organisation.

· To make sure that the organisation has more qualified and potential skilled worker according to the needs and wants of the organisation.

· Maintain a good employment relationship with the workers and the management.
Underpinning theories of HRM (Armstrong, 2014, pg 6,7)
Different theories have come across to understand the motive, objective and purpose of human resource management.

Commitment

The HRM theory of commitment identified the strength of individual that contribute or involved in the development of the organisation by harvard business review article by Richard Walton(1985).
Motivation

Motivation theory says the factors that involve target and motive towards the organisation, the situation in which people are high involved in their work and organisation which influence or motivate them to work more harder and give best performance to achieved the organisational goal and target for the development.
Resource based view
Resource based view theory states to the advantage in competition is achieved if the organisation has valuable resource and which are rare and require a very high cost to get the same. HRM play a very important role in achieving these objectives.

Organisational behaviour theory
Organisational behaviour theory basically stated the behaviour of people working in the organisation. It basically states the function and structure of the company. The influence of HRM approach to organisational structure and development of the organisation potential ability to work or function more efficiently.
Contingency theory

Contingency theory states the environment which refers to as external and internal environment of the company and the circumstances faced by the organisation. Its basic state the relationship between implemented HR polices and practices and their performance to these policy and practise which may be different depend upon the location, company size, age , recent technology and capacity of the company.
Institutional theory
Institutional theory stated the internal and external pressure enforce on the organisation and accept the rules and regulation implemented.

Human capital theory

Human capital theory states the people working in the organisation and the contribution of knowledge, innovation idea and skills for the effective performance and progress of the company.
Resource dependence theory

Resource dependence theory states that gaining power by controlling the valued resource available in HRM term the theory is taken as distributing the power to the function system of the organisation.

AMO theory

AMO theory basically states ability plus motivation plus opportunities. In HRM this activity is carried out by encouraging or motivating the individuals ability or skills and more efforts undertaken and then provide them with the opportunities to perform and prove themselves.
Social exchange theory 

The employees working in the company respond to their contribution to the organisation if they understand that organisation have treated them well.

5P model of Human resource management by Schular (1992)
HR Philosophy: The company approach to human resource that plays a important role in the development and success of the business. And how can be treated and managed to enhance the business.
HR polices : This polices is with regard to business related issue face by the company and get the guidance for the development programmes and practices and what favourable action to be taken based on the needs required.

HR Programmer: This policy is come from HR Policies which take the initiative to coordinate and take effort to manage the change done in the organisation to fulfil the strategic business needs.
HR Practices: This is carried out in hr polices and hr programmer. Basically this include planning and managing the function , managing the reward, performance and development of the company, maintaining good relationship with employee and administration.

HR process: This is the basic and formal process used to put HR polices and strategic need of the organisation.

Resourcing People strategy
The resourcing people strategy basically consist of 5 target approach.

· Being the best employer among the all other competitors .

· Seeking more talent for the development of the organisation.

· Improving or developing the talent or skill already present in the organisation .

· Encouraging diversity in workforce
· Making remarkable change in the organisation.

Improving Recruitment and selection

· Making a strong employer brand involving advertisement in various form to attract more numbers of employees.

· Developed advance website in online form of recruiting.

· Recruiting more number of people with potentials and skilled to fill up the vacancy available in the company.

· Make more effecting and faster process to reduce the time taken to fill the vacancies in organisation.

· The competency framework for certain job profile based on selection.
                                                                                                   (Armstrong , 2014,pg. 212)

Affect of labour market in recruitment and selection.  (Pilbean and Corbridge, 2010,pg 93)
Labour market is basically stating the availability of employees for the particular specification in term of looking for the right candidate with appropriate potential to fit in the job profile. 

There are internal labour market and external labour market.

Internal labour market

Internal labour market basically means within the organisation where the employees can be taken in consideration with regards to promotion getting higher position in the organisation or transfer of the job. Internal labour market has a positive impact on the organisation as its motive the employees to work more hard, continuing with the same employee who is aware of companies profile rules and regulation. Internal labour market provides opportunity to the staff already in the organisation and give them reward in form of promotion. Internal labour market help to lower the cost of recruitment as it does not require outsourcing. It strengthen corporate environment of the organisation. 

Labour turnover: The labour turnover is basically the rate of employees leave the organisation. The HR planner needs to identify the labour turnover on the high and low labour turn over. High labour turnover means people are working in the organisation for the short period of time. The labour turnover may be more costly which result in having low skilled workers. As investment done in training the employees will be a disadvantage as they will not remain in the company for a long period of time. Low labour turnover means employee working with the staff for a long period of time. Low turnover would also be a disadvantage as because it doesn’t allow the entry new employee or new blood to the organisation.

External labour market. (Pilbean and Corbridge,2010,pg 95)
External labour market refers to the labour available outside the organisation that is the one who is searching for jobs in the external labour market. The quantity and quality of external labour market depends on the organisation position, status, sector and size in market. The factor which is taken into consideration in the external labour market are the working criteria, proper pay, the position of the organisation in the market and flexibility in working hours and travelling.

The structure of labour market

The participate rate: This show the number of people available for the recruitment in the labour market which require the need to attract them to the organisation. Many services like authority service, the census and the carrier services and survey which provide the record and availability of participate rate in different group of people which include sex, age, educational qualification and socio economic group in terms of income and occupation.

Flow of education: it is important for the HR planner to have a clear picture of the new entries in the labour market in terms of different skills and qualification. Qualitative and Quantitative point base system in education will help with the recruitment, rewards and training in the organisation.

Shortage labour market: The shortage labour market means there is a high demand of labour for particular skilled or potential candidate but the supply in the labour market is low. Shortage labour market has nurturing recruitment and selection which is to attract the candidate in every possible way.

Surplus labour market: Where the labour supply is high and the demand is low. It gives the power and the potential to the employing company. It give a target approach to more specific and potential candidate. (Pilbean and Corbridge, 2010, pg 164)
Labour Market outlook of 2019/2020 (CIPD, 2020)
Ongoing high employment rate it became difficult to fill the roles in the business. 38 % says they have been able to fill permanent role in the organisation in last 12months but still some organisation up to 30% facing a tuff time in filling the vacant place in the organisation.

Implementing different challenges and efforts to recruit the candidate. 31% of the employers are hiring short term or fix contract based to fill the gap which include flexible working too..

24% of the employer have increase the training investment that is up skilled to attract more candidate and fill the gap.

Most of the employers are offering apprenticeship to the employee which 19% in all organisation and 27% in large organisation.

Among the 64% employer who have vacancies in their company ,  says its hard to fill the role.

Step taken by the employers to improve recruitment and retention during last 2years.

24 % of the employers started investing more on training 

The employers started offering more apprenticeship which include 19% of the employers.

They have also started investing more on creating and promoting a brand image or position in order to recruit more candidate to fill the gap which is about 17%.

 Started improving or introducing the strategic planning of the human resource is about 16%.

Improve certain condition by the employer example short term or long term contract or temporary contort which is about 15% of the employers.

13% of the employers Recruit and retain the older workers in organisation .

Most of the employers had done the tie up with schools colleges and university which consist of 12%.

Employer started offering placement and internship to fill the gab in the organisation which is about10%.

They also started recruiting parent coming return to employment which is about 9%.

They also started seeking for vacancies which consist of 8% among the disadvantage group that may be the ex offender or those who have been unemployed for a long period of time.

Employers making effort and considerable measure to recruit from EU national and non EU overseas which is about 7%.

Those employers who not adopted any measure for recruiting  are 34%.

	                 Industry 

Health care

Construction

Transport and storage

Whole sale retail and real estate

Voluntary

Consultancy law marketing, scientific and technical services.

Education 

Information and communication

Administration and supportive service

Police and armed force

Public administrator and Public sector

Hotels catering restaurant and entertainment

Finance and insurance

Primary and utility

Manufacturing sectors
	 Autumn 2019

   30%

   38%

   7%

   24%

  20%

 22%

   6%

   20%

   30%

   55%

   8%

   18%

   17%

   27%

   22%
	Winter 2019

 28%

 27%

 25%

 23%

 23% 

29%

  22%

  28%

  20%

  20%

  19%

  19%

  14%

  9%

 6%


- Net employment score by industries previous and current quarter. 
Social factors affecting the recruitment and selection of people.

The concept of managing diversity. (Pilbeam and Corbridge, 2010, pg 229)
Basically it means giving equal opportunities and approach to each individual. The concern of the management is to get more advantages from the diverse work force to get more achievement from the employees and not only those under discrimination legislation. Its aim is to focused on group which are away from the advantages, to set some goal and favourable action towards theses individual and looking forward to over come past discrimination.

Diversity definition by CIPD(2008) “Valuing everyone as an individual – valuing people as employees , customer and clients.”

Managing diversity basically means focusing on the value of employees working strategy and job criteria and making employment decision on this objective rather than the individual personal characteristics base on religion , caste or race.

The search of talent continue to examine the organisation that are looking forward to improve and maintain a firm and competitive position in the market and which show recruiting and retaining talents that is the key success of the organisation. Diversity is basically bringing into account everything in the organisation , including everything not excluding, valuing and appreciating the contribution of each individual of the organisation as well giving protection to each individual irrespective of their characteristics , not only those group of people in the organisation that are consider as having protected characteristics by legislation. People with different characteristics attracts more as it bring them together in a environment where there in diversity in talent different idea of an individual coming up which make the organisation more diverse place and help to increase their human resource as different people contribute the organisation in different ways  and as well increase and improve  their competitive position in the market.

Inclusive culture means influencing the individuals work, valuing and respecting each individual and their contribution without any discrimination harassment or unjust no matter what class , caste , religion or race do they belong. In a diverse environment people come with different idea and behaviour and different ability and potential which make the workforce more diverse and give excellent customer service in the organisation. Diversity is bringing into account the skills , contribution and potential belong to different behaviour and culture working in the company and influencing them for the same.

Positive forces and negative forces of diversity discussed by CIPD (2005b)

Positive forces: 

The diverse work force help to secure upgraded cost effective employment relation which leads to the advantage of the company as the organisation benefits financially.

It increases the relation between the customer and the organisation which make the customer more comfortable and secure.

It bring into the organisation creativity in term of ideas to overcome challenges for the development, flexibility in working hours may benefits the organisation and innovation in working strategy to accomplish the goal.

The diverse force in an organisation leads to the development and get more benefits and advantages in the business.

Negative force:

As diversity focus more on valuing the skills, potential and contribution of each individual of the organisation which leads to a decrease in culture related objective.

Development of Managing diversity and flexibility there is a need that it should be financially supported by the organisation.

Diversity may cause danger to the peace in workplace which will be a disadvantage to the organisation.

Organisation may forced to use more resource inefficiently which may increase the cost and can lead to conflicts.

 UK discrimination and equality legislation. (Pilbeam and Corbridge, 2010,pg 231)
Basically this law was enacted for the protection of identified group which cover race religion culture sex ethnic origin marital status disability discrimination. These legislation focus these group of people who are away from the advantages unlike other which force the organisation giving equal approach on bases of their qualification and potential rather than their personal background which create discrimination among individual.

Sex discrimination Act 1975 (SDA)

SDA states that it is against the law for discriminating individual on bases of the sex marital status and pregnancy. There is exemption for the occupation that genuinely required the particular sex. 

Race Relation Act 1976 (RRA)

RRA states that it is unjust and unlawful for discriminating individual unfairly on the bases of the race nationality ethnic origin.

Disability discrimination Act 1995 (DDA)

The disability discrimination act states that equal right for the people who have long term adverse effect on the physical ability to provide special adjustment for these people in terms of selection, training , working and pay.

Employment Equality (Religion and Belief) Regulation 2003

This law states that any individual working in the organisation should not be trouble or discriminate in terms of religion or belief is unlawful. One should respect all region and belief of each person.

Employment Equality (Age) Regulation 2006

Age factors should taken into consideration in this act which states that it’s against the law for discriminating the employment in bases of age. There should be equal approach in terms of selection and recruitment to each and every age group. There are certain working group which require certain age group which should be proper justify

Employment discrimination (Pilbeam and Corbridge,2010, pg 237)
When a employee is treated unfavourably and are kept away from the advantages which are not giving concern approach and discriminated in the bases of caste religion race ethnic group disability sex or marital status. The discrimination can be directly or indirectly.

The direct discrimination is directly done on the bases of sex caste race etc.

For eg.: Application of a man is consider more preferable for job than women because man may be more stronger or women in future may need maternity leave this is the direct sex discriminating.

If a Muslim man refuses to work with a Christian shopkeeper as she belongs to other religion so it’s a direct discriminating on the bases of religion and believe.

The indirect discrimination is said when the condition or requirement for each group of people or individual remains the same. But due their characteristics or certain circumstances the protect group are disadvantage.

For eg: If the company demand the employees to work at night and its applicable for each and every individuals working in the company. In case of women employee may not able to work may be due to having children or may not allow to work at night due family restriction so this may be unjust to them as they are discriminated indirectly by the employers. 

Affect of legal change in Recruitment and Selection.

Brexit is one of the major legal change which has come into account. Brexit was basically done so that uk leave the membership of European union.

Impact of brexit to the employers. (CIPD ,2018)
Uk decision to leave EU has major affect on employers who are employing European nationals in different sector like hospitality, health and food sectors , retail and industries. It has major negative impact on unskilled and low skilled labour as uk government has restricted the people migrating to UK from EU national which will only include high skill labour from EU nationals. There are certain factors that have come into account which inflation, low exchange rate, economic upturn or down fall which have a direct impact as well on human resource management. There will be shortage in labour supply chain due to briexit. Many employers do think that there will be a profit in business due decrease in pound rate. Employers need to recruit or retain in different parts of the country. There is a major fall down in migrant workers coming from EU national which put addition pressure to the staff already working in the organisation. Most of the private sector says to relocate their business abroad.

Employer recruit and select eu nationals:

	Reason for employers to recruit and select eu nationals
	Percentage

	Unskilled and low skilled as it is more difficult to recruit or select Uk born citizen compare to eu nationals.

Better more hardworking 

Suitable or more committed to the organisation corporate culture and values.

Great command to the language skills.

Better Qualified people.

More experience in field.

They consider low expectation in term of pay and certain condition of the employers and the organisation.

Consideration of IT skills or having better command to the IT skills.

Command to basic skills like literacy level or numeracy.

It has lower labour turnover.

Soft skills which include good oral communicating skills and team working quality.

Others 


	    25%

    24%

    20%

    10%

    10%

     7%

     7%

    5%

    4%

    5%

    4%

   16%


Upcoming change in employment law

New Right to written statement( Effective 6th April 2020) (GOV.UK)
-Current law states right of written statement should be given to the employee after completion of 1 month continue work within the time period.

- Upcoming law states that the right of written statement should be given on the day one of the work. Its should be given during recruitment stage and ensure that all the requirement is stated.

Impact of this law

As before the right of written statement is giving after 1month so that company can examine the employees before givin the contract and making them permanent.

Now it has become the pressure for the employer to examine well and give the offer to the candidate with potential.

Holiday pay reference period adjustment. (effective on 6th April 2020) (GOV.UK)
Current law of holiday pay reference period adjustment states that employee can be given paid leave up tp 12 weeks

Upcoming law states that holiday paid leave is increase from12weeks to 56 weeks.

Impact of this law.

As its give the employer the pressure on adjusting the other employee in place of the employee in leave period.

It makes the employer to pay the employee more salary if the leave period increase.

All workers are untitled to these law.

These include agency workers who works on temporary basis with different organisation ,workers with irregular hours which is flexible working hours and workers with zero contract.

Employer can include annual bank holiday leave.

CASE STUDY (PART 2)
Case study of the company PQRS ltd is the computer software company that produces special computer software for motor trade. There are 250 employees in total working for the company and it is located in the Scottish city. The company is running from more then 20 years ago. The firm hold a niche market. Three quarters of the people working in the company consist of computer programmer and rest of its employee consist of administrator, manager and salesperson.

Key issues of the company.

· As it is computer software company its had more number of computer programmer working which is three quarter of the staff. The IT skill has great competition in the labour market. Salary had increase up to 45% in last 5years.

· There is no flexible working in the company.

· Lack of diversity management.

· It has a shortage labour market with high turn over.

· No up skill training in the organisation.

· High turn over cause disruption in client and programmer.

· There is no profit margin in the company.

· Legal action taken to leavers as the firm invested on their training.

· Overloaded pressure to the employees.

Analysing external factors affect in recruitment and selection.

	External Factors
	Affecting the recruitment and selection in the company.

	Legal change

    -Brexit

-New right to written statement law.

- Holiday pay reference period law

Social change

 - Diversity

Uk equality legislative law
	shortage in the supply of labour market.

Shortage in recruiting the programmer in the company

Company had to face competitive market and put more effort in recruiting the candidate which is the increase in the cost of recruitment.

Many migrant employees coming from EU national are restricted which lead to shortage in recruitment and selection.

Company needs to give the sponsorship to the EU national coming to uk for work listed in skilled category which will be added expense and more time.

Due to less supply of labours they wages may increases.

Company face difficulty and has more pressure on recruitment to find out qualified and potential candidate as the right to written statement should be given on the day 1

Recruiting staff on temporary bases increase the expense.

Workers paid leave is increase upto 56weeks which include paying their basic salary , there will be problem in adjusting or filling the vacancy for a short period of time.

Emphasis more on diverse group.

Planning different strategy to recruit diverse work force which require strong financial background , meeting different people from different culture and background.

More company resource are used.

Give equal approach to each individual.

Recruitment and selection make sure there is no discrimination in bases of personal characteristics and background.

Age factor is consider in recruitment and selection like young and energetic which is unlawful. As people age tell how experience the employee is before employing. 

Special arrangement for disable employee which may increase the expense.

Special arrangement done for the pregnant women.




    Conclusion and recommendation :

Invest more on training and additional skill given to the employee so that more number of people are recruited.

Create a brand image through advertisement and newspaper so that people are attracted and more vacancies are fill.

Encourage flexible working hour or work from home so that more people are recruited and selected for the position.

Manage internal labour market by giving incentives and reward to the existing employee.

Give internship and placement offer to student recent graduating.

Give more attention to diverse work force which get more number of people to the organisation.

hire the ex offender or the employee who have been unemployed for a long period of time.

Opportunity to fresher to fill vacancies available in the company.

Effort in recruiting older people,
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