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Executive Summary 

The main objective of this report was to critically assess an HRM priority area within an organisation while recognizing why this area is important and the benefits the organisation receives as a result. However, this report starts with definitions of human resource management (HRM) while emphasizing the importance of it. Next, the organization that was chosen for this report was JD Group for the reason that the HRM priority area that has been identified and recognized across media which needs improvement is employee wellbeing. Additionally, this report will give you a brief background of the organization while showcasing how big it is. 
Key aspects that are discussed in this report will be video proof and news reports of employees well-being being exploited by terrible work conditions and rules. As a result, the report will discuss the HRM approach they deliver towards staff while identifying and going in-depth about the positive and negative outcomes of HRM and employee well-being. As a result, it discusses both the physical and mental effects of positive and negative HRM treatment. Furthermore, it also considers the benefits at an individual, organizational and stakeholders’ level. Throughout this report, it is made clear that priority area was chosen for the ethical reasons of treating people correctly at workplace to ensure people are safe. Furthermore, this report also acknowledges that although there is an importance of the relationship between HRM and organizational success, it can be considered that HRM is not the highest of priorities for mega organizations like JD who are generating huge revenue and profit margins. Accordingly, this report will provide reasonable and realistic recommendations for the HRM priority area to develop. 
The first recommendation involves developing a culture of respect. This recommendation entails the HRM department employing great leaders and creating training courses to guide them on how to develop a respectful environment using a ‘softer approach’ where performance targets are met while employee well-being is a key priority to ensure they are supported and recognized. The second recommendation is 15-minute well-being chats. This involves employees who feel like they are struggling with work to have the opportunity during their shift to express their frustrations and problems, one to one with a team leader and to be listened to. The final recommendation is for JD Group to offer all employees free gym membership as a reward which can be a great way to improve on employee’s well-being and mental health. 
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1. Introduction

The objective of this report is to critically assess an HRM priority area within an organisation while recognizing why this area is important and the benefits the organisation receives as a result. Additionally, this report will identify the organisations existing weaknesses and the consequences this has within organisations. Accordingly, this report will provide reasonable and realistic recommendations for the HRM priority area to develop.  

2. Human Resource Management

Stewart & Brown (2019), Henderson (2017) and Werner (2014) all emphasize the importance of Human Resource Management (HRM) and propose that it is the strategic practice of effectively employing and managing an organization's employees to help ensure the organization gains a competitive advantage. Similarly, (Armstrong and Taylor, 2020, p4) stated that “Human Resource Management (HRM) is concerned with all aspects of how people are employed and managed in organizations”. Expanding upon this, Werner (2014) suggests that the main functions of HRM are recruitment, training, and development, compensating, and appraising employee performance. Furthermore, according to Welbourne (2011, p. 659) the main objective of HRM is to create opportunities for employees to be productive and successful. Lastly, Boxall and Purcell (2022) reinforce and highlight the importance of HRM by suggesting that, organisations are dependent and cannot function without the resources and talents people bring to the table. 

3. JD Group

The organisation that will be critically assess within this report will be JD Group. According to JD Group (2023), the organization is a British public limited company that owns over 3,400 stores across 32 countries with a revenue of £8.6 billion in 2022. Additionally, JD Group (2023) state that they have over 67,000 employees which demonstrates the sheer size of the organization and how HR have a vital role in ensuring the organization runs smoothly. Complementary to this, JD Group (2023) display and highlight that there is a full Environment, Social & Governance Committee (ESG) within JD group which has a specific HR department. Furthermore, this department has representation by the director of HR Nicola Kowalczuk. The website notes that she and her team are responsible for general health, retention, and wellbeing of JD group employees. Consequently, Greenwood (2013) proposes HRM is also linked heavily with ethics for the reason that when organizations have to deal with people, they must have ethical considerations to ensure their employees are being treated right. As a result, JD group (2023) have a head of ethics Traci Corrie, who is responsible for the modern slavery policy.  

4. HRM problem

The HRM priority area that has been identified and recognized across media which needs improvement within JD Groups is employee wellbeing. Kollewe (2016) reported that employees at JD Group are being “exploited” and are treated “like scum”. Furthermore, Chapman (2016) claims that employees are allegedly being paid less than minimum with staff having to work in terrible working conditions and rules. Elaborating upon this, Mount (2017) and Jenkins (2016) disputed that JD had a punishing “3 strikes, and you’re sacked” policy, carry out thorough checks and random searches on employees, giving agency recruits zero-hour contracts, while threating to sack staff if they sit down. Complementary to this and more recently, ITV News (2020) put forward that during the COVID-19 pandemic, JD forced thousands of workers to work in conditions where it was extremely difficult to socially distance themselves, hand sanitiser would frequently run out, while having to pass clothing and shoes to each other constantly which could risk in spreading the virus. Considering what has been noted it can be believed that the employee wellbeing within JD Group isn’t a high priority and needs to be improved. To reinforce this, Jenkins (2016) stated that Ian Wright MP alleged that JD is “twice as bad as Sports Direct” and according to O'Sullivan (2020) Sports Direct has been regarded as an exceedingly appalling place to work because of the working conditions and the disregard for employee wellbeing. 
Considering all that has been noted it can be suggested that JD use a ‘hard HRM’ approach towards their staff. To elaborate, Beardwell and Claydon (2017) propose that a ‘soft HRM’ approach entails increasing quality, flexibility and commitment from staff whereas a ‘hard HRM’ approach entails achieving the organizations goals no matter the human resource problems. Furthermore, Gold et al. (2013) note that ‘hard HRM’ is harsher on employees for the reason that it can involve lower wages, minimal training, tighter monitoring, and an environment feeling intense on work rate because of downsizing of staff in hopes of cost reduction. With this in mind, Banfield, Kay, and Royles (2018) argues that there can be many consequences for organizations who treat employees badly such as legal issues, low morale, loss of business, high turnover rates, and difficulty hiring new people. To reinforce this, Legge (1998) also expressed the opinion that there can be negative repercussions of bad treatment towards employee well-being such as lack of teamwork, unproductive workers, poor training, toxic workplace environment, and poor performance. Furthermore, Holman (2002) put forward that poor employee well-being can also lead mental challenges such as an increase in stress, anxiety, depression, and emotional exhaustion. Strengthening this point, Stankevičiūtė and Savanevičienė (2019) put forward more negative repercussions of bad treatment towards employee’s well-being such as work-related stress, work-family conflict, and burnout. Consequently, it can be argued that these reasons and factors can encourage and act as a key driver for JD Group to improve upon the recent reports that showcase the unfair treatment of staff.    
Although JD is an extremely successful and worldwide organization, they now face negative outcomes by exploiting employees well-being. As briefly mentioned earlier, Jenkins (2016) stated that Ian Wright MP alleged that JD is “twice as bad as Sports Direct” and on top of this a plethora of media/news outlets such as The Independent, Channel 4, The Guardian, ITV, BBC, and several more have reported stories on the working conditions of JD. Therefore, JD has drawn negative media attention and has been branded a harsh organization to work for with a negative environment for the reason of terrible treatment towards employees and awful warehouse conditions. Furthermore, Chapman (2016) notes that employees feel like they are being treated as cattle and scum while some being paid less than minimum wage. Consequently, it can be argued that working in these environments can be intense and hostile with staff being unhappy which leads to unproductivity. Additionally, a key negative outcome JD face because of the mistreatment towards employees are legal issues such as tribunals. 
On the contrary, Krekel, Ward, & De Neve (2019) and Guest (2017) argue that although Human Resource Management can be considered an ethically important factor for an organization as it has been linked heavily with performance, they argue that taking all things into consideration HRM might not be as important in the grand scheme of things because the performance and effectiveness of the company is still at a high standard as foretold by their revenue and profit margins. To reinforce this, Tighe (2022) notes that JD’s performance judged by revenue for the past 12 years has been incredible as it increases every year even throughout COVID years. Furthermore, JD Group (2023) note that their revenue for 2022 was £8.6 Billion while making an extravagant £654.7 Million profit before tax. This actively illustrates that although there is video proof and several claims of bad treatment towards employees it still hasn’t affected JD’s profit or performance. Furthermore, it can be suggested that their ‘hard HRM’ approach towards employee well-being works well for them as they sell high end branded products that people want to buy and as a result employee well-being might not be a factor on a customer’s mind when purchasing these products.  
In addition to all this, Armstrong & Taylor (2020), and Marchington & Wilkinson (2016) ask the question that is any objective benefits to making the subjective wellbeing of workers a priority even though the performance levels for JD are already so high. Additionally, Krekel, Ward, and De Neve (2019) note that producing and implementing policies that support employee’s well-being can be an expensive and resource heavy process which might not being a key focus for an organization such as JD who are performing at a high standard. To elaborate further, Pilbeam and Corbridge (2010) put forward that there can also be disadvantages and risks to investing into employee wellbeing for the reason that people might take advantage of resources or even just leave the organization after they have been invested in. This would then result in more costs for the organizations to hire and train new employees. Consequently, this could also be a key driver for JD to invest and ensure employee well-being is key priority of the organization. Furthermore, JD have the opportunity to influence the culture into making people believe that JD is a good organization to work for which could result in loyalty from employees and lower HRM costs further in the future.  
Leroy, et al. (2018) propose that HRM takes a more macro-level approach to managing people by creating policies and rules for them to follow. Therefore, Leroy, et al. (2018) note that the management teams / leaders are the people who implement key policies that are created from the HRM department while imposing the organizations approach to manage people. Consequently, Guest (2017) suggests that focusing on employee well-being can benefit both individuals and the organization, for example it can lead to increased strength of employee team, improved employee commitment, reduced sickness, with higher performance and productivity. To reinforce this, Juniper (2011) and Page & Vella-Brodrick (2009) propose that organizations are realizing the potential benefits of making employee well-being an important priority for the reason that if employees are treated fairly and enjoy their job it can result low employee turnover and high employee performance. Additionally, Torrington et al. (2009) put forward that at an individual level, positive HRM on employees well-being can have many benefits such as higher quality productivity, feel good factor going to work, and increased performance. Furthermore, at an individual level Stankevičiūtė and Savanevičienė (2019) indicate that positive HRM on employees well-being can prevent work-related stress, work-family conflict, and burnout. Therefore, it links directly to the benefits JD Group and the stakeholders will receive if improved upon. 
To elaborate, Karman (2020) proposes that the organizational benefits that JD Group can receive from improving their HRM standards is an increase in quality, efficiency, flexibility, innovation from employees and increased profits. Furthermore, Anwar and Abdullah (2021) propose that JD Group could positively improve their performance such as, revenue returns, benefit, competitiveness and market share with more investment and support for employee’s well-being being a key focus. In addition to this, O’Donovan (2019) and Huettermann & Bruch (2019) reinforces and emphasizes the importance of the relationship between HRM and organizational success which illustrates that although JD are performing at a high level there is a possibility to become better.
Next, Karman (2020) claims that there are many benefits other stakeholders of JD Group can receive from employee well-being becoming a key focus such as stakeholder satisfaction, employment growth and social inclusion. Additionally, Mariappanadar (2020) put forward that JD having thorough responsiveness to external stakeholders is a key benefit to the organization and the environment for the reason to satisfy stakeholders’ expectations of corporate sustainability outcomes. Furthermore, Turner et al. (2019) propose that JD Group could benefit other stakeholders of the company by improving upon their HRM policies on employee well-being for the reason that they could become more corporate social responsible which could then lead onto many things such as improving JD Groups reputation which as mentioned earlier has been stained because of recent events. 

5. Conclusion 

Considering what has been noted throughout this report, it can be concluded that JD Group need to improve upon their HRM policies that focus and support employee well-being. On the contrary, it has also been identified that because of JD’s performance in terms of revenue and profits margins it might not be a key priority to focus upon. Although, JD’s performance is great and improving every year their ‘hard HRM’ approach towards their staff has caused controversy and can be argued that it has created a toxic environment to work in with staff feeling negative effects. For example, Mount (2017) and Jenkins (2016) disputed that JD had a punishing “3 strikes, and you’re sacked” policy, carry out thorough checks and random searches on employees, giving agency recruits zero-hour contracts, while threating to sack staff if they sit down. This actively illustrates how harsh JD’s work environment can be, which could result in employee’s well-being being exploited and having negative mental problems such as work related stress, depression, and burnout. Consequently, it can be argued JD’s unethical ‘hard HRM’ approach towards their staff and cost reduction strategies has gotten them to where they are today so it asks the question is it worth investing heavily into HRM to improve employee well-being when their results are outstanding while improving every year as stated by (Tighe, 2022). While this is the case, it is apparent that several authors and professors such as Boxall & Purcell (2022), O’Donovan (2019), Huettermann & Bruch (2019), Stewart & Brown (2019), Henderson (2017) and Werner (2014) all reinforce and emphasize the importance of the relationship between HRM and organizational success for the reason that it is heavily linked that organization's that focus on employees well-being gain a competitive advantage such as increased strength of employee team, improved employee commitment, reduced sickness, with higher performance and productivity.

6. Recommendations

As briefly mentioned earlier in this report, JD have an opportunity as a mega organization with the resources behind them to dramatically influence/change the culture of the organization into making people believe that JD is a good organization to work for which could result in loyalty from employees and lower HRM costs further in the future. Consequently, the first recommendation comes from Brun and Cooper (2009) as they suggest developing a culture of respect. This recommendation entails the HRM department employing great leaders and creating training courses to guide them on how to develop a respectful environment using a ‘softer approach’ where performance targets are met while employee well-being is a key priority to ensure they are supported and recognized. Furthermore, this recommendation is completely feasible and low risk for the organization and presents a key challenge by overcoming the medias and social negative image on JD Group.  
The second recommendation builds upon the first, and it’s 15 minute well-being chats. The basis of this, is for employees who feel like they are struggling with work to have the opportunity during their shift to express their frustrations and problems, one to one with a team leader and to be listened to. These chats with a leader can be set as once a week or whenever the employee needs a chat, however the conversations must be logged as an interaction to ensure leaders are listening and can facilitate the change needed if there is a problem. In harsh working environments having the opportunity to talk and be listened to could result in positive benefits for both the individuals and organization. Furthermore, this a low-risk and minimal cost recommendation that only requires key training to team leaders to change the environment employees work in.
The final recommendation is for JD Group to offer all employees free gym membership as a reward. According to JD Group (2023) there are many benefits working for the organization with one being a discounted price on JD gyms. As JD Group are in a great financial situation, a great way to improve on employee’s well-being and mental health would be to offer free membership to their own gyms. Kerr and Vos (1993) note that organizations that develop the health and well-being employees results in improved work performance. This recommendation is low risk as they already have the facilities and system in place which can vastly help individuals improve on their mental and physical health while not worrying about the cost of a membership. Emerson et al. (2017) suggests that helping employees exercise can help mental health, self-efficacy, stress and energy levels impact productivity, and absenteeism. Currently, the discounted price for the gym might persuade a few employees, but if it was free to all employees, it can be argued strongly that a lot more staff would go and possibly go with work colleagues which again can result in even more benefits such better team cohesion which will result in a better work environment.
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