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1.0 Introduction
G4S originates from a guarding business that was founded in Copenhagen at the beginning of the twentieth century by Marius Hogrefe. G4S was formerly known as group four Securicor multinational security company and its headquarters are in Crawley in England. The company set up began after Securicor merged with the Danish business Group. G4S gives a variety of services which include, “the supply of security personnel, monitoring equipment, response units and secure prisoner transportation” (Dale, 2009). Additionally, it is involved in businesses with several oversea governments aimed at enhancing the security of these nations. 
The company is the largest security company in the world in reference to revenues that may be used to determine the company capacity. It operates effectively in more than ninety countries in the world and has more than five hundred thousand employees. The company ranks as the third largest private employer in the world and the largest private employer in African and Europe (Mieres, 2017). Though G4S has grown throughout the years to become a successful company, it has experienced many challenges which include the protests, especially in the year 2005, where they were accused of undermining labor and human rights standards during the annual general meeting in London. 
Over the years, G4S has acquired other various security companies and this has a vital impact on its system enlargement. Some of the main companies bought by G4S include the Skycom in 2010 and the Cotswold Group in April 2011, which is an investigation company (Mieres, 2017). In 2011 it acquired Guidance Monitoring, which specializes in manufacturing of electronic surveillance technologies. The technologies adapted include both software and hardware devices mainly for monitoring and tracking.
2.0 Developing Effectiveness in Human Resource
2.1 Application of Hollands Model at G4S
The company helps in the development of careers. The human resource managers allow young adults to apprentice and gain skills such that when they are fully established, they start working with excellent skills that they acquire when in the company. Young adults who identify what they want to achieve in their future are exposed to the real world experiences and the company acts as a springboard for achievement of career goals. The human resource manager has the responsibility of ensuring that the apprentice young adults get coaching experiences that they require during other stages of life and career while they are working (Bach and Edwards, 2013). Young adults are exposed to mentors who provide the inside knowledge of the company and provides opportunities for visibility. They also get adequate treatment that helps to ensure that their potentials are not wasted (Nordhaug, 2004). The company uses Hollands model of occupational personality types to know the capabilities of young adults working in the company towards gaining experience. The model helps to determine realistic, investigative, artistic, enterprising and conventional young adults to ensure that they get experience in major areas oriented to success. 
Additionally, G4S company management plays a vital role in giving young adults realistic job previews. Managers provide the relevant training to the new and the young hires to ensure that they learn their job more quickly and effectively and thus making them compatible with the job conditions that they experience (Mathis & Jackson, 2012). The supervisors also manage to create a relaxed orientation program that provides the young adults and the newcomers with the important information leaving alone the irrelevant information (Mendoza, 2014). G4S also provides timely and reliable feedback thus making the newcomers make the desired changes in the way that they perform their job (Mieres, 2017). The company empowers the youth and this serves as one of the major contributors to the consistency, development and the growth of the company.
2.2 Application of Matching Model at G4S
	To ensure effectiveness and efficiency in operation and provision of services and products, G4S human resource department makes use of Matching Model. They select the best in terms of qualifications and competencies. As such, they ensure a perfect match of skills of employees with their job description. Then, the management frequently carries out performance management in different departments to ensure conformity to expectations and the set standards (Nordhaug, 2004). After performance management, two activities arise namely; rewarding of the best performing employees and development of the most appropriate solutions to identified problems in their performance. The end result of this is improved overall performance and quality of products and services offered.      
2.3 Application of People Capability Maturity Model at G4S
G4S has had to adapt to changes especially in the field of technology.  Some of the changes have resulted in swift functioning of the company. G4S also designed and implemented software which cuts corporate costs by reducing the time, effort and manpower needed to count and manage payments of all types. It is a primary requirement that a manager must move on and appreciate the changes in the technology in order to plan the labor of employees and train them on how to work effectively in achieving the company's goals (Drucker, 2012). However, the company should embrace the application of people capability maturity model so as to have ability to manage people involved in development and implementation of relevant technologies. This will ensure that the involved employees are highly motivated and thus guarantee that they use their skills and creativity to give their best to the company. Additionally, they will be retained for long thus saving the company the costs of hiring new employees to fill the blanks resulting from turnover.
Implementation of People Capability Maturity Model should be done in five stages. The first stage is initial steps where the management of people involved in implementation and development of new technologies in the company is ad hoc. This entails managing personnel without a specific plan of management aimed to establish the most appropriate style for management that suits specific departments. The second stage entails developing policies after establishing the most suitable management style for specific departments in the organization. The third stage entails standardizing management of people across the organization to achieve uniformity and seamlessness of operations. 
The fourth stage entails setting quantitative goals that must be achieved within a given time. For instance, the implementation of the developed security technologies in G4S should be achieved within a set framework of time. This will enable evaluation of the implementation process and what needs to be done so as to achieve the set goals in time. The fifth stage entails continuous improvement of the competencies and motivation of employees so as to ensure timely and consistent achievement of the set goals. For instance, frequent training would be helpful for improvement of skills whereas better pay, appreciation, and independence would increase motivation. This combination ensures improved performance thus a foreseeable sustainability of the company. 
3.0 Dealing with Change in the Organization
Managers experience challenges in dealing with change. However, their abilities to solve problems and think critically help them adapt to changes. This has a great influence in the growth of the company and effective flow of an implementation of appropriate models towards achieving set goals. The main competitive challenges experienced by the G4S Company include change, technology, globalization, worldwide demographics, and human capital and workforce partnerships. Managers evaluate the challenges and figures out the solutions to the company's problems. First, change must occur and thus human beings are bound to accept it (Bach and Edwards, 2013). As Mathis & Jackson (2012) asserts, “change cannot be dismissed since it comes handy with its merits despite the challenges it poses.” At times the decision for change may miscarry and thus requiring change in strategies to avoid losses.
When a strategy aborts, there arises a necessity for a refined one soonest possible. However, Drucker (2012) asserts that “this is not easy since change is more of an internal thing than an external one because it involves people changing their way of thinking, leaving their previous habits and getting accustomed to the whole new environment.” The one leading change must have full understanding of how to undertake it to the conclusion, getting employees motivated, and overcoming any resistance to change (Mathis & Jackson, 2012). If this is not done, it may lead to frustrations, disappointments and continued failure to the management and the overall organization.        
G4S management has the ability to adapt to the changes that occur in the career cycle. They are responsible for solving issues that appear in the career paths of the employees. Most of the issues that arise in the paths of the employees include retirement, dual career paths, work and family and finally moonlighting. Beginning with retirement, it is no longer compulsory for a person to retire at the specific age. People retire as a result of their own decision since the adoption of the new technology by the G4S Company has resulted in less physically demanding environment. Adoption of early retirement plan has becomes an option. The G4S Company also implements a schedule that creates ample time for work and family. The survey shows that most of the employees felt overworked due to the actual time worked, the pressure at work, lack of time off and lack of company support to do the job.  These factors lead to an increase in employees’ turnover rates, reduction of the morale of the workers and the performance record of the workers reduces.
4.0 Implementing Compensation and Job Security at G4S 
The company has noted and evaluated all the challenges that affect the morale of employees and has implemented family-friendly programs for the workers such as employment services which include paid vacations, visual insurance, financial and retirement, life insurance, military leave and paid holidays. These give the employees morale to work for the G4S Company. It helps to solve various work-related stresses for the workers including the physical and task demands and hence making the company be able to maintain its performance management. The appropriate scheduling of working time results in ensuring that the employees have ample time to have social support, and have time to do calming activities to reduce stress.
Proper scheduling of time also results in encouraging moonlighting of the employees who work for the company and are unable to meet their needs doing one job. Moonlighting is vital in motivating the employees to work harder so as to earn more towards satisfying their financial needs (Mathis & Jackson, 2012). However, divided attention because of moonlighting becomes a challenge at G4S Company. The workers who have extra part-time jobs to carry out during their free time often find it hard to offer the services that are required by the employers in a higher percentage. Failure to provide services as required results in loss of jobs and thus psychological and financially struggle. Additionally, this is a challenge to the human resource because they cannot allocate too much finance beyond the employees’ ranks so as to help them meet their financial needs and thus discourage moonlighting. As such, the only solution is to offer them flexible schedules that will encourage delivery of quality services to the clients regardless of the fact that they are moonlighting. This might even discourage moonlighting because of the resultant psychological contentment.      
In line with compensation and job security at G4S, demographics of employees are considered. According to Bajc (2016), “demographics include the population density, ethnicity, and education level, and health measures, religious and economic status.” The management has a duty in ensuring that the number of employees in the organization is able to offer the required services by the people in the specific areas. Achieving these goals requires comprehensive calculations and tests the human resource manager on the various skills that are applied in this field. This test includes the skill of managing the employees, recruitment activities, influencing group working in the areas allocated to provide security, developing team spirit and training the employees.
Also, the human resource department carries out frequent pay surveys aimed at standardizing employees pay with other security company in different geographical locations. As Nordhaug (2004) asserts, “Pay surveys are surveys of compensation paid to employees by other employers in a particular geographic area, industry, or occupational group.” This is because employees frequently socialize with others of similar ranks from other companies and they share information pertaining to their pay. If they learn that their organization pays them poorly or they are deprived of certain benefits that their friends from other companies enjoy, they become less motivated. Because of these pay surveys, G4S employees of similar ranks, but in different locations are paid varying salaries. Additionally, workers are paid for learning new knowledge when at workplace. This keeps them motivated and thus deliver high quality services at all times guaranteeing future sustainability of the company.        
5.0 Enhancement of Employees’ Relations at G4S
G4S requires much in the skill of managing people and these have a significant impact on the success of the business. The main factors that have to lead to the success of the company revolve around the management of people. People management in the organization includes honesty, respect, inclusion, respect, and consistency.  Honesty between the management of the company and the employees has a significant impact to the success of the company as rectifications are made in the wrong areas. Motivation also takes into place when the employees are encouraged by the good services they provide. 
 All employees are involved in the making of the general decisions in the company and this help to increase the morale of the employees. Making the employees feel that their opinion matters in the company makes them work with good confidence which in turn results to increase in the services provided by the company. Allowing them to contribute to the organization decisions makes them feel respected. Respect for all the employees is crucial in the organization since all the people working in the company have different skills and the differences must be respected in order to achieve the company's goals. These have been the case in G4S as the employees are allowed to contribute during the annual general meeting their votes and suggestion is respected. Respecting the employee's differences comes along with treating all the employees equally without discrimination. Consistency in treatment of the employees has resulted in achieving significant profits and development of the G4S Company.
6.0 Work Designing at G4S
The human resource department at G4S creates work systems that suit the abilities of different employees in different departments. Additionally, they create a favorable environment that enhances their productivity and effectiveness thus ensuring serenity in the organization. They are able to ask for clarifications pertaining to their job description where necessary and are highly encourage to utilize the “open-door-policy” that is in place to ensure the difficulties they face when meting out their mandate are addressed in a timely manner before they affect the organization. The design of the work system at G4S suits the conditions of all workers considering their geographical locations. The activities of operations are structured in a simple manner to enhance understanding and ease of execution among employees. This saves the incurred costs whereas improving quality of products and services offered in addition to increasing productivity. 
The objectives of the organization are clear aimed at maintaining a smooth work flow and congruence among different functions. As such, a synergy is created because resources are pooled together and seamlessness of implementing the tasks among the work teams is achieved. A belief and reliance on work teams is guaranteed and thus efficiency increases. The roles of employees are flexible meaning that all employees in department can perform their tasks wherever they are and can also assist others in performing their tasks. They are able to access all important information pertaining to their roles and the required knowledge that is vital for executing their duties. According to Bach & Edwards (2013), “quality and continuous improvement is regarded as a common responsibility shared between managers and staff from each function.” This is what G4S does through its frequent communication between employees and managers and the presence of open-door-policy. 
Additionally, the organization embraces smart working plans. As Nordhaug (2004) asserts, “smart working is an approach to organizing work that aims to drive greater efficiency and effectiveness in achieving job outcomes through a combination of flexibility, autonomy and collaboration, in parallel with optimizing tools and working environments for employees.” Consequently, G4S human resource has created flexible working schedules and allows a considerable amount of autonomy among employees in terms of making crucial decisions pertaining to their roles. As such, they are able to decide what course of action they will take in constrained moments without the input of managers. This way, efficiency is achieved and the probable loss of financial resources is averted. Also, G4S upholds a lean system of supply chain in that they order supplies when they are required. This system saves them the costs of accumulating inventory and thus achieving higher profit margins. To avert the possible disaster of inability to deliver the required products and services because of disruptions that might occur in the supply chain for reliance on a lean system, the company sources its critical components from different suppliers located in different geographical positions. As such, a failure from one supplier caused by unavoidable circumstances, such as fire disaster, cannot disrupt the functioning of the organization or its ability to provide products and services to its clients. As a result, customer loyalty is guaranteed and thus organizational sustainability is achieved. When the organization achieved continued success, employees are well-paid and those with good performance are recognized and rewarded to motivate them. This way, the quality of products and services given by the organization through its employees is of high standards.                                   
7.0 Meeting Human Resource Requirements
Selection of people in the G4S Company is associated with primary requirements of the candidates on the basis of information that the candidates provide and information that is obtained by the candidates after holding interviews with them. The recommendations from other employers and the people who have worked with the client's matters a lot to the G4S company during selection as this helps in determining the full capabilities of the candidate and the potentials that are embedded by the candidate.
Candidates who have attributes such as experience in the domain that they are applying are given priority in the job opportunity as they offer a higher percentage of providing quality work for the company. Other qualities that make a candidate have more chances of getting the job opportunity in the G4S includes the problem-solving capability, the educational background of the candidate, the ability of the candidate to communicate effectively, adaptability, attitude of the candidate towards the field of application and the personality of the candidate. The human resource manager in the company checks for these qualities while selecting the staff and during allocation of groups in order to utilize the maximum resources that the employees can provide. Balancing the capabilities of the teams in the G4S help to increase the team morale and hence increases the overall production of the teams in the cG4S company.
The success of the G4S Company comes along with accurate coaching analysis and performance of the company analysis. The company uses the two main types of standards to evaluate the performance of the company. These standards include the absolute and the relative standard. Applying absolute standard helps to ensure that the all the employees in the company carry out their responsibilities accurately and their level of performance is high since they have to meet certain objective and goals that are set for the individual workers. The relative standard is evaluated with reference to colleague employees in the and even between the various departments in the G4S company. Comparison between the departments in the company creates competition in the company and these have great benefits in the development and stability of the company. This comparison helps to view the departments and the teams that are working effectively and achieving their goals as required by the company. The poor performance of the various departments and groups is realized and the way forward to curbing the problem of underperformance is approached.
Through the evaluation of the performance of the company by managers, using the two types of standards, the problems that cause the poor performance in the company such as production deviance, political nonconformity, and personal belligerence are exposed. Cases of production deviance ion the company includes working slowly and leaving the working place early. These challenges are addressed considering the differences between the groups and department performance. If specific teams are able to achieve the goals set by the company, while other few are failing to achieve. A condition of poor performance in the departments is realized and evaluation of the deviant workplace behavior is carried out.
The managers of the company have the responsibility of realizing the various challenges that the company is facing due to performance issues and how to respond to the issues of poor performance in the company. The causal attribution theory is one of the main psychological theories that the human resource department in the G4S Company uses to realize the main causes of various behaviors of employees in the organization. This enables the managers to identify precisely the causes of the difference in performance among the departments and the different reasons for the deviant workplace behavior. Eliminating the problems leading to these behaviors becomes simpler for the company's executives as they are required to shut down the sources of these behaviors and to bring the required positive impact to the employees and increase the level of performance.
8.0 Coaching Analysis at G4S
Coaching analysis is also part of the main duty that the managers of the Company carry out. This is crucial as it helps to narrow down effectively to the company from where the problem began to the appropriate method of propagating the problem. The company uses a specific process during the conduction of the coaching analysis. To begin with, identification of the unsatisfactory performance in the department becomes the first task of the manager. This helps to narrow down to the department that is causing the deviation in the work performed. The supervisors are also able to realize whether the effort required in solving the problem is worth the time is taken in solving. The supervisors also ensure that the workers who are associated with the underperformance realize that their performance is poor and ensures that the employee is educated on the responsibilities that are required to be performed and how to achieve them. The sequence of tasks follows as the supervisors require knowing if the worker can do the job if the intentions of the employee were positive. The job is then viewed in another perspective whether it can be modified in order to increase the performance of the employee. The problems of the job that persists are then eliminated to enable the worker to perform under the appropriate conditions.
9.0 Application of Kinlaws and Fournies Approaches at G4S
While coaching analysis is carried out in one major broad way, there are two main approaches that the G4S Company uses to approach and solve the problems associated with the underperformance among the employees. The two methods include the Kinlaws approach and the Fourier approach. Fournies approach works best in the G4S Company as it involves discussion with the employees. Agreements are made that the problem of underperformance exists and discussion of the solution to solve the problem is between the supervisors and the employees. The two come up with actions taken to solve the problems and the follow up to measure the results. When the goals of solving the problem are achieved, recognition happens and this makes the employee feel motivated and work to achieving more. For both approaches, specific objectives and goals are needed and the goals are mutually understood and agreed upon.
 To ensure that the company remains stable, in cases where the coaching fails in the G4S Company, the supervisors are forced to make certain crucial decisions on the way forward to achieving the desired goals. Some of the main decisions that the managers may decide to take include transferring the employee to work in a place where he or she can work better. This helps to ensure that the employee's potentials do not go to waste as they can still put more effort when given another chance in another area (Bajc, 2016). Ensuring that adequate documentation of coaching efforts are enacted ensures that coaching is of the required quality and in this case, the employee is seen as the one having problems in fulfilling his duty.
10.0 Maintenance of Effective Performance at G4S
Maintenance of effective performance in the G4S Company involves setting up goals, redesigning the job process, worker participation and job ownership. These attributes contribute effectively to the company to achieve success. Good coaching mechanisms help in ensuring that the employees who are failing to perform get the best information from the coaches on how to carry out their duties (Drucker, 2012). The management in G4S Company takes responsibility for employing coaches to help in the training. The selection of a coach based on the experience of the person in the field of coaching, the communication, and interpersonal skills. Interpersonal skills are very crucial while communicating with an employee who is currently failing to carry out his duties at the work. The skills involve focusing on the present and the future and showing respect to the individuals. G4S ensures that before employing the coaches, evaluation of their skills is done intensively to ensure that they are qualified on how to coach and guide employees on their capabilities. In overall, this enhances their performance making the company one of the best in provision of security services and products.
11.0 Performance Management at G4S
Performance management is a vital area in human resource management at G4S. The company operates between the functionality of individuals and teamwork. Performance management has great contributions to the company as the benefits of performance management spread out to both the company and the employees. Performance management at G4S Company helps in clarifying job description, success criterion, enhancing motivation towards performance, and increasing self-esteem among employees, and enhancing development. Performance management has great benefits to the managers of the company are able to communicate swiftly with the supervisors on the issues affecting performance in a more clear approach. According to Drucker (2012), “performance management helps in better and timelier differentiation between good and the bad performers.” Thus, managers are able to understand their employees towards improving the performance of the company. 
Performance management at G4S has resulted in clarity of the organizational goals, facilitation of the organizational goals and making more appropriate administrative actions. Decision making serves as a huge and vital quality that managers are expected to have. Despite the many advantages of good performance management, the negative results are vital and cause massive damage to the company (Drucker, 2012). G4S Company has a very stable performance management, which enables employees’ development and consistency in their performance. Through performance management, several negative factors that affect employees are identified and addressed on time. As Price (2011) asserts, “some of the negative experiences of employees include lowered self-esteem, employee burn out and job dissatisfaction, and damaged relationships between the employees and the supervisors.” These may lead to failure of the company if not identified in time through performance management. Their early identification is good for the organization because human resource department is able to develop prompt solutions to improve self-esteem, solve employees’ burn out, enhance constrained relationships, and institute policies that lead to job satisfaction.    
12.0 Communication at G4S
Communication is vital and the method used to communicate determines how far an organization will move forward and achieve the desired goals. For the managerial positions, there is the increase in the turnover rate which in turn results in the stunted growth and deviation of the performance of the company. The morale of managers decreases resulting in unjustified negligence of duties and responsibilities. When this occurs, a lot of time and money is wasted, unclear ratings of the system and emerging biases are experienced. The managers must be quick to make decisions that will help to provide solutions to the wasted time and money by the organization and the risks of high turnover rate.
Performance management at G4S Company helps the management to communicate to the employees the expectations, the relevant actions of the company, the way the actions are carried out and how to improve the services that they offer to the company. G4S also uses performance management as a tool for getting the performance feedback, identifying the individual's strengths and weaknesses, obtaining the reports on the reasons for the low performances and developing the career paths. Planning is essential for the performance of an organization, G4S requires to make precise plans in order to asses future training needs, evaluating the performance of company at the managerial and employees’ levels and evaluating the effectiveness of human resource interventions. Human resources management helps in articulating and furthering of the mission statements, policies and the procedures in achieving the objectives of the organization.
13.0 Conclusion
In conclusion, G4S is a renowned company that employs the highest number of employees in the world. The human resource department is greatly concerned with every step that the company takes in order to ensure that failure of the functioning of the company does not occur. They help in performance maintenance of the company, development of employees, stability, and consistency through proper planning and making of the most tenable decisions. The human resources management in G4S has the duties to coordinate personnel management with the organization planning, involving system approach, and ensuring proper environments for achieving the objectives of the company. G4S human resources department is well organized and has resulted in prolonged success with stability regardless of difficult economic times. Through application of several models such as Holland’s model, Matching Model, People’s Capability Model, human resource managers are able to perform their functions well towards achievement of the set goals of the company.   
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