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[bookmark: _Toc513196851]INTRODUCTION

Human resource management is an aspect of an organization which deals with the hiring, performance management and training of the newly hired employees as well as the current employees. The main aim of human resource management is managing people within the firm and maintains the workforce in such a way by which they focus on amplifying the productivity and the performance of the organization (Marchington et al., 2016). Taking in account the policies and strategies within an organization and the management of the people working in Specific Corporation is what the department of human resources deals with. It comprises of four basic roles staffing, training, development, motivation and maintenance (Tyson, 2014). Staffing holds recruitment and selection of conceivable workers which are frequently appointed through applications, interviewing, networking (Langford et al., 2014).             
Through constant training and preparing of the employees and workers that are assigned through the recruitment process enhances their management strategies and skills according to the organization then development and growth of the proficient and adapted employees allows an individual worker to devote their best efforts for the benefit of the organization they are working in (Armstrong and Taylor, 2014). This report focuses on the management of human resource of the famous brand called River Island and why the organization requires these policies.
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An organization without a human resource management system is like a person without a backbone. This management is necessary and important for every type of business organization. This system for a company helps it to find the exact individual for the particular job (Chelladurai and Kerwin, 2017). The lack of communication and confidence in each employee in the organization is required to be managed due to rise of aggressiveness in competition which is typical these days, companies are highly affected due to the lack of management skills within an organization which is further creating gaps between subordinates and managements. Human resource management creates an understanding environment among the employees in the company which leads towards greater success (Taylor et al., 2015). HRM managers train their employees to meet their distinctive and organizational goals.
The chaos free and peaceful environment created during the working hours in industrialized countries like Japan, USA and UK has made possible for the other countries to prepare for international competition which can only be attainable through the effective human resource management policies implementation (Paillé et al., 2014). In order to survive the new changing and revolutionary development the workers must cope up with the same revolutionary and changed technologies for the most efficient results. Increasing and developing people are required to be done effectively so that companies and industries make their better use (Kramar, 2014). 
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Strategic HR planning is as important aspect of an organization, it is straightly connected to the plan and strategy of the organization (Wilton, 2016). Creating a strategic plan is must while working in an HR department as it leads to achieve the organizational goals and meets the requirement and needs of employees and other stakeholders. HRM planning and strategies should go hand in hand if the company wants the organizational planning to last. Focusing only on strategic planning and ignoring HR management will not bring better results to the corporation (Tzabbar et al., 2017). Strategic HRM planning fundamentally notifies the future HR management requirements of the business after current analysis of the human resource, the external labor market, and the future HR background that the department will be working in.
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The main aim of HRM recruitment and selection is the recruiting of new employees and workers eligible for the suitable placement in any organization which are entirely authorized to meet the strategic systems and managements of the department currently and in the future. Taking keen interest and keeping an eye on all of the available options to advantageously promoting opening of placement and job in a particular organization and boosting, reassuring and encouraging fresh candidates to apply with right skills at the right time. Looking at the abilities of a candidate from a strategic perspective is essential among the strategies in the recruitment department of HRM (Larsen, 2017). 
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In an organization, whether it is national or international training and development programs are extremely important as it helps in constant measuring of the performance of the employees by keeping track of their working skills. It is not only important to provide training to only the employees that are new in the organization but also to those who are currently working there as it would enhance their performance and would strengthen relationship between the employees as well as with the employers consequently the company would achieve profitable outcomes. Training and development are those necessary measures required to be taken by the organization so that their staff represents the organization in a best way possible (Bratton and Gold, 2017). 
The employees must be informed about the objectives that are required to be achieved so they can understand it and put their best efforts in achieving those objectives Building up a staff and maintaining it, is not just enough to run a successful business it is also necessary to provide them with training so that the experienced employees as well as the freshly hired staff are eligible to adapt new and developed roles at different circumstances. Training and development needs can be fulfilled by identifying, customizing and delivering productive training by offering public supervisor training programs.
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When an organization have people working around, it will certainly be needing policies and practices for all departments including human resource management until and unless an individual running a company does not have developing, communicating and implementing related set of policies and practices one cannot simply grow their business to a level of competition (Boon et al., 2014). HRM strategic policies and practices not only draw opportunities for working employees but also recognizes and addresses their needs in order to grow in their current organization (Bratton and Gold, 2017). 
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River Island starting from rags in 1948 by Bernard Lewis now is one of the biggest successful companies with over 250 stores all over the world with a growing and developing consistency (Garavan. et al 2016). Teaming up the company has raised its standard in no time following the strategic policies and human resource management hiring over a hundred employees it has well equipped programs for training and development of their current employees moving from manual to a technology-based process and enhancing by transferring recruitment from front to the HR has improved the values of the biggest UK fashion retailer.
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River Island has a well-structured human resource planning strategy in order to maintain their standards (Donate. et al 2016). The innovative River Island HR director Karen Beaver brought a change in the services of the retailer by providing luxury provision to not only their customers but also to their employees and workers so that they have a comfortable environment to work in, so that when workers as well as customers come into this space they feel special to work within this kind of atmosphere which has resulted in a great benefit to the company (Meijerink et al., 2016). Where River Island is modernizing in its HRM strategies Beaven is thinking to add exceptional values to the business by increasing sales figures. Winning the 2015 Best Human Resource Excellence award as well as having the best HR team private sector and most effective recruitment strategy. The HR department of River Island has recruited the most eligible staff to meet the requirements of the customers as well as their managers, counseling and encouraging them to experiment their mindsets in new jobs within the organization has helped the company grow deeper and stronger roots (Keep, 2014). 
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The training and development programs in the company are quite effective as it is the leading retailer store across the globe it must protect its image and reputation by providing constant training to its staff so that they are representative according to the needs of the organization. The staff meetings are held constantly in the organization and there is strong feedback system which helps the company to measure the performance and maintain the training of each employee.  As employees are dealt as main financial assets by the River Island, they are provided with both economic and emotional resources and an environment where they can carry out their operations in a suitable manner. Each employee is provided training about customer service, delivering and guiding about information, delivering information about the company and satisfying the demands of the customers (Zikic, 2015). Furthermore, in the training programs the problem-solving skills are enhanced of the employees so that when in the workplace they are capable of solving certain issues on their own rather than approaching the manager for every little query and causing disruption.
Providing the employees and the workers that are currently working in River Island with the most modern technologies and strategic policies the company has made its reputation tougher than ever (Chang and Chin, 2018). Transforming and changing the environment into a whole new and fresh atmosphere has affected not only the customers of the retailer but the teams and the staff working hard for the benefits of the organization. The strategy followed by the biggest retailer all over the world is advancing their Human Resource department (Zikic, 2015).
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A policy was made to review and reply to every applicant through latest technologies in order to relieve the store managers and handling the whole responsibility to the HR department of the organization. Overcoming the problems faced by the retailer of not receiving feedbacks, failing in satisfying the vacancies made the retailer think twice before continuing the old methods and strategies (Su and Yang, 2015). River Island introduced online recruitment with leading technology for online interviewing, controlling the number of applicants, online interviews, text message reminders as well as Google maps to cope up with the interviewers and much more just to make the business more updated and organized and bring the HRM policies into practice. The employees are trained to how to respond to the customers such as if there is no size available and they are required to inform that to the customer they do it in a respectful manner and are trained to deal with any kind of attitude that a customer may show. They are asked to buy something else which interests them of their size or else they are informed about any recent offers that may be available on the store. 
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No matter what step is taken or what approach is implemented on the journey to success the key will always be devotion of time and resource which is required to build up policies and practicing those policies. It is demonstrated in the above report witnessing an example of one of the biggest retailer around the world that working without strategies is not much effective than working with them, having plans and teamwork with primary organizational goals can prove to be promising for the organization. 

[bookmark: _Toc510221968][bookmark: _Toc513196862]RECOMMENDATIONS

The people working within the company are the most essential elements of a business which are called the pillars of the organization. Instead of using tactics in the strategies followed by the company, employees should focus on ensuring the productivity and thinking beyond diplomacies to make sure there is light on every area before implementing it. River Island has been a famous brand for decades because of its quality-based products and customer satisfying policies. But every company has its weaknesses and goals that are not yet achieved, River Island is weak in their recruitment policies which leads to recruitment of such staff who are not able to manage the hectic hours of work, dealing with difficulties related to customers but River Island has achieved their goals by valuing their potential customers who stays with them and brings satisfied and confident feeling. It is highly recommended that River Island must formulize their recruitment strategies in such a manner which helps them hire such employees who are capable of doing the assigned job and fulfill the job role and gradually help in the achievement of the goals of the company.
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