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Human resources management is a concept that has been interpreted in many ways and hence making it difficult for academics and practitioners to come up with a clear definition considered as universal. Watson (2002, p. 369) suggests that a “rather messy situation currently exists whereby the term HRM is used in a confusing variety of ways.” These different interpretations can be confusing, but they are also part of the attraction of human resource management for academics and practitioners and help ensure that “the domain remains lively, vibrant and contested” Storey (2007, p. 17).
 Its policies are embodied and engaged in the processes of employing people with a view to help them later to learn and self-develop. They should enable employees to work as a team and to perform better. Despite the ongoing discourse about Human resource management as it gains more attention it has become the new, superior approach to managing people compared to traditional practices. This contemporary phrase has replaced a set of activities that has been known as “personnel management”. In terms of managing people Human resources management has two advantages over traditional approaches in the sense that it is strategic in that the policies enacted reinforce each other as they prop business strategy of an organisation. In second place, its designed and integrated policies promote a conducive organisational climate where workers co-operate with management to achieve goals of the organisation, are highly motivated and dedicated. This approach has been summed up by Storey as follows: “a distinctive approach to employment management which seeks to achieve competitive advantage through the strategic deployment of highly committed and capable workforce, using an array of cultural, structural and personnel techniques”, Storey (2007, p. 7). Despite all the differences in definitions of Human resource management given by academics and practitioners there are events that contributed immensely to its origins.
Given “human resource” its suggestive of workers being likened to property whilst also is seemingly stressing the commitment and motivation of the workers. Guest (1987, p. 505) commented that: “Human resource management appears to lean heavily on theories of commitment and motivation and other ideas derived from the field of organizational behaviour”. Current human resource profession considers a multiple of specialist disciplines, taking into account diversity, rewards (benefits, compensation, pensions), resourcing, employee relations, organisation development and design, and learning and development. The emergence of human resource management and the emphasis on its contributions to the achievement of business goals has been perceived by many practitioners as an opportunity to improve the power and status of human resource function. 
Human resources development remarkably considers the development of skills as essential and therefore takes on board the learning of each individual and that of organisations. The notion of the learning organisation is all about creating organisational results from individual learning (Senge 1990, p. 11).
 Harrison (2005, P. 5) no longer uses the term `employee development` because it “smacks of the old” `master-servant` relationship and she now refers to it as ` learning and development`. Chartered institute of personal development has taken it upon itself to ensure that it develops the core of a) coaching, b) learning and development c) change and knowledge management. It also ensures linking these three to personal development and organisation development sustainability. It concerns itself about developing management and the capability of leadership since they play crucial role in all aspects that can strengthen or weaken performance and personal development. The company I work for, Chiltern Support and Housing Limited”, seems to be there at the forefront in engaging these crucial aspects, human resource management, human resource development, etcetera and its mission statement testifies to this.
Mission Statement: “To ensure Chiltern Support and Housing Limited is the best organisation that provides community support to vulnerable individuals, by providing the best quality and support in the most homely and safe environment in order for them to maintain an independent lifestyle, through meeting their needs and choices and exceeding the Fundamental Standards of Quality and Safety set by CQC”. It is an organisation that has many policies, rules and regulations that nobody cannot afford to overlook because of the nature of the job which touches directly the lives of people in the communities particularly the disadvantaged. The company is heavily involved in working with other agencies outside the company with specialist knowledge. All employees must abide by these policies, rules and regulations. The nature of the job calls for greater attention and patience when you are executing your duties. Teamwork is indispensable and it is common phenomenon that must be valued by everybody despite the people who do not appreciate it.
 In Chiltern Support and Housing Limited, the human resources management always faces the challenge of internal labour market and external labour market in their drive to recruit staff for suitable positions. The methods and media engaged by the company impact differently in attracting suitable applicants.  The company uses notice boards accessible by the public and staff, advertising, local and national press, informal (word of mouth and speculative applications) and formal contacts (careers fairs, open days, employee referral schemes, etcetera) and external agencies. 
 Whatever way anyone got to know the company they are expected to come in person for an interview so that if someone gets the job, they will be informed about clients` expectations about their general conduct and approach to tasks depending on the position applied for. Also new members of staff are advised on the importance of a professional approach to all clients and service users and as well some situations to be dealt with may be highlighted. In brief, a policy on employee code of conduct must be familiar with every member of staff. New employees are obliged to attend an induction course, where they discuss fundamental standards upon the production of a clean Disclosure and Barring Services which helps employers to ensure safer recruitment decisions.
Chiltern Support and Housing Limited has been experiencing high staff turn-over because of several reasons like dissatisfaction with pay and other factors beyond the organisation`s control, for instance, relocation. Other factors that used to make people leave the organisation is childcare, getting promotion in other organisations, also changing careers, learning and development opportunities. Young people with good qualifications, marketable skills normally find it difficult staying in an organisation as they are attracted elsewhere with better pay and good working conditions. These same reasons were also confirmed by The CIPD survey (CIPD, 2008a) which asked organisations to identify the main reasons for employee turnover.
[bookmark: _GoBack] In some cases, it was noted that the nature of the relationship between employees and managers led to employees turn-over. Attention to the skills and abilities of managers is perceived by some as a key element of retention; “put simply, employees leave managers not companies” Buckingham (2000, p. 45). Buckingham (2000) argues that employees are more likely to remain with an organisation if they believe that their manager shows interest and concern for them; if they know what is expected of them; if they are given a role that fits their capabilities; and if they receive regular feedback and recognition. However, he also suggests that most organisations currently devote far fewer resources to this level of management than they do to high-flyers (2000, p. 46). And, “Telling employees that an organisation cares enough to get their opinion and then doing nothing can exacerbate the negative feelings that already existed or generate feelings that were not present beforehand” IRS (2002b, p. 40). Helping behaviour is essential in the cooperation of co-workers as they offer to help each other by taking precautionary measures to avoid work related problems.
The organisation managed to address these issues and in situations where there is recurrence, they are making an effort in order to resolve them by putting in place improved and effective measures. For instance, the issue of better pay, improved benefits, changing work-life balance for the better, ensuring that learning and development opportunities increase as a retention initiative, etcetera. Chiltern Support has instituted a structure whereby anyone in the organisation can get a promotion by working hard and with a reward of a better pay. The organisation`s job description at least requires every employee to have National Vocational qualification in mental health or a diploma in healthcare. In addition to these qualifications, it is mandatory to all employees to attend regularly, trainings arranged by the organisation. They focus on policies like Safeguarding adults and children, health and safety, legislation, risk assessment, etcetera.
The UK economy is currently doing well and in good shape, and the level of unemployment is at its lowermost. Although Brexit is instigating some threats, the government`s preparedness to contain the situation allays these fears and hence the new development of tight labour for Chiltern Support and housing and other organisations with the main duty of taking care of disadvantaged people in our societies. The organisation is expanding and should be cautious in the way it is externally recruiting its people since this involves more challenges unlike when doing it internally. The supply of labour has taken on board several aspects that constitute demographic changes. The organisation like any other, has witnessed an increase in the average age of the working population and the participation rates of females is very significant. Immigration has added another dimension crucial in the labour market although it can be costly on hiring the workforce with necessary skills or the right standards of education sought after by the organisation. 
Attitudes towards work has manifested itself in different generations particularly the ones born after 1980, they term generation Y and have dissimilar values and expectations compared to the previous generations. They are so much attached to the ongoing technological changes. In my organisation they have ceased doing paper work, all now done on the computer. Recording of servicer-users` daily activities on iPods, done on hourly basis, brought excitement to young employees when the new system was introduced. In other companies there are fears of the robots taking over the jobs although we still find solace in the fact that they also need manning as they operate. 
One of concepts most welcome by many people in the labour market is flexibility, which allows employees to straightforwardly move between jobs and making it possible for them to be multi-skilled. Employees now have flexible working time allocated and designed in such a way that they have room to choose how they want to work. This could be working full-time, part-time as per arrangement, on shifts, term-time, seasonally, on job-sharing, compressed hours, etcetera. Flexibility has also proven to be family-friendly as it helps employees to take maternity leave, paternity leave and even allowing employees to take sabbaticals. Chiltern Support and Housing has also adopted and applied this concept, flexibility. Employees affected with childcare can now choose working time conducive and tailored to their conditions. Financial flexibility is immensely valued as some companies can confer non-wage remuneration, coming in the form of school fees, healthcare, transport costs, profit sharing, commission, etcetera. In some instances, performance and new skills have attracted good payment. 
Major developments in human resource have been seen in the massive volume of regulations introduced to control the employment relationship in United Kingdom. These employment regulations have been put in place due to a few salient reasons that comprises decline in the activities of trade unions and a reduction in its membership. United Kingdom as an eligible member of European Union has also embraced some of the regulations imposed by the European parliament and are still effective today. The United Kingdom government in its drive to promote the economy, helped people trapped in poverty by introducing an economic policy meant to take them off the benefits and engage them in work. Indeed, this worked out very well. 
The organisation I work for adopted and implemented the Law of contract as it is enshrined in the enactment of this Law made by the government. Under the Law of contract, practically, the company should issue an offer letter clearly stating all the key terms and conditions. Once a clear offer of contract of employment has been instituted and accepted no single party has the right to make changes, and duties to be executed should be familiar with both parties. It is also incumbent upon the employer to ensure that there is room for flexibility and those who take on the role of supervision should be familiar with the contract Law. If not, they must do a basic, mandatory training that will fully furnish them with the right information. 
Upon taking employment, Chiltern Support and Housing, ensures that all employees are fully aware of the following policies: diversity management policy and Equal opportunity policy. In the context of current employment experiences certain groups are socially considered as minority group. These are women, disabled people, older people, racial and ethnic group and finally we have lesbian, gay and bisexual people. They should be protected by these policies. A policy on managing diversity appreciates the differences among the employees and if managed well enables work to be realised with efficiency and effectiveness. This is the policy that recognises individual and cultural differences whilst also valuing the distinct qualities that people can bring to their jobs.  It stresses getting rid of bias in selection, assessment of performance, in promoting, in learning opportunities and pay whilst consideration is given on individual differences.
Chiltern Support as an equal opportunity employer, in whatever form, does not allow any employee or anyone to be discriminated against, given their nationality, race, marital status, age, sexual orientation, disability and religion. In the event of any group not properly represented, to achieve equal opportunities, employees undergo a positive training and are given the support they deserve.  Equal opportunity principles affect human resource policies specifically the procedures linked to recruitment, training, development and the promotion of workers. The two policies just discussed have their own shortcomings, but they should not be undermined, and Chiltern support is always reminding all the employees.
Chiltern Support and Housing Limited is concerned by any means available to meet certain skills and behaviours, hence the need to have a resourcing strategy that helps it to get talented people through recruitment and selection processes. Subsequently these will be extended into learning and development in order to enhance abilities and skills that will be instrumental in modifying behaviours. Framework for competency and profiles have been put in place with a clear definition of the skills and behaviours expected in selection, employee development and process of rewarding. 
We look after people as if we were a family. We really do listen to our people. Our people become a part of a family that has been in love with this business for ninety years. Our passion for jewellery is only matched by our passion for people. Sunday Times, 8 March (2009, p. 4).  This emphasises the passion and love Chiltern Support and Housing Limited has for its service-users as well.
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