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Introduction: 

The  aim of this report is to identify how effective the employee is and the impact of  people  with disabilities in UK. I will be looking at the impact employees have on the overall effectiveness in the Health Sector. HRM have a strategic role in influencing an organisation’s chances of best performance and success. The role of the HR is to encourage the control of effective change in UK organisations by giving their employees a chance to ask any questions through the employee voice platform. The role of HR in an organisation really depends on the size of the company, their scope and the attitude of the owner to his workers. The significance of bundling HR strategies is animportant aspect of the concept or strategic HR in order to address what needs to be done across the organisation. The HR sector is using different strategic human resources practices, by allowing the employees to express their views for the organisational culture and to give ideas of how to improve a specific area if needed. 
Main Body: 
HR is the most important part of one organisation, mainly because it is responsible for the employee’s satisfaction and motivation. It is affecting the overall process of driving the organisation for improvement and development. The employee voice is a part of the organisational culture as well as the communication and the atmosphere of trust, who is connecting the organisation and their employees. The workforce focus includes how people are best organised, developed, managed, motivated and rewarded to perform at their best.  For example Care UK company has a typically winner , working in the company you could  be nominated by your colleagues, usually team  members Have a chance of winning a variety of different benefits and rewards like, cash vouchers, extra paid holiday and trips to hotels in London at an annual award ceremony.  One of the HR strategies is high-performance, which is responsible for the performance in areas such as productivity, quality, growth and profits. High-performance practices are mainly for the recruitment and selection process, training and development, activities and pay and performance process. The individual, group and organisational literature level can indicate that the critical employee attributes for high performance are skills or ability, motivation and opportunity. The practices provided by the HR are the only practices that promote  and at the same time prevent the prevalence of these characteristics in the workforce. Promoting such characteristics enables organisations and agencies to better their performances. The most specific practices for the effectiveness on the employee voice in the organisational culture are knowledge management, engagement, organisation  development, talent management, R&D, rewards, employee relation and employee well-being.

Care UK is a British company, providing health and social care. The Company works alongside councils and doctors in order to deliver care and support for elderly people and those with learning disabilities, mental health problems and a range of health care services for NHS patients. In 2018 Care UK operated 114 care homes with almost 8,000 beds; 44% of the residents are self-funding .It supports over 17,000 older people and those with disabilities through home care services. As of 2019, its NHS treatment   centers, ‘out of hours’ primary care and 111 service handle more than 18 million patient interactions a year. The Company provides health and social care to the best of their ability, with high levels of quality and best practice in order to achieve the best outcomes through attaching engaging, training and rewarding talented, compassionate and caring employees. Investing and funding the development of new services aimed to provide the right care, in the right place at the right time, integrated for convenience to patients. Continuing to work closely with partners, suppliers, the many organisations and people the company connect with to identify new ways of working.

Disability Confident 
Many people with disabilities do not have equal access to health care, education, and employment opportunities. They do not receive the disability-related benefits that they require, and experience exclusion from everyday life activities.
Companies can help their own employees who have disabilities by: 
1.Allowing them to develop their skills, techniques and confidence needed for employment to recruit, retain and develop disabled people.
2. Increasing the understanding amongst employers of disability and the benefits disabled people can bring to their business.
3. Companies can steadily increase the number of employers, across all sizes, sectors and locations, signing up to be Disability Confident and taking action that will make a difference to disabled people.
4. Make a substantial contribution towards getting 1 million more disabled people in work by 2027.
5. Make job advertisements accessible to all those who can do the job, whether they are disabled.
6. Companies must state clearly that they welcome applications from all sections of the community and that everyone will be treated equally.
7. Include in your person specification only the skills and experience which are vital to the job.
8. Companies must think about whether they are setting a criteria which automatically excludes certain groups, (for example stating that applicants must have a driving licence when there is no requirement for travel within the role).
9. Provide the contact details of someone in your organisation who can provide further information and discuss any reasonable adjustments that the applicant may need.
10. Offer alternative formats for applications, (for example if the application is to be made online), provide a paper-based form as an alternative.
	
Labour Market 
As expected, the private sector, which continues to suffer the brunt of the current crisis, is more likely to say that COVID-19 will lead to a decrease in staff levels compared with other sectors. Almost half (47%) of private sector employers said that COVID-19 would lead to a cut in staff levels, compared with 34% of public sector employers and 28% of voluntary sector employers. However, a fifth (20%) of public sector employers said that COVID-19 would mean an increase in staff levels in the next three months compared with 9% ofnprivate sector employers and 5% of voluntary sector employers. Since estimates began in 1971, total hours worked by women had generally increased, reflecting increases in both the employment rate for women and the UK population. In contrast, total hours worked by men had been relatively stable because of falls in the employment rate for men, and increases in the share of part-time working, roughly offset by population increases.Workers temporarily absent from a job as a result of the coronavirus pandemic would still be classed as employed, however, they would be employed working no hours. This directly impacted the total actual hours worked in February to April 2020. Since the average actual weekly hours are the average of all in employment, those temporarily absent from a job also impacted on those estimates. Advertising has traditionally been the most obvious method of attracting candidates and it is still fairlyimportant, especially at local level and in specialized journals. However, as the CIPD 2013 survey revealed,many organizations now prefer to use online recruitment, agencies or consultants. A conventional advertisement will have the following aims Stimulate action – the message needs to be conveyed in a way that will prompt a sufficient number of replies from candidates with the right qualifications for the job. To achieve these aims, it is necessary to carry out the actions set out below. 
A recruitment advertisement should start with a compelling headline and then contain information on the following: 
1.  the organization;
2.  the job;
3.  the person required – qualifications, experience, etc;
4.  the pay and benefits offered;
5.  the location

5.	Employment
The experience of lockdown will potentially create a strategy for more flexible workplaces which will help disabled people find, and stay in work. Additionally, it may also permanently reform Statutory Sick Pay. A recommendation would be the removal of waiting days for SSP a permanent change for all illnesses. The Government should also increase the rate of SSP in line with the National Minimum Wage. All this combined this will boost job retention among disabled people.  Given the limited evidence available on the efficacy of some of these strategies across different contexts and groups, costs and health outcomes must be carefully evaluated. In realising the recommendations summarised below, a broad range of stakeholders have roles to play. Governments should develop, implement, and monitor policies, regulatory mechanisms, and standards for health care provision to ensure that they include people with disabilities. Service providers should provide the highest quality of health services. Service users, disabled people’s orzcooperation, good and promising practices can be shared and technical assistance provided to countries to strengthen existing policies, system, and services.  
Employment in Care UK company  had a new strategy recruiting staff, all candidates were invited to have phone call and facetime interviews, the company is currently  working with agency staff, but in this difficult time they stopped to work with agency and bank staff, the research shows us new strategy which activates more candidates including ages 16- 64 years , all mandatory training was delivered by strictly using PPE, and steps how to protect staff and residents, this gap  was covered  by staff   in this struggling situation COVID-19, supporting staff with a lot of PPE  give opportunities to protect Company saved  permanent staff and give options to them to work more like over time , and doing  extra shifts , this new strategy give chance to permanent staff to develop more skills and opportunities for growth in the Company by giving better positions through promotion and encouraging staff by giving them gift cards.
Additionally, companies can help their employees stay encouraged and motivated whilst maintaining high standards and providing high quality of practices. This can be done by: 
1. Providing training give options online to complete mandatory trainings for new staff.
2. More flexibility including part time job, bank staff, etc.
3. Start-up tests, which allow employers to give their staff more support and training before they start work.
4. New strategies will encourage a lot of people to come back to work. 
       5.Sickness day was coved with payment, in this situation.
       6.Those with disabilities are not necessarily less safe at work than other staff. Special   arrangements may, however, be necessary to ensure that a person's disability does not create any hazard either for the person concerned or for others. Specific First Aid training may be necessary, for example, where a member of staff suffers from epilepsy.

Care UK Healthcare is working alongside in the NHS as part of the national effort in the response to COVID-19.  All of our colleagues, whether in a 111 call centre, treatment centre or prison are fighting alongside the whole of the healthcare service at the front line.

Recruitment teams are working tirelessly throughout this time to ensure people are as supported as possible. It is clear that the national situation is ever changing, so companies are working on ensuring that that any vacancies advertised on careers pages and websites are as up to date as possible and reflective of specific requirements at any given time as we adapt our services in line with the NHS’ requirements.
The standard recruitment processes will also be different, designed to ensure that we are being as efficient and agile as possible through these unprecedented times. Healthcare services are broadly split across three divisions. Integrated Urgent Care – which includes our NHS 111 services, GP Out-of-Hours services and GP Practices. Health in Justice – which includes providing NHS healthcare to over 40,000 prisoners currently in custody, those in immigration detention centres and providing support in sexual assault referral clinics. Hospitals – which includes our hospitals treating patients in need of elective surgery, our diagnostic, MSK and physiotherapy services and ophthalmic treatments. Recruitment processes may potentially now be held via phone calls, face time interviews, recruitment and induction processes, this allows workers to work safely in services as soon as possible following their application. In particular, to aid  efforts in the COVID-19 response at present agencies are now looking to recruit into the following categories / vacancies:
· Recommendation: The business offers opportunities from job shadowing and e learning to management development schemes and apprenticeships up to master’s level. 72% of the staff find the training benefits personally and believe they can make valuable contribution to the success of the business, according to the Sunday times website.  Their benefits include free private healthcare, share options, profit-related pay, subsidised meals and free drinks. 74% of the managers care about how satisfied people are in their job and regularly express their appreciation for good work. This is a very good example of how one company can motivate their employee voice and how they can all together move through the changes
· Policies, programs, provide training for people  so they are able to meet specific job. Encourage more personal contact with people. 
· Create opportunities for employees to have personal experiences with people with and practices requirements.
· There is a higher focus on ability, capability, and experience of people to do the job and do notfocus on disability.
· Use internships and mentoring to integrate people with disabilities into organi-zations.
· Ensure proper job fit for people with disabilities.
· Management Obtain commitment from top management to hire people with disabilities.
· Create a disability-friendly culture initiated from top management.External Provide government awards and tax benefits to employers who hire people with disabilities .

3.1 Conclusion
Disabled people are at a higher risk of poverty, this is the main reason why for HR to be successful all the techniques from 1.3 should be followed and running the business adequately, with intentions of not discriminating against disabled people and giving them an equal opportunity of succeeding in the work force. In this way private companies , the government and charity organisations ,can fill the gaps between shortage of staff in Health and Social care. More opportunities for development , knowledge ,advantages and professional skills including bonus system for all the people which are able to work during the  pandemic situation. Giving the disadvantaged staff benefits will stimulate their work. Due to the high  level of unemployment among people with disabilities, many have argued that they are insufficiently utilized as a labor pool and that employers will want to recruit from this pool to address the labor shortage caused by demographic shifts as the baby boomers retire and are replaced by fewer new entrants to the workforce (Lengnick-Hall et al., 2008; Kruse et al., 2010; Schur et al., 2014; see also Fredeen et al., 2013)
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