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COMPANY OVERVIEW
Georganics is a British based company which started out back in 2015, making 100% natural oral care products in low-impact and sustainable packaging. There are two owners Mr. Alessandro Rocchi and Mr Charles Van Boomer. They started selling from a stall at the local farmers market in Crystal Palace and in the recent years they expanded into a new site in West Sussex and they’ve grown into one of the UK’s most trusted natural oral care brands. Their promise is to deliver products who are ‘actually natural’, sustainable and conscientious. In the past year the company had a turnover growth of 800%.One of the owners Mr Charles Van Boomer is in charge with the Human Resources Department and currently the company has 15 employers in the following departments: 3 people in the Marketing Department, 2 people in the sales Department,1 Warehouse Manager, 1 Factory Manager, 6 people working in the factory and the two owners.

The company practices a Soft Human Resources Management and sees their employees as their most important assets and that they are a resource worth investing. 
But as a conclusion defined by Truss et all (1987) cited in Armstrong (2012) P44 ‘Even if the rhetoric of HRM is ‘soft’, the reality is almost always ‘hard’, with the interests of the organization prevailing over those of the individual. In all the organizations, we found a mixture of both hard and soft approaches.’

Being a sustainable company, their principles goes beyond in only reducing the plastic waste and they also take in consideration factors such as Human Rights, Workers Rights, Justice, Diversity and Democracy. Georganics is also an accredited living wage employer.

Charles beliefs are based on the principle as defined by Schneider (1987) cited in Armstrong (2012) P35‘Organizations are the people in them; that people make the place.’
The company has set some specific Human Resources Strategies as Learning & Developing, Resourcing, Employee relations and Continuous Improvement.
Due to the rapid growth of the company on the UK and international markets like Europe and USA, Charles is aware that in the very near future the company has to expand its workforce substantially. The institution needs a replenishing skilled and motivated workforce. Also it is important to note that about 40% of the company employees are EU nationals or BAME.
He knows that there will be a series of external factors which will serious affect Human Resources planning. He realised that having full control of these will be a very difficult task to handle as any external factors that have the power to influence Human Resources department are most of the time beyond the control of the company.
This report will be based on Diversity Concept and Reward Management: 
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REWARD SYSTEM
Reward can be defined as all monetary, non-monetary and psychological payments made to its employees by an organisation in exchange for their work.In UK attitude towards works, area pay rates and employee motivation are primarily influenced by the pay rate and rewards. 
However rewards are usually categorised in two types: intrinsic or extrinsic. Extrinsic reward usually refers to monetary payment. The intrinsic reward could be opportunities for learning and career development, earning respect and recognition, job satisfaction, good working performance, flexible working hours, etc. In UK monetary rewards are highly valued so financial compensation in the form of higher wages and bonuses would be welcomed.
Armstrong(2005), cited in Pilbeam, S.and Corbridge, M.(2010) P257 defines reward strategy ‘as the alignment of reward policies and practices with the business and HR strategies of the organisation, its culture and environment, providing a set of goals and a declaration of intents to what the organisation wants to reward, and how critical reward issues , will be addressed’
Nowadays employers in the UK are facing a variety of challenges when are establishing the rate of pay for their workers. They mainly concentrate on attracting, retaining and motivating employees.
Employee reward has been structured to reflect the skill levels and responsibility in the performance of  a role, ‘and the levels paid tended to reflect the combination of what was judged to be the ‘going rate’ for particular skill sets across various job families as well as what the employer could afford to pay’.(Marriott, L.et all,2019,P4)
These factors remain important, but due to the deregulation of labour markets and the need for greater flexibility,  both by employees and employers ,  attention has shifted toward greater customization of rewards and the implementation of pay approaches to encourage and recognise specific forms of behaviour and outcome performance.
There are two main important forms of rewards strategies: strategic reward and total reward.

Strategic reward is focused on designing and implementing long-term compensation policies and practices to support and achieve the goals of the company as well as the expectations of workers.
Total reward covers all aspects of employment appreciated by workers, including factors such as development opportunities and/or flexible work conditions, as well as the broader pay and benefits package (CIPD, 2019)
Nowadays private sector companies prefer to use total reward policies and some interest among public sector organisation too.

Based on ‘Reward Management’ CIPD report published December 2019 it can be noted that only 60% of organisations affirms they talk about the fairness of pay processes and consequences. Also, when employees are asked about the pay process, only 10 percent reported that their manager is constantly discussing both the fairness of the pay process and the results. (Marriott, L. et all/CIPD, 2019)
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There is a sharp contrast between HR practitioners and workers ' opinions on the role line managers’ play in communicating pay policy implementation. While around half of employers say that their line managers have moderate or full involvement in communicating to employees about pay levels and pay rises, almost 35% of employees claim never to have had an explanation from their managers about why they get paid what they do.

Also only 38% of the companies assess the effectiveness of their management.
While 75% of HR surveyed believe that all or most people in their organisation are paid fairly, only 33 percent of workers would agree that this is the case in relation to their responsibilities and achievements. Only 38 percent of those who earn less than £ 20,000 believe their pay is fair. But the proportion rises to 50% among those earning between £ 20,000 and £ 39,999, and increases further as personal earnings grow.
Data from various pay surveys can be used to prevent pay rates from drifting too low or too high compared with those paid by other employers in the examined area. The employer will not be able to recruit and retain competent staff if the rate drops far below the other employers ' levels. In the same way, raising the pay rate far above the area rates increases the cost of labour.
Based on the CIPD survey it is very surprising seeing that the pay fairness of this report is very low. Based on these findings it is recommended that Organizations in the United Kingdom should start to be more open on their compensation strategy and the comparative performance
The most common goal of employers is by influencing their pay policies is to attract, recruit and retain employees to support current business strategies. The most common issues facing the organisation are: hiring, engaging or keeping workers to help the future business strategy; fostering work-life balance and ensuring worker well-being; inspiring and facilitating optimal habits and encouraging good performance; and keeping pay rates and bonuses as sustainable as possible.
The external factors that have the greatest impact on pay policies currently are regulatory requirements and legislation, followed by competition with other employers with similar pay rates, economic conditions, income tax and other tax obligations, Brexit uncertainty and skill shortages. Based on the CIPD (2019) data reports the main two factors who will significantly influence pay policies in the near future are Competition with other employers with similar pay rates and political uncertainty (Brexit).Also there is a small influence from Trade Union pressures but this is insignificant. As known skill shortages is another factor and this mainly affects the following industry: hospitality, IT, construction, healthcare and leisure & other services. This factor will not affect the outcome of this case study. The influence of the other factors, based on the current reports will be the same or even less powerful. 
About the political factor it can be quickly outlined that the UK Government is currently consulting on proposals for controlling the number of workers from the EU through its immigration white paper. However 20% employers say that they don’t know what impact the white paper proposals will have on hiring activity. Also 20% report that they expect to hire EU citizens in the same numbers compared with recent years. (Davis, G et all/CIPD 2019).Although based on reports there is a great  
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uncertainty about Brexit outcomes on the labour markets, it is expected that it will have a critical impact on many UK businesses.
DIVERSITY

‘Diversity is about recognising difference. It’s acknowledging the benefit of having a range of perspectives in decision-making and the workforce being representative of the organisation’s customers’ CIPD (2019).
Managing the idea of diversity questions the traditional approach to equal opportunities by concentrating on the individual rather than on under-represented or disadvantaged groups.

Diversity is a necessity and it is essential to business success. By accepting the diversity offered by the labour market in UK companies will be able to recruit and keep the best talent, address skills shortages in UK, reach diverse markets, improve company image, achieve the desired creativity and to improve quality of service

Diversity can be categorised into the following categories: impairment, race, sexuality, faith, sexual orientation, citizenship, age, marital status, parental status, trade union participation, criminal conviction, social and economic history, mental health / illness, physical appearance, political, weight, postcode, language.
For example ‘racial diversity is positively associated with long term firm performance’ (Richard, O. C. et all, 2007, P7).
In the United Kingdom, discrimination on grounds of race, initially introduced by the 1976 Race Relations Act, is now included in the 2010 Equality Act. There are a number of different types of discrimination in the Equality Act 2010. These apply to the characteristics that are protected, including race.(CIPD, 2019)

Within the Equality Act 2010 there are a number of different types of discrimination. These types of discrimination can be direct, indirect, associative, perceptive discrimination. Also there are victimisation, harassment and rarely occupational requirement.

Based on the CIPD report regarding ‘Race and employment’, published  December 2017 ‘BAME employees are more likely than those from a white British background to say that experiencing discrimination is a problem’ and that ‘their career progression to date has failed to meet their expectations.’
The report's findings also mention: 

· 48% of BAME said they are satisfied with the training they receive in their current company. 

· 40% BAME employees said they are satisfied with their career progression hopes in their current organisation.

· 50% employees of the ethnic groups feel able to talk to their manager about their career aspirations.

· Around 33% BAME feel their manager makes assumptions about their career path and aspirations.
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Also another important category of diversity is LGBT community.’ Sexual orientation discrimination and gender reassignment discrimination are both illegal in the UK. They are listed as protected characteristics in the Equality Act 2010’.(CIPD, 2019).
A national survey launched in July 2017 made by a government-backed agency shows that One in five (19%) LGBT employees did not feel open about their sexuality with colleagues. The survey was the largest regarding LGBT community and had about 108000 answers. Based on the same report 23% experienced a negative or mixed 
reaction from others in the workplace because of being LGBT, while 77% who had experienced a ‘serious’ workplace incident related to their sexuality said they did not report it because they thought it “would not be worth it” or that “nothing would happen or change”.( Baska, M. 2018)
The gender pay gap is the average difference between the incomes of working men and women. Women are generally considered to get smaller wages than men. Although Gender pay gap reporting regulations came in from 5 April 2017, only 8% of organisations have acted as a result of publishing their gender pay gap data.( Houghton, E./CIPD, 2019)

 The following factors affect gender pay gap: industry, social standards and educational outcomes, the percentage of male and female apprentices in the supply chain, and the age of employees. Based on CIPD (2019) reports, in UK there is a lack of awareness and comprehension of the gender pay gap and its impact as reported by HR professionals. However an analysis made by Rest Less shows the average salary of women over 50 is 28% lower than men’s.(The Guardian, 2019)
Another large category is ‘ex-offenders’. Currently there are about 11 million people in UK who have a criminal record. Unfortunately in this sector employers are losing talent. A report made by Unlock, a charity for people with convictions, shows that 22% of the employers are asking applicants questions which breach the Rehabilitation of Offenders Act (ROA) and General Data Protection Regulation (GDPR). ( Brown, L. 2018).In most of the cases employers are putting off qualified applicants and also by doing these the candidates are deselected in early stages of the recruitment process.
Discrimination on the basis of disability, initially introduced by the 1995 Disability Discrimination Act, is now included in the 2010 Equality Act. (CIPD , 2019). There are about 7 million people with disability in UK, and only 50% are in active employment. Again as at the example above recruiters are losing talent. However disability inclusion at the workplace is a moving area in UK especially within the large companies and public service.
The most important factors who affect Diversity on UK market are: legal factors (2010 Equality Act, ROA), globalization, and migration. There is to mention the globally changing face of HR function might play the role as a factor, but currently only big corporations adopt this concept.
Nowadays large organisations are more inclined to implement diversity management than small to medium companies, but more and more of these companies started showing their interest. 
Page 6

Globalization shows growing numbers of people move within countries and across borders, looking for better career opportunities and better lifestyles. Although 
migration is usually seen as problematic, it contributes to sustainable growth of economy.
Because globalisation and migration allows for a more mixed labour-force, all the companies who embrace diversity will gain a cost advantage as there is a lot of talent within diversity groups on the UK and international markets. So rather than wasting money by accepting a poor performance in trying to integrate another worker it’s much easier to source a talent from diversity groups.
Companies by adopting diversity will obtain insight and sensitivity from different cultures by having members with roots in other countries or minority groups and will improve creativity and change the company image on the different markets.
The implementation of 2010 Equality Act, ROA, GDPR gives equal opportunities to diversity groups, protects current and potential employees from discrimination and has a good  effect on the UK market by improving employer opportunity to source talent and ultimately by reducing skills shortages on different industry sectors.
CONCLUSION AND RECOMMANDATIONS
Although Georganics is an accredited living wage employer, still should improve employee perception employee perception of pay fairness by introducing a better pay policy and an attractive reward system. In the case of this company it is recommended to use Total Reward policy by adopting a form of ‘best fit’ and ‘strategic’ approach.

The ability of an organisation to sustain its business as usual can be critically affected by Brexit. Georganics should start planning ahead and taking action by keeping communication open with their employees about what needs to be done and also to be continuously informed about the changes arising in the Immigration Law.

Despite the fact  many firms claiming diversity is a priority, it’s became more than clear that only few firms have a clear definition of what diversity means.(Burns, R. 2008, P69). There is a necessity that UK companies, like Georganics to create an inclusive atmosphere where everyone feels valued, respected, a place where things like discrimination, harassment, bullying and prejudice will not be tolerated. They should create a strong internal structure regarding the diversity of personnel and to give chances to new and existing employees based on no discrimination and equal opportunities. The company HR department has a vital role in creating corporate environments that are equal and diverse, where being special or different is not a concern, but an advantage.
In order to attract new talent from the diversity groups and tackle any skill shortages arising from Brexit or globalization, Georganics should focus on:  

· Create a new attractive Diversity and inclusion Policy
· review existing policies and procedures and conditions of employment to ensure fairness and compliance with the law
· ensure the wording of policies and procedures is gender neutral, check that career paths and promotion and training opportunities are for all employees, 
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ensure recruitment and selection processes are fair and not open to discrimination
· make it clear that the organisation's commitment to intimidation, harassment and discrimination is zero tolerance
· ensure all staff are aware of how to report instances of bullying, harassment or discrimination on the basis,

· communicate the importance of diversity and inclusion to the rest of the organisation
· Have links to your organisation’s diversity and inclusion webpage
· Work closely with the rest of the management to ensure they implement people management practices fairly and understand how to support diversity staff
· making reasonable adjustment to accommodate the needs of a person with disability.
· Incorporate a diversity statement in every job advert

· Using talent recruitment agencies that support diversity groups
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