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Abstract
(Juan Quintero – 1815072) 
In this paper we will discuss those topics related with Human Resources Management linked with our organization ‘’ National Health Services’’ to illustrate those topics setting NHS as example to understand the difficulties that may raise within the NHS.   

Background of the organization
(Juan Quintero – 1815072) 

NHS was established in 1948 after the second world war as none of any welfare reforms guaranteed basic levels of social and personal security. The fundamental principles underlying of NHS were that it would be funded by taxations and it would be available for the community.
The structure of the NHS is composed and there were three main strands (NHS Act 1946):
· State owned hospitals: all those hospitals that were run by charities and local government become responsibility of Region hospitals board and founded by taxations.
· A national network of general GP’s 
· Community and domiciliary health services such home nurses, public and environmental health promotion and prevention.

The NHS is the biggest employer and highly skilled professionals of Europe and the fifth bigger in the world (Nick, Triggle. 2018).  
Since 1991 NHS had different reforms that have preserved the principal fundamental of free health care. However, the NHS has been gone through various reorganised since it was founded in 1948. Different factors have put pressure on employment and HRM practices on employing units, such hospitals and community units due to the internal market and the association with commercial practices of the private sector. 
In the Health care industry, the staff are the backbone and spending on staff is the biggest cost for the NHS (NHS Improvement, 2018) and the first step to develop staff is to understand the structure of the organization and the impact that has on people. The next step is to realise and prepare the human resource challenges of the future (Hamel and Prahalad, 1996). 


The challenge(s) faced by the organisation, in relation to human resources
(Corina Bardan – 1813607)

Human resources tend to be one of the crucial departments in the organisation which involves strategic recruitment, development and retentions of employees with an organisation (Bratton and Gold,2017). It has been identified that appropriate functioning of human resources departments brings success to the organisation. In context of NHS, this institution carries a dedicated human resources department which is responsible to deal with all the issues which are faced by staff members. However, this institution is facing numerous challenges relating to their employees. Below mentioned are some of the challenges which are felt by NHS. 
Employee Retention: It is referred to an ability of retaining existing employees with an organisation for a longer duration of time (Marchington and et al., 2016). When it comes to hospitals, there is a higher number of labour turnover which has been growing significantly over the past few years. There is a higher number of vacancies as people are not opting for this industry primarily due to work life balance. A research conducted in the year 2018 stated that 1 out of 5 employees are leaving the organisation every year. The widening gap between the supply and demand is one of the major causes of concern for human resources which needs to be dealt with earliest possible as it will hinder the progress for this industry. The shortages of workforce reward an employee with higher options in the industry which further worsens the circumstances. 
Payment of Wage: This is another challenge that has been faced by NHS. The institution back in 2018 promised that there will be a sudden rise of 3% in their wage but after a while manipulated the statement (Anger and confusion as ‘complex’ NHS pay deal disappoints staff, 2019). This situation angered and frustrated people who are associated with the organisation. Paramedics, emergency care workers and nurses saw a marginal or no decline in their wage which worsened the circumstances for this institution. There has been an increase of interest and pensions, it is not affordable for people to live in the United Kingdom. This another challenge needs strategic and fair approach to assure stability in the operations of the country. 
Poor work-life balance: It is a contemporary approach in which employees is given opportunities to create a balance between his/her personal and professional life. It is one aspect at which NHS is failing as doctors and nurses are persuaded to spend longer hours at work which results in their burnt-out. A record number of 10,257 people have left their jobs at NHS due to poor work life balance and higher number of working hours (NHS England losing staff in record numbers over long hours –study,2019). The numerous health unions which are formed with a purpose of securing the interest of doctors and nurses have stated that people are suffering due to heavy workloads which is put on them. This world results in spending more hours at the workplace to make sure that their daily quota is accomplished. Therefore, it has become absolute necessary for organisations to make sure that an ideal work life balance is restored.







Reference to HR planning, recruitment, and selection and how these are linked to the HRM strategy
[bookmark: _Hlk40818616](Daniela Petrescu – 1814733) 

HR practice: According to Dessler (2020), human resource planning is the procedure for planning to utilize the employees in an organization. Human resource planning gives the best arrangement among employees and positions while forestalling employees’ deficiencies or surplus. 

HR planning, recruitment and selection: In NHS, the human resource planning makes sure the staffing challenges in the short term are flexible and provides a steady supply of human resources inside the organization. Also, it makes sure that staffing is following the changing business environment. Ivancevich and Konopaske (2013) mentioned that human resource recruitment is the process of employing the best workers in the organization in a less costly way possible. The recruitment process includes the analysis for recruitment, attracting people to apply for the post. In the eye of Hook and Jenkins (2019), human resource selection is the formal process of selecting the best employee for an open position in the organization. That means choosing the best employees qualified for the job and screening out any unsuitable applicants form the hiring process. 
[image: ]

According to Shivarudrappa, Ramachandra, and Gopalakrishna (2010), human resource management strategy is the co-ordination of the workforce in the business to improve its performance. The procedure helps to integrate the NHS’s culture, the employees, and the organizational system to achieve organizational goals. How human resource planning, recruitment, and selection are linked to social resource management strategy is given based on the examples of NHS:

Van Der Wagen and White (2015) mentioned that human capital is a crucial part of the success of HRM strategy, and planning, recruitment, and selection provides the best employees to the organization. For example, the NHS needs a certain number of employees to maintain organizational performance. More importantly, the department needs a certain number of competencies for each position to perform the task smoothly. So, the planning, recruitment, and selection provides the HRM with the required people. Also, the strategy includes maintaining the performance with predetermined standards according to the organizational policy. Employees with higher performance are genuinely motivated to do their best and contribute to achieving organizational goals of NHS. So, human resource planning, recruitment, and selection maintains the selection standard and helps in the maintenance of performance standard. Van Der Wagen and White (2015) further mentioned that organizational culture is a lot of underlying assumptions, rules, and convictions that control how employees behave inside an organization. Such assumptions have a substantial impact on other employees inside the organization unequivocally and monitor their performance. Every organization builds up and keeps up a culture that influences organizational behavior. Even the NHS has a corporate culture of its own which is affected by cultural diversity. The human resource planning, recruitment, and selection help to provide the organization with a diverse workforce with unique culture, while the HRM strategy helps to integrate those cultures and employees to maintain the organizational goals.

Why contemporary organization need robust and progressive HRM policies
(Cynthia Tini – 1814700) 

Nowadays every successful business and company want to have employees with serious qualifications as degrees, certificates or diplomas and they want to keep them as long as possible (mostly until the employee reach the retirement age or until they are ‘too old’ to be working).
Human resources management department in every company aim is to help employee and employer have the best understanding possible for a good work atmosphere. In order to regulate and establish this, robust and progressive policies must be made. The company chosen in this report which will be focusing on to have clear examples and understanding on these policies is the NHS.
The NHS, National Health Service, exists in the United Kingdom since 1948 so for 72 years now. Since their creation the population needs, and norms have evolved and changed from a war time period for the country to a peaceful and modern environment. As the world and country is changing constantly human resources policies must evolved too in order to match the new needs of the society.

Employment contracts: The first example that we will be focusing on is employment contract. Common laws rules for the protection of both employer and employee. Throughout the years Human Resources Management main concern is to retain employee and reduce the turnover. In order to do so they had to create attractive employment offers and contracts to keep their employees.
Every year NHS strive to reform their contracts ruling in between them and their employee has the Human Resource Management department strive to take in consideration any new claim from the employee or the employer point of view. 
In 2014, NHS workers struck to get a pay rise. Employees were protesting in the streets of United Kingdom in order to be heard by their employer and the government. It was resolved by a new closure in NHS contracts with a 1% increase in salary plus rewards for the ones who had an employment contract with a ‘progression-in-the-job rises’ closure.

Type of contracts: Human Resources Management department has been able in the NHS to procure versatile type of employment contract to match the versatility of their employees.
Such as part time contract that for example can permit a single mother to match personal life with working life, or someone who has health issues and can be working only a limited period a week.
Some other contracts have as closure of potential evolution in the workplace and the Human Resource Management in the NHS and the government has been able to review contracts to increase of 2.5% for doctors, speciality doctors such as dentists and associate specialist. This from a employer point of view is the acknowledgment of good work done by employee and from the employee point of view a reward for good work that will make them continue working in this company.
HMR in the National Health Service has been able to satisfy employees that feel listened to, understood and acknowledge for their good work and this is the key for a successful and sustainable work relation.


Key recommendations 
(Bogdan Timis – 1814118) 

The above findings regarding to NHS Human Resources Management (HRM) department in relation to their employees take us to suggest a certain of key recommendation.
Armstrong and Taylor (2014) suggests some actions which can be taken in connection with our findings regarding employee retention in NHS:
· Elaborating new human resources policies will help the employee to manage their work-life balance.
· HRM must deal with salary payment, which need to be fair, equitable
· Increase the working condition and looking to results that assist the employees with stress level.
To retain and show the importance of the employees’ work, HRM of NHS need to design a very competitive and transparency payment policies in accordance with health department market. Regarding to this, Torrington et al. (2014) suggest the idea that the employees’ rewarding it is an important part of keeping then in the organisation. (Torrington et al. 2014, p.164). In addition to this, the trust in increasing of basic salary by the percentage promised will affect in the number of people resignation. However, Capelli (2000, quoted in Armstrong, 2014, p.254) mentioned there should be a limit in the increased of the pay to “which people can be bribed to stay”.
Chartered Institute of Personnel and Development (CIPD) explain in their report the impact of financial well-being which can be shown in figure 3 (CIPD, 2017, p.13).
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Source: CIPD (2017, p.13)

The CIPD recommend some action to be taken by the Human Resources department in regards of employee financial well-being (CIPD, 2017). The key recommendation from this research regarding to NHS can be:
· Establish the confidence between the organisations and organisation 
· Explaining and offer a “decent and fair reward package” (CIPD 2017, p. 26).
Because NHS it is funded by Government, there are some recommendation for the government:
· Education to sustain the improvement of financial and well-being aspects
· The Government should show and explain to the HRM where they can find support for the employees (CIPD, 2017, p. 24).

More than half of the NHS England employees work overtime unpaid hours (NHS England, 2020, p.17). To reduce the retention and well-being of the employees we recommend that the HRM need to look deeply in the employment contract policies and terms and conditions and the HRM strategy to ensure there is a work-life balance. However, the results show that is a small decline over the last years (NHS England, 2020, p.17). The numbers of unpaid hours need to be managed by the NHS Human Resources Management.
On the side of recruitment, planning, selection, we recommend that the HRM strategy can be audit by an external governmental department. This advice will deliver the improvement, development, transparency and inclusion in the organisation culture. In the most recent NHS survey can be seen very small improvement in staff engagement, quality of appraisal, work feedback and support, inclusion and motivation, or even declining as staff health (NHS England, 2020). Regarding the culture diversity in NHS, the HRM need to make sure that the organization aims and goals, matching the selected job candidate aims and goals.
The religion remains the majority factor in staff discrimination in NHS organisation (NHS England, 2020). HRM must introduce more severe sanctions regarding discrimination in the company’s policies and term and conditions to lower this result.


Conclusion
(Juan Quintero – 1815072) 

To sum up, this paper describes how the NHS, in particular its Human Resource Management has evolved in different challenges such employee retention, work life balance and payment of wages developed by social-political factors and how new measures should be placed in practices for the future like employments contracts and different contracts that can benefice the employees of the organizations that has remained at the top of the political agenda through different reorganization and financial issues. 
It has been suggested that, new HR practices should introduce into the organization in order to develop and retain employees within the organization such introduce fairly salaries and adjust work-hours to improve the work environments conditions of the employees. 
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Figure 3: The Impact of poor financial well-being
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