[image: ]
RECRUITMENT AND AVAILABILITY OF LOCAL LABOURS
HUMAN RESOURCES MANAGEMENT
NAME- PurvaPanchal(2208753)
 Maulik Raval (2209391)
 Arsinbanu Jadeja (2208899)
 Fiza Mansuri (2209878)
 Leela Sai Krishna (2208088)
GROUP NUMBER – 4th group 






 @      





Staffing- Recruitment and availability of skilled local labour

Introduction
Preface Hiring the stylish aspirant for the job entails reclamation, which is a pivotal commercial strategy. After that, this individual joins the pool and company. utmost of the time, reclamation isn't reliant on a single person. Volition is a platoon that ignores the hiring procedure. These stories constantly point to Brexit and the epidemic as the main causes of labour dearths, and they constantly predicate their claims on employer checks and particular accounts. likewise, numerous of these labour dearths likely was before the epidemic ever started, indeed if these variables may be contributing to them. Also, other labour request pointers indicate fresh slack despite claims that workers have recovered some negotiating influence as a consequence of demand. In addition, since the launch of the epidemic, the chance of workers in temporary workers who would ask for endless jobs has increased significantly( up by,000 or 34).

During the same period, there has also been an increase in overdue part-time employment( up by,000 or9.5). Thus, it's necessary to conduct a further critical analysis of employers' comprehension of skill and labour dearths. Such a review must include a critical analysis of the assertions made by companies regarding a lack of good workers in low-paying diligence, as well as a look at the variety of HR strategies used by employers. also, it'll be pivotal to comprehend the colourful ways in which these options are confined in particular occupations, diligence, and geographical areas, as well as the perspectives and stations of job campaigners themselves, particularly youthful ones who are more likely to apply for entry- position positions in these fields.

Based on information from several focus groups, this section examines specific, low-paying industries to offer a more thorough analysis of labour shortages. Retail, shipping and warehousing, food processing, tourism, social assistance, and construction are the six industries selected for this analysis. You may find the research methods for these groups. It should be highlighted that, unlike with survey data, we are unable to assess the representativeness of the focus groups in this qualitative research.

Information from several UK-wide regional employer roundtables is also used to support these conclusions.

As a result, this paper aims to give a logical and substantiation-grounded system for measuring labour dearths. It also addresses how these deaths affect companies and the government's immigration and chops programmes.

Recruitment stages
 Step 1: Planning - Determine the vacancy and its criteria. The first step in any recruitment procedure is to find an available position. This requires establishing precisely what role the new worker must fulfil to suit your company's demands. 

You should consider the campaign's expected outcomes, such as the number of applicants you plan to acquire based on your usual interview/hire ratio and the needed hiring turnaround time. 

Step 2: Analyze What exactly are you looking for? 

The next stage is to determine what qualities your ideal candidate should have. This might include ideal skills, education, and years of experience By establishing your ideal candidate early on, you may determine which individuals to interview later in the hiring process. This can help you reduce the number of people you consider for the position, saving you time and effort in the next stages. 

Step 3: Searching - Attracting Candidates The actual search process begins at this stage, and you will implement your first search strategy. Attract the best personnel by utilising any relevant technology, starting marketing campaigns, and emphasising certain aspects of your employer brand. 

Step 4: Screening - Determine which applicants to contact. Screening is a crucial part of the hiring process. This means assessing the suitability of your applications in order to engage and pursue the most suitable candidates.
For this step to be effective, you must have the proper tools on hand. With the Talos hiring platform's sophisticated application tracking system, you can manage, screen, and engage applicants quickly and easily. 

Step 5: Engagement - Interviewing, connecting, and assessing Once you've selected the finest applicants, it's important to engage them in order to identify who is the best fit for the role. Contact is critical at this point, and automating your SMS and email marketing will help keep candidates informed and interested. 

Step 6: Hire based on data. The interview technique must be followed by the review procedure. This requires determining which traits and talents are most desirable for the position at hand by contrasting each candidate's performance during the interview.

Step 7: Onboarding - Welcome new team members! Congratulations! You've made a wise recruiting decision and added new members to your team. A solid onboarding approach is critical to ensuring your recruits' success. This involves introducing your applicant to their duties, working environment, and colleagues, as well as providing any necessary training.

ICELAND COMPANY 
The labour market in Iceland, 2000–2018 Due to strong labour force involvement, a lengthy workweek, and later retirement ages, Icelanders are known for their eagerness to work and high union density. The Icelandic labour market was put to the test during the Great Recession as a significant portion of workers saw their work hours and nominal incomes decline but unemployment increased less than anticipated. There has been a significant increase in the number of foreign employees in recent years, especially from Eastern Europe. Their labour force participation is equal to that of Icelanders, according to studies.

 Advantage
• With active engagement from immigrants, the labour market is performing well, with high employment and low unemployment rates.

• After the Great Recession, the job market swiftly rebounded; pay levels have increased and the unemployment rate has practically reached pre-recession levels.

• Youth unemployment and long-term unemployment have returned to pre-recession levels, showing that the recession's long-term consequences have been minimal.

• Before the crisis, income inequality was rising, but it decreased throughout it, giving Iceland the lowest Gina coefficient among OECD nations.

Disadvantage • A growing proportion of the population—disproportionately

women—attends university school, while most recent employment growth has been in the blue-collar service sector, increasing the possibility of an education mismatch. • The strong economic expansion created a labour need that was filled by immigration, frequently utilising temporary work agencies, but this raised the possibility of social dumping.

• Recent years have seen a real wage rise that has outpaced productivity growth, putting pressure on inflation and hurting Iceland's ability to compete.

Men and women—Not quite equal

Iceland is well-known for its commitment to gender equality and has topped the World Economic Forum's Global Gender Gap Index for 11 years running (2009–2019). The nation has occasionally made history in terms of the progress of women. The first woman to be democratically elected to the position of president was Vigdis Finnbogadóttir, who took office in 1980.

There is still a sizable gender salary disparity in Iceland, and the unadjusted gender wage gap is somewhat bigger than in other Nordic nations, although the country has had legislation ensuring equal pay for men and women for decades. The unadjusted gender wage gap decreased from

2000 to 2008, but from 2009 to 2016 it mostly remained steady. The social partners created and adopted a Gender Pay Standard in response to the ongoing salary discrepancy. Even while the payment standard does not assure equal pay, it should guarantee that gender is not taken into account in the assessment of jobs and salary determination. The Gender Pay Standard will become mandatory for all businesses with over 25 workers starting in 2018.


                         PERSPECTIVE 
                   Policies of Local. Labour 

  [1] Recruitment Procedures –[Policy statement]

1. We are committed to upholding our social and legal commitments to maintain and promote diversity through our hiring practises and recognise the value of hiring a varied, multicultural staff.
2. Our hiring practices will be regularly evaluated to make sure that no candidates are subjected to unlawful discrimination based on age, disability, sex, gender identity or expression, pregnancy, parental status, race (including colour, nationality, and ethnic or national origin), sexual orientation, religion, or belief, or because they are married or in a civil partnership.

3. All coworkers involved in hiring must abide by our Code of Conduct as well as our equality and diversity policy. If you don't comply, it can be considered a disciplinary issue. 

4.  We will make sure that job openings are published to the largest pool of prospective applicants and work to encourage applications from any underrepresented groups. When appropriate, we shall take "positive action" into account.
 
5.  Selections for positions will be based on merit and will take into account the outcomes of all testing, presentations, and interviews. 

6. If part of our commitment to fostering the growth of our employees, we shall, as necessary, explore internal secondments and acting up agreements.

7. We also provide a variety of flexible employment options, including job sharing, part-time employment, agile employment, and home-based employment. 

8.  If a contractor is utilised to conduct all or part of the hiring process, we will confirm that the agency has a suitable equality and diversity policy and will work with the agency to determine how the personal information held by the contractor will be used and disseminated. 

9.  All coworkers involved in the recruitment process will get coaching, training, and/or assistance on the recruitment and selection process, including equality and diversity problems.


[2]. Hospitality’s Background 

➔ Compared to the other sector-specific groupings, the hotel industry has a higher prevalence of part-time employment. Some organisations claim that four-fifths of their workforce has full-time employment agreements, while others claim the opposite. Agency workers are rarely employed and are typically used, like in other groups, to respond to changes in demand. 

� Success in HR & Hospitality 

➔ Investing in workers is the best way for a hospitality firm to succeed. Whether a customer is a one-time guest or a devoted repeat customer depends on how well personnel in a hotel, restaurant, or airline connect with their customers. 

➔ In order to foster a culture of dedicated workers who are qualified to manage the front lines of the hospitality sector, human resources management has a variety of opportunities to become involved.

� Recruitment Practice 

➔ In contrast to other industries, hiring managers in the hotel sector only use a limited number of recruitment channels. Online venues, particularly the jobs website Indeed, are by far the most well-liked. In addition to a more limited use of Jobcentre Plus, social media and networking, as well as employee recommendations or word of mouth, are other common methods. 

➔ More than half (54%) of companies in the sector, according to the survey results, utilise their own corporate websites to fill open positions. Other commercial job boards (46%), social networking sites like Facebook (37%), and professional networking sites like LinkedIn (28%) are also widely used. 

➔ According to official data, although there is a lot of variation among the UK's nations and areas, a sizeable percentage of hospitality firms' workforces are made up of EU citizens. In London and the southeast of England, migrant workers make up the vast majority of the workforce, while they are underrepresented in countries like Northern Ireland.



[3]. Lack of workers or Labour Shortage

➔ Numerous firms in the focus group bemoaned the present lack of workers in the industry, particularly those headquartered in cities. Many people are concerned about the future, in part because of the perceived flight of workers from cities and the recent imposition of limits on EU residents' ability to migrate.

➔ Employers in the hotel industry gave a variety of explanations on why they. the challenges they face in hiring. These include the pandemic's effects on restructuring, age restrictions on hiring, the need for DBS checks, and the impression that UK applicants are of low calibre. This can sometimes be attributed to some UK workers having a weak work ethic, especially when contrasted to migrant labour. 

➔ Many focus group participants, however, asserted that the business simply does not draw enough applicants from the UK as the primary cause of the recruitment challenges. It was determined that the insufficient number of applicants was primarily due to a negative opinion of the sector, most notably the idea that it pays poorly while demanding significant work. The epidemic has made this problem worse because there is a perception that there is less job security than in other industries

[4] Responds to Recruitment Difficulties 

➔ In line with the overall poll average, companies in the hotel, arts, and leisure sectors intend to increase pay (26%), hire more apprentices (32%), and up-skill existing personnel (40%). Additionally, the fact that nearly one in five (18%) organisations want to hire more recent graduates from high school or college is positive compared to the overall survey average of 10%. Employers in the focus group agreed that increasing wages would be the most efficient approach to draw in more applications after taking the poll results into account. 

➔ The majority, however, asserted that their organisation could not afford higher wages owing to demands from the competition: "Around £11/hour would most likely help increase applicants, but I don't think this would be a financially viable choice for us." It's not,' not economically feasible for our little company to operate over NLW. Most firms report paying at a rate that is equal to the NLW of £8.91 per hour (adult rate). 

➔ The main response from hospitality companies in terms of ups-killing activity appears to be the introduction or expansion of the current apprenticeship provision. However, one or two bosses lamented the poor take-up rates in their company. While several companies expressed an interest in implementing apprenticeship programmes, they were unsure of how they may operate.

➔ Spending more on recruitment advertising, implementing job referral programmes, and upgrading the employment offer—, particularly in terms of fringe benefits and flexible working arrangements—are additional major strategies utilised to assist attract more people. Another strategy was to directly hire more teenagers from colleges and institutions.

THE SIGNIFICANCE OF SELECTION AND RECRUITMENT: 
Selection and recruitment are crucial in all situations, not simply those involving management or professional roles. All positions within an organisation operating under the same general premise. 
For businesses that value ensuring that all of their employees are committed and motivated, it makes sense to carefully screen each candidate to ensure that they have the skills, qualities, and attitudes that they are looking for. An organisation may incur costs if the "wrong" people are hired. First, they may be unable to perform the task.
They will therefore increase the organization's expenses, and second, they might depart, in which case the entire hiring and selection procedure would have to be carried out again, adding to the expense and time. Thirdly, they might be detrimental to current employees.
Other factors are driving the importance of recruitment and selection.First, the workforce is diversifying more and more. Globalization and people's propensity to travel are both factors.
the tendency of workers to become "expat" workers and go to tex-partner countries to work, in part because some nations (like Canada) continue to be net importers of labour, partially because more females are entering the workforce, partially because more people are choosing flexible work schedules (such as part-time and telework), partially because populations are ageing (such as in Japan and the UK), and partially because of shifting attitudes among the general public (e.g. towards disabled colleagues). Governments are increasingly displaying a willingness to interfere in the labour market by enacting legislation, which is a second factor. 
A reputation for treating people unfairly and additional expenses (such as fines) could befall the law. Future recruiting efforts may be challenging. 


EFFECTS ON THE LOCAL LABOUR MARKET :
Initial and changing destinations for graduates of schools.
Skills supply trends as well as past, present, and upcoming demand.
the distribution of professions and industries in terms of gender, age, and education.
opportunities for admission to higher education.
Entry requirements pay ranges, and prospects for particular occupations or sectors.
alterations in how people learn, such as the growing use of apprenticeships.
Skills and qualifications that employers are looking for trends in job sectors, such as expansion, contraction, and the emergence of new professions.


EMPLOYER RECOMMENDATIONS: 
The case studies and in-depth interviews reveal that some businesses are successful in finding labour from the domestic workforce. However, they also highlight how occasionally failing to implement even comparatively simple people management and development strategies is impeding hiring.

Salary and financial security
Unsurprisingly, low pay was cited by jobseekers as a key factor in their disinterest in particular industries and occupations. Employers must carefully manage their personnel investment, but they must also fully account for the costs of low salaries, including the difficulty in finding qualified candidates, greater turnover rates, and higher training expenses.

Employment agreements
Many of the research participants should do better when it comes to the use of temporary and atypical labour. Employers may find it advantageous to adopt non-standard employment contracts if the demand for their products or services is flexible or unpredictable. They may also be appropriate for workers who require the most flexibility or are not searching for long-term employment.

Growing and learning
The focus groups with job seekers revealed a clear preference for career advancement, indicating that businesses that can offer moreOpportunities for growth and promotion will be more effective at luring and keeping employees.
Many things contribute to the advancement, such as the structure of the job, the line manager's responsibility, and flexibility, which enables employees to combine their obligations at home and work without jeopardising their chances for advancement.
The extent to which workers can have access to official and informal training and development to obtain the skills they need to advance and earn more is undoubtedly another crucial aspect of promoting progression.
To ensure that every employee is properly qualified for their position, to boost engagement and productivity, and to prepare them for any potential advancement chances, employers should offer training opportunities to every employee. especially line managers.

They must be aware of their crucial role in developing and advancing the members of their team through coaching and support.
Additionally, employers must clearly explain to workers any prospects for advancement and direct them to additional resources for developing their skills and knowledge outside of the office, such as the neighbourhood community college.

Workplace flexibility
Employers should work to enhance their practices for managing people in other areas, such as inclusion and diversity. This is demonstrated by the fact that there was no mention of attempts made by employers to increase their capacity for recruiting by taking action in this study to broaden diversity and inclusion. However, many job searchers stated that their preference was to work for an organisation that promoted diversity and inclusion. This implies that companies could aid in personnel attraction by putting more emphasis on this area. One way to attract a more diverse workforce is to make adjustments to how organisations reach out to and hire a larger range of individuals.
Flexible working arrangements are a crucial way for firms to recruit and, more crucially, keep a more diversified group of workers. In the focus groups for job searchers, especially among young people, the significance of flexible work was emphasised heavily.
Different flexible working arrangements particularly excite unemployed people. Employers intended to establish more flexible jobs and working conditions, but their aims did not line up. Along with being attractive to younger workers, more flexible work options are likely to be crucial for older workers, those who are responsible for caring for others, and those who have disabilities or chronic or changing health issues.

LOCAL LABOUR SKILLS ANALYSIS :
Skills supply 
The term "skills supply" relates to the availability of persons on the job market:
◆ Population (the total number of people in a location broken down by age, or the projected population growth such as births, deaths, and the working-age population)
◆ Participation rate (the percentage of 16 to 19-year-olds who are employed, enrolled in school, or otherwise pursuing education)
◆ Employment, unemployment, and economic inactivity rates (the percentage of persons in the labour force who are employed, unemployed, or otherwise not participating in the economy)



Skills demand 
The need for skills in the labour market is referred to as the "skills demand." 
◆ Economic output measured in terms of gross value added (GVA).
◆ Base Business: the total number of firms, their sizes, and survival rates in the chosen location.
◆ Employment Projections: forecast information on employment by industries and geographical areas based on assumptions.

Skills match/mismatch 
A skills mismatch occurs when there is a disagreement between supply and demand in the labour market:
◆ When an employee lacks the skills required for a job, there are skills gaps. 
◆ When there are shortages of certain skills, there are skills shortages.
◆ Employers who claim that their labour is underutilised and who anticipate future skill requirements to upgrade the skills of current employees.
Topic-Benefits of Labor and Survey Method
Introduction
Labour and survey methods are both important aspects of business that require careful consideration and analysis. Labour is defined as the working activity of people and their part-time or full-time efforts in a workplace. Labour can be done on a piece rate, hourly, daily and weekly basis and is the foundation of a business organization. Survey methods are utilized to gain insights into customer opinions and behaviours, allowing business organizations to make better decisions and enhance the customer experience (de Leeuw et al. 2018). 
The essay explores the benefits of labour well-being, the disadvantages of flexible labour markets and the various types of survey methods. Labour and surveys explore the relationships between labour, management and the state and investigate how various constituencies interact with and within the job market. Labour is an important resource for companies and understanding how to manage labour and survey methods effectively can benefit the company and its workers.
Major Benefits of Labour Well-Being
The focus of labour is on promoting a healthy work environment and preventing workers from being exploited. Labour organizations promote better industrial relations, improvement in general efficiency and income, high morale, development of a permanent workforce and improvement in mental and moral health.
� Better industrial relations mean that workers need to be consulted in the decision-making process of the company and have a voice in the formulation of company policy. This allows for greater accountability and a better understanding of the job market. This can lead to a higher level of productivity among employees and improved relations between management and employees.
� Improvement in general efficiency and income can be achieved by increasing the number of employees and creating a better job market. It can also be achieved by the provision of more training and learning opportunities to develop skills and qualifications which can improve individual performance. This can lead to an increase in wages and salary as well as improved working conditions.
� High morale amongst employees will create a good atmosphere in which employees feel valued and appreciated. This can lead to workers feeling more committed to their employer and remaining loyal to the company. This is beneficial to both the firm and employees in terms of increased job satisfaction and productivity (de Leeuw et al. 2018).
� A permanent workforce is important to ensure continuity of service and the stability of the job market. This helps to ensure that those employed are long-term employees who are knowledgeable about the company and the job market. This can reduce the cost of recruiting new employees and allow for continuity of work, which in turn can reduce costs for both the company and the employee.
� Finally, improvement in the mental and moral health of employees can have a positive effect on the job market. The quality of the working environment and the availability of social welfare policies can contribute to an improvement in staff morale, which in turn can result in an increase in productivity and improved job satisfaction(Davidescu et al. 2020).
Disadvantages of Flexible Labour Markets
Despite the many benefits associated with the operation of a flexible labour market, there are also drawbacks associated with the system. 
� The main disadvantage is the lack of experience of young workers, particularly in manual and technical rules for short-term work, leaving them without the necessary skills and experience to handle more complex tasks.
� Hiring workers on a flexible basis led to lower productivity as the worker may not be familiar with the job and tasks they are assigned. This can lead to mistakes, delays and lower quality of work.
� Flexible labour markets also create greater job insecurity and stress for employees. Job insecurity can cause employees to feel anxious and overwhelmed which can lead to stress-related illnesses. Job instability and insecurity can also lead to an unstable financial situation for employees, making it difficult to plan for their future.
� Flexible labour markets can result in rising inequality, as employers can use contracts to hire low-paid workers rather than paying permanent employees a living wage. This can lead to lower quality work and higher turnover of staff, as well as a growing problem of poverty and under-employment (Adrian and Lydon 2019).

Types of Surveys
Surveys provide an effective way for businesses to obtain feedback from customers regarding their experiences and opinions about the services. Surveys enable organizations to identify customer wants and needs, leading to higher satisfaction and long-term loyalty. Different types of surveys available are- 
� Online Surveys are a popular choice for labour studies as they are fast and cost-effective. They are also generally easier to complete as participants do not need to leave their homes. 
� Paper surveys are most often used when a greater amount of detail is required. This involves the participant filling out a physical questionnaire which can then be entered into a database for analysis. The advantages of paper surveys are that the feedback is more reliable but the disadvantage is that it is more time-consuming (Anwar and Abdullah 2020).
� Telephone surveys provide a more personal survey experience as the researcher can interact with the participant. This can help gain a more in-depth understanding of how employees interact with the job market. However, this type of survey is more expensive and time-consuming.
� One-on-one interviews provide a more comprehensive response to questions as the researcher can ask follow-up questions to gain more in-depth information. This type of survey is valuable as it allows participants to provide detailed feedback and explanations. However, it is much more resource-intensive and the results can be harder to analyse.
Current Issues In IHRM
Ethical challenges in multinational corporations
Linked to the localisation versus standardisation dilemma, establishing and maintaining one overarching ethical code across various jurisdictions remains one of the key challenges of International HRM. 
We know organisations with strong ethical track records are viewed as desirable places to work (and increasingly so by millennial and Gem-Z generations). Promoting a global code of conduct and set of values is therefore an important strategy to attract and retain talent. 
However, there can often be conflicts between the ethics of the parent company in one country and the laws and practices of the host countries. For example, while western companies have stringent laws against the use of child labour, they might also have factories in countries overseas where this is permitted. 
.

The Evolution of Digital HRM 
Digital HR, including digital platforms, tools, and cloud-based technologies, is increasingly used to automate daily processes and acquire data to create predictive models for better strategic decision-making. 
While there are numerous benefits to the rise of digital HR, including increased productivity and efficiency, it can also pose several challenges to HR line managers who must engage with these systems, as well as the workers. 
Perhaps most obviously, increased automation raises the eventual likelihood of job losses for those in administrative roles. HR departments must therefore consider the role of technology in shaping the future of work and aim to upskill or retrain employees to avoid redundancies. 
 
Finally, international HR professionals must find a way to accurately measure HR metrics across different countries. After all, what may be understood as employee engagement in one culture could be entirely different in another. An ability to scrutinise and interpret data through varying cultural lenses is therefore highly important for those reporting through digital platforms.
Personnel Shortages
Businesses worldwide are still grappling with the global staff shortage with millions of vacancies left unfilled despite high unemployment levels. Although reasons for the shortage vary between geographies, many cite the changing expectations of would-be employees following the pandemic, along with country-specific policy changes. 
In the UK for example, resourcing teams are feeling the effects of Brexit as far fewer overseas workers are willing or able to travel to Britain due to the new immigration rules. 
The global skills shortage poses another headache for recruiters as employers increasingly struggle to find candidates with the expertise needed to meet the changing demands of the labour market. McKinsey’s recent global survey on future workforce needs revealing that 43% of companies have skills gaps now, with data analytics identified as the business area with the greatest need to address potential skill gaps. 
International HR professionals will therefore need to strategies new ways to both attract new talent with the requisite skills and to retrain and up-skill current employees to future-proof their business.

Cultural Differences Causes Career Misunderstandings
Ruzagirisa (2017) argues that cultural differences among staff personnel in 
organisations can increase competitive advantage or consequently interfere with the 
attainment of company goals. According to rules(2017), human resources 
managers in international contexts have not been able to effectively address cultural 
misunderstandings that are prevalent in the global business community. Since the 
success of global enterprises is dependent on the extent to which cultural distinctions 
are managed. 
workers on cultural adjustment. Differences in employees' ethnic background and 
nationality are identified to be major sources of cultural distinctions, thus necessitating 
the creation of an culture that embraces cultural dynamism (Adler and 
Long, 2014). and Chan (2013) affirm that global HRM continues to face the 
challenge of cross-cultural differences. Distinct from prior findings, and 
Chan (2013) note that cross-cultural difference also results in difficulties in cross-cultural communication as well as conflict among expatriates, indigenous workers and 
executives. and Chan (2013) conclude that it is fundamental for global 
human resource managers to look into the strategies that can be used to address the 
diverse characteristics possessed by individuals in high and low-context cultures.
Overcoming Current Problems
. Employee education, health, and safety instructions
It is possible to benefit the firm and its profile as a preferred employer by creating measurable and realistic performance goals for its employees in a work setting, as well.
The following are some of the advantages of working towards a goal:
Aligning employees’ work with the organisation’s short-term and long-term objectives. 
Creating a framework for evaluating employee performance and awarding bonuses. 
Increasing the level of commitment among staff in a work setting. 
To make these advantages a reality, goal setting at a place of work should take these concerns into account.
Promoting open communications, sharing greetings corporate culture
Many employees are reluctant to disagree with their company’s leadership and management out of fear of retribution. Many companies have a forced, “happy” culture that names “open communication” as a corporate value while managers actively and/or passively discourage dissenting opinions. 
.
Most organisations have room for improvement when it comes to encouraging open communication. Employees often struggle to open up and speak freely when communicating with their managers and some of the most common reasons why they feel this way :
managers never bother to ask for employees’ thoughts, views, and opinions.
managers not listening, responding, or taking any action based on employee input.
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The labour market in Iceland, 2000–2018 Due to strong labour force involvement, a lengthy workweek, and later retirement ages, Icelanders are known for their eagerness to work and high union density. The Icelandic labour market was put to the test during the Great Recession as a significant portion of workers saw their work hours and nominal incomes decline but unemployment increased less than anticipated. There has been a significant increase in the number of foreign employees in recent years, especially from Eastern Europe. Their labour force participation is equal to that of Icelanders, according to studies. .

Disadvantage • A growing proportion of the population—disproportionately

women—attends university school, while most recent employment growth has been in the blue-collar service sector, increasing the possibility of an education mismatch. • The strong economic expansion created a labour need that was filled by immigration, frequently utilising temporary work agencies, but this raised the possibility of social dumping.



Men and women—Not quite equal

Iceland is well-known for its commitment to gender equality and has topped the World Economic Forum's Global Gender Gap Index for 11 years running (2009–2019). The nation has occasionally made history in terms of the progress of women. The first woman to be democratically elected to the position of president was Vigdis Finnbogadóttir, who took office in 1980.

There is still a sizable gender salary disparity in Iceland, and the unadjusted gender wage gap is somewhat bigger than in other Nordic nations, although the country has had legislation ensuring equal pay for men and women for decades. The unadjusted gender wage gap decreased from

2000 to 2008, but from 2009 to 2016 it mostly remained steady. The social partners created and adopted a Gender Pay Standard in response to the ongoing salary discrepancy. Even while the payment standard does not assure equal pay, it should guarantee that gender is not taken into account in the assessment of jobs and salary determination. The Gender Pay Standard will become mandatory for all businesses with over 25 workers starting in 2018.
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