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Abstract:
The basic objective of this study is to present and examine environmental factors affecting human resource activities, was prepared by Canadian Center of Science and Education, International Journal of Business and Management; Vol. 9, No. 11; 201. Plus various sources which are given at the last of the part of this assignment. With the completion of assignment we will be able to finalize the various aspects of external factors that affect the people resourcing strategies. 
External factors are things from outside an organization that directly or indirectly influences it. Sometimes, these external factors are outside of the control of organization. These influences include the social and cultural, technological, economic, and political and legal environments. Thus, external factors are significantly associated with people working strategies which always should be considered.


INTRODUCTION
Simply, Human Resource Management can be described as the process of controlling or dealing with the people of an organization .Human resources proceeds towards manpower .It helps the manager to consider the people as an important resource. It is the approach through which a company can utilize the manpower not only for the benefits of the organization but for the growth, development and self-satisfaction of the concerned people. Thus, HRM is a system that concentrates on human resources development on one hand and effective management of people on the other hand so that people will enjoy human dignity in their employment.
Benefits of HR managers in organizations:

· Strategy management: This is an vital feature of any organization and plays a important role in human resource management. HR managers effectively deals with the  strategies to ensure the organization reaches its business objectives, as well as contributing significantly to the decision-making process.

· Conflict management: The department to go to when any kind of professional conflict arises between employees is HR. They ensure that issues and conflicts are resolved effectively, approaching the problem with an unbiased attitude and encouraging effective communication to reach a solution. 


· Maintaining a healthy work culture: A healthy work culture is pivotal in uplifting the best in employees. HR managers contribute significantly in making up a good and friendly work environment , which further translates into better productivity among employees in an organization

Some of the external factors affecting the people resourcing strategies are discussed below:
1. Social & Cultural Environment:
The social and cultural environment in which an organization establish will have an basic influence on human resource management (HRM). The cultural and social environment includes such things ethics, beliefs, education and legal structure towards work and employee motivations. For example, bonus may be highly given recognized in some cultures, while a greater work-life balance is given much more priority in other cultures. HRM must evaluate these cultural factors and match motivators accordingly. However, if work-life balance is more important, a bounteous vacation and paid leave package may be more motivating.
A few examples of societal pressures are as follows:
i. When the firm is operating in an area where large scale unemployment is there, it cannot afford to hire only qualified employees. The firm has to compromise by hiring people who are capable of being trained.
ii. If the expectations or the tall claims made by the firm are not met, the fate of the firm is automatically sealed.
Cultural factors affect the HR functions in the following ways:
i. Culture creates different types of people who become members of an organization. Culture trains people along particular lines tending to put a personality stamp on them. HR managers have to deal with people keeping in mind their cultural values.
ii. The attitudes of the workers toward work are the result of their cultural background. In some cultures people are dedicated towards their work, whereas in some cultures people have a deep apathy towards work.


2. Technology:
Technology possesses various opportunities and challenges for human resource management professionals.. Current employees may need or asked to be retrained or released if their skills are no longer relevant to organizational needs. This can be regarded as external factors because due to the technology and organization focuses more on downsizing the work in order to save the money.Nowadays, a job that was done  by various persons before can be done by single person due to the use of technology. Technology is reshaping the way we do business and not just from a consumer viewpoint, but from an cost effective way. New technologies normally forces people to know a new set of skills altogether or to upgrade their existing skills and knowledge. Moreover, there will be increasing demand for workers with more practical training and skills especially in fields like telecommunications, biotechnology etc.
However, technology will lead to separation of workers, since job opportunities will reduce along with opportunities for socialization on the job. Skilled and Unskilled workers who works in various industries and factories will become lost as organizations will start using lighter, faster, stronger and more intelligent robots in the years ahead.
3. Economic Environment and Political-Legal Environment
Economic conditions are major external factors that is pretty much outside of the control of HRM but which can have a vast impact on the organization Huge economic factor is the unemployment rate, which affects the market rate for wages and salaries.
Globalization also has a exaggerate effect on HRM. It creates a more competitive environment requiring increases in productivity and more efficient employees. This means that department must do their best in selecting and recruiting employees in order to increase the productivity of an organization. According to the current scenario most of the people in the workplace left their job or move to next job due to different consequences they need to bear .They left their job due to lack of facilities from the organizations or due to lack of incentives, bonus promotion and many more.

The Political-legal environment covers certain rules and regulation enacted by the company in order to achieve the goals and objectives. With the establishment of and organizations, HR Managers as well as employees tends to stay within the various rules and police of an company. This types of regulation might affect every aspects of an Department of an organization.
 HR managers have to make sure about the legislations and basic rules, policies enacted by the governments at the center and the states. No any individuals working in any post whether (senior level or junior level) can go against the basic rules and regulations of the company. The Political and Legal environment are important because it helps every employees of and organization to protect from exploitation and illegal factors plus to retain higher economic growth. Thus in addition to the more general laws of contract and commerce, product has to conform to safety laws, patents protect innovation. Thus, Political and Legal environment highly affect the people resourcing strategies.

Conclusion:
Therefore, the assignment has discussed the various external factors that affect the people resourcing strategies above. Due to this various factors individuals can easily identify their work opportunities and can compete in the market and achieve their target .A HR Managers can address the basic threats before any significant problem arises for their company and align strategic plan to meet demands in the changing workplace. Thus, due to the enacted various rules and regulations organizations and individuals both can maintain a stronger chain of network in the market. 


CASE STUDY

INTRODUCTION
Resourcing strategy makes sure that the organization obtains and retains the individual it needs and employs them accurately. The aim of resourcing strategy is to find the most suitable employees the organization needs, with the suitable qualities, experience, knowledge, capabilities and potential for future training and development.
People resourcing is not just about recruitment and selection of an employee’s but also the working performance of employees. It mainly focuses on various means available to meet the organizations need for certain skills and behaviours. A strategy helps to ensure the organization has the qualified people it required and may start with recruitment and selection but also helps to expand into learning and development to enhance potential and skills and modify behaviors and succession planning. Performance management processes can be used to identify development needs and motivate people to make the most effective use of their abilities. The aim should be to develop a strengthen the bundle of strategies along these lines. The main purpose of this strategy is to ensure that an organization achieves competitive advantage by employing more capable people than its rivals and achieve advantage over competitors by offering a greater consumer value. This strategy also investigates to keep them by giving them better opportunities incentives than others and by developing a real organizational culture.
The objective of strategic resourcing:
Strategic resourcing aims to ensure that the organization has the people it needs to achieve its business goals. Like strategic HRM, strategic resourcing is essentially about the integration of business and employee resourcing strategies so that the latter contribute to the achievement of the former.
The concept that the strategic capability of a firm depends on its resource capability in the shape of people provides the rationale for strategic resourcing. The objective is therefore to ensure that a firm achieves competitive advantage by recruiting, retaining and developing more capable people than its rivals. The organization attracts such people by being ‘the employer of choice’. It retains them by providing better opportunities, rewards and conditions of employment than others and by developing a positive psychological contract which increases engagement and commitment and creates mutual trust. Furthermore, the organization deploys its people in ways that maximize the added value they supply and develops their talents and skills. However there’s a company PQRS LTD details given in case study as below:



per the details provided in case study of PQRS LTD. 
It’s a software company located in a Scottish city having 250 people as employee, and are of different faculties such as three-quarter of them are computer programmers and rest of them are salespeople, administrators and managers. And there’s a heavy competitions for the services of IT people, Due to which company had increased their salary by 40% over the past five years and there’s a mercantile opportunities for those programmers who wish to operate on a correspondent basis too.
Employees are leaving the company to take up others jobs and some of them have joined local competitor and two of them also had taken up highly paid post in Chicago. Overall the records of turnover by staff of PQRS over the past few years have doubled to 45%. And staffs are making their mentality to join larger companies where there are greater prospects for developing management skills. Due to which company facing lack of experienced and skilled programmer as well as other staffs. Also company facing software turnover by clients that had already been sold and major changes in the relationship between programmer has been created.. As a result the market values and their products are decreasing in market day by day and trust relations between the company and the clients is in risk.
However, the company is taking actions to encourage the staffs to stay loyal towards the company by increasing their salary by 15% and taking some legal actions to discourage leavers with two of the former employee for recreation of funds that the firm declared to have invested in their training phase.
There are human resources applications with great consequences over the performance of the organization. We can say that they focus the strategic role that people have over the efficiency of the company:
1. Attracting, developing and retaining high-quality people resourcing strategy: The recognizition of those factors that helps to attract individuals to the organization and those that put them off an account for an understanding of the organization’s opportunity and threats as an employer, in relations with other employers from the activity sector. A HR Manager needs to thinks about the team point of view. He/She needs to understand every perspective of an individual working in an organization. So, all of them feel that they are being treated equally and fairly. As we see in above case study 45% of staff turnover has doubled and many more leaving their jobs which has serious consequences for PQRS Company.  Employee retention provides supports for overall productivity of an organization. .

2. Continuous Staff Training and development: Training and development strategies designed to improve all aspects of business performance must involve all staff. It helps employees to understand the missions, goals, structure and achievements of an workplace. Many organizations take the view that training and development is an significant feature of successful business and that part of the employment contract is a dedication to train and to be trained. Successful training strategies integrate organizational necessity with personal and professional needs.

3. Flexibility in the workplace: It means to allows the employees and employers various sort of arrangements about working environments that suits them. Employees need to be provided comfortable working environment so that they can make a work life balance better and can continuously work for a longer period which directly or indirectly supports the overall productivity and efficiency of an organizations. Therefore, highly employee turnover problems will be reduced due to the suitable working environment given to every employee in an organization.




CONCLUSION
Different factors which are discussed above will be highly  influenced by the sort of activity and the type of business strategy embrace by the organization. These factors will be strongly determined by the type of business strategies adopted by the organization.Various social and cultural factors have resulted or could resulted major change to people resourcing strategies. As we know that the cultural and social environment includes such things as work ethic, attitude towards work and employee motivations .If the company hire the individuals based on cultural beliefs and shared values then it leads  employees dedication towards work and supports the overall company’s productivity  and we can assert that culture fit is the most important aspect of retaining great employees above anything else, This factors drives towards teamwork and thus leads to the company’s productivity.
Likewise, various incentives and bonus plays the vital role to the people resourcing strategies. If the employees are given various incentives and bonus then they are highly drives towards their works which result the productivity of an organization. Similarly, Promotions also leads towards motivation, job commitment and job engagement. Giving them basic bonus ,tips and promotions they will highly dedicated towards their work and the employees turnover rate will also be highly declined in the workplace.
.
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