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                                         Assessment 1
                      ASSESSMENT TASK DESCRIPTION 
Critically analyse current and predicted changes in the external environment as they relate to people resourcing strategies. 
In the context of a specific workplace with which you are familiar, assess and evaluate how these changes have resulted/could result in changes to people resourcing strategies
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1.0 Introduction
The overall aim of human resource management is to make sure that the organization maximises productivity by optimising the effectiveness of its employees to achieve success. HRM systems can be a source of organizational opportunity that enables companies to learn and take advantage of new opportunities. Ulrich and Lake (1990). HRM therefore puts in effort to acquire the right personnel in organizations through what is known as people resourcing. 
[bookmark: _Toc37691976]1.2 People resourcing strategies
 The main aim of people resourcing strategy is to ensure is to enable companies to gain competitive advantage by employing more capable workforce than their competitors. Armstrong (2014). These workers will possess broad and deeper range of skills, and act in ways that maximize their contribution. The organization attracts such people by being an employer of choice. companies retain workers by offering better job prospects and rewards than its competitors, and by developing a positive contract which increases commitment and creates trust within the organization. All this is achieved with the help of resourcing strategies such as workforce planning and recruitment and selection.
[bookmark: _Toc37691977] 1.2.1 Workforce planning
Workforce planning as defined by the CIPD (2010a) may be a core process of  HRM shaped by the organizational strategy and ensures that the proper number of individuals, with the right skills are in the proper place at the right time to deliver short- and long-term objectives.
 Reilly (2003), also defined workforce planning as A process during which a company attempts to estimate the demand for labour and evaluate the dimensions, nature and sources of supply which will be required to meet the demand
[bookmark: _Toc37691978]1.2.2 Recruitment and selection
Organizations need to discover better opportunities and means to efficiently carry out their activities if they are to maintain their positions in the current markets. This can be done by means of outsourcing, (the recruitment and selection process). Recruitment is the process of finding and engaging the perfect workforce needed by an organization. On the other hand, Selection is that part of the recruitment process which considers the people who applied for jobs and decides who to be appointed to jobs. Armstrong (2014). A good recruitment is important for all companies because effective resourcing is not only about taking care of a vacant post but also an impact on the future success of the business.
Though companies or organization make use of the various resourcing strategies, changes in the external environment affect the way organizations operate. 
[bookmark: _Toc37691979]2.0 External environmental changes
The external environment is a combination of all the outside forces that affect the way companies or organizations operate and the organizations must act to keep up its flow of operations. The elements that affect the external environment of organizations include economic, sociocultural, political, legal, technical, and environmental considerations.
[bookmark: _Toc37691980]2.1 Socio-cultural
According to reports from the Guardians Newspaper (2019) and the Mirror Newspaper (2019), Gender pay gap reporting shows that Women’s salaries drop by 8% in their 50s while men’s drop by 4% the analysis, based on data from the Office for National Statistics (ONS) also revealed. The gap falls sharply over the next decade but continues at 27.6% to retirement age. This also includes hindrances to progression in organisations for women, lack of senior role models and flexible working. Hill (2019). Racial background can affect both access to work and the opportunities received for progression (CIPD 2017a). workplace discrimination exists consciously and unconscious and this affects minority groups (Jones et al 2017, Talaska et al 2008). In the UK, there are numerous Acts and Regulations, which formed the basis of anti-discrimination law  such as the  Equal Pay Act 1970, the Sex Discrimination Act 1975, the Race Relations Act 1976, the Disability Discrimination Act 1995 protecting discrimination in employment on grounds of religion or belief, sexual orientation and age. These laws have now been replaced with the Equality Act 2010 and it protects people from discrimination in the employment and the society at large. 
In this light, companies have a key role to play in fighting inequality by promoting diversity and creating inclusive workplace cultures. Organizations with inclusive mindsets enables every individual, not taking into account their identity, background and conditions to excel at work and have equal opportunity to jobs that positively benefit them.  
Also, as many European Union (EU) workers are leaving the UK, there is a drastic fall in net migration which is not favourable for organizations because international employees tend to come with new ideas, new management techniques and a wealth of knowledge about foreign markets which help to increase productivity. As such, experts are calling on employers to consider their future workforce as labour markets becomes tightening making it difficult for employers to find suitable candidates.  
[bookmark: _Toc37691981]2.2 Legal changes 
This has to do with laws that have been put in place to regulate relationships between employers and employees and to guide what employers can expect from employees, what employers can ask employees to do, and employees rights at work.
Typical examples of such laws include;
[bookmark: _Toc37691982]2.2.1 New right to a written statement of terms
The new law which will come into effect from 6 April 2020 states that, all new employees and workers will have the right to a statement of written particulars from their first day of employment. Additional information will have to be included as part of the extended right.
Given the new obligation is to provide particulars on day one, employers should begin preparation of the revised statement of particulars during the recruitment stage ensuring that these include every element of the new requirement. Employers will need to consider who might qualify as a worker, issuing contracts of employment only to employees and using a separate template when issuing particulars for workers. 
[bookmark: _Toc37691983]2.2.2 New parental bereavement law
The Parental Bereavement (Leave and Pay) Act 2018 which is expected to come into force in April 2020 states that bereaved parents will have the right to two weeks of leave following the loss of child under the age of 18, or a stillbirth after 24 weeks of pregnancy.
With this law, bereaved parents will be entitled to take their leave in one two-week block or in two separate blocks of one week. The leave must be taken before the end of a period of at least 56 days beginning with the date of the child’s death.
Changes in the environment can bring about improved human resource functions in terms of workforce planning, recruitment and selection, educating, training and performance appraisal.
[bookmark: _Toc37691984]3.0 The labour market
Technological development has shaped the way the labour market now operates. As such, there is flexibility in the way people now find and switch between jobs thereby leaving the traditional methods of employment. This has resulted in a tightening labour market.


The level of wages and salaries represents the balance between demand and supply in the labour market. When the demand for labour becomes high compared to supply, earnings will increase, thereby raising the cost of hiring workers which in effect will cause human resource demand to decrease, loosening upward wage pressures. When, on the other hand the supply is higher compared to demand, job costs will fall. 
The labour market is said to be tight when the demand for workers are relatively high. Unemployment will be low and there will be many unfilled job vacancies. CIPD (2015)
With unemployment so low and wages moving up, workers now have more bargaining power. This leads to increase in wages to keep workers or stop them from trading their current jobs for a higher paying one. 
In such instances, business leaders or companies need to think more carefully about how they manage people and to improve the terms and conditions for their workers. With the evolution in the workforce many employees prefer flexible working conditions to increase in payment.
 Gender discrimination in the hiring practices in companies with more opportunities given to male applicants puts more pressure on the labour market as the amount of potential skilled workers to take up jobs will be limited causing organizations to increase wages so as to get the best workers available.
[bookmark: _Toc37691985]3.1 Effects of labour market on PQRS Ltd
The tightening nature of the labour has serious negative impact on PQRS Ltd. QPRS Ltd is a computer software company with offices located in a Scottish city. QPRS Ltd produces and maintain specialist computer software for motor trade. The company has been established for over 20 years with 250 employees, of which three-quarters are computer programmers, the rest of which are managers, administrators and salespeople.
Due to the tightening nature of the labour market, staff turnover has doubled to 45% for the company. It has also loosed its most effective programmers to other competitors and high pay companies as such the continuity in client-programmer relationship has been lost.
As a way encouraging workers not to leave, the company raised workers wage by 15%. It also launched a legal action to recover funds invested in training for two former employees. All the measures to stop workers leaving was not successful as increase in wages still did not meet the standards of the labour market, and even adverts on newspapers and social media failed to provide genuine applicants.  
Understanding a worker’s decision to supply labour to the market and the factors that motivate a worker to participate in or refrain from the workforce is crucial information for an organization to know in order to effectively manage its workforce.  Most companies seem to enjoy ability to draw in and retain top talent thus build effective workforce even in difficult times. Even Companies considered top employers sometimes struggle to employ for a niche role or find an employ with the best suitable skills. As such, companies need to build a strong reputation in order to attract the desired workforce and communicate this brand values clearly. This will help attract employees you want in for your workforce including the ones who naturally want to work for you. This can be achieved by communicating the great initiatives and incentives your organization is offering to staff and what makes you stand out from competitors using social media, the company’s website and other important media sites and internal communications. This is because Most job seekers consider employer’s brand when applying for jobs and will spend time researching what it takes to work for an organization.
organisations who accept a more structured approach to recognise the skills and experience their workforce can put up achieve improved productivity by accurately matching skills with the roles or functions that workers need to perform. A skill audit through self-assessed learning diagnostics and regular development discussions can help companies identify and make better use of skills their employees can offer particularly in areas of the technology where such skills are in high demand.
Though wage increase is one method used to make recruitment offers attractive, there are other things employers can look to in terms of non-financial benefits as part of their offer such as  career progression and opportunities, provide flexible working conditions Provision of flexible conditions especially in  times of high demand and without corresponding supply. Bonuses due to performance or increase in wages for some key employees can also be use as means to keep employees by companies. Giving recognition, praise and frequent feedback to motivate employees, providing continuation and adopting more formal development initiatives can be a solution to some of the reasons many employees leave their organizations. Employers should be ready to take a comprehensive view on skills that can be transferred and not only look for employees with like-for-like skills and experience but also those with future  ability to grow and adapt with the changing requirements of the organization as this would cut down the need for companies to face the difficulties of trying to  replace rapidly changing skill sets.

4.0 Conclusion 
With the tightening nature of the labour market recruiters or organizations need to be focus especially when it comes to enhancing productivity and addressing future skills need. Companies also need to sport the areas that needs improvements as well as areas where greater use for employees’ skills and technology can be made. Using other forms of incentives such as  non-financial benefits, not only enhance a company’s image but also enable the company to develop inclusive recruitment which will not  only take care of their current recruitment issues but also make sure the company becomes more attractive to other job seekers in the future. The provision of flexible working conditions and prospective progression of career and opportunities will also enable companies to be able to employ and keep the workforce and skills they require. 
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