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  This rapport will discuss the difficulties that a fictional company based In London may encounter when recruiting new personnel or combating workforce fluidity and also finding the best HR practices and policies applicable in order for the company to maintain and grow its current position in a competitive field.
 From the most recent published data on the labour market the conclusion is that the UK has a tight  labour market; while the companies have increased the salaries they are still struggling to find fit employees to fill their vacancies ‘’as more and more people have entered work, businesses have found it harder to fill vacancies, and skills shortages are now clearly evident across all sectors’’ an article in the Reuters says while the most employers in the professional sector have a pessimistic view as a survey made buy cloud-based software company Salesforce.com where 54% of tech company surveyed are lucking to invest more in training new workforce .
While the number of female employees has risen drastically in the past years there are still more women to be recruited, the latest research published by the ONS (July 2019 ) shows that the percentage of women employment rate is 72%, compared with man’s 80.2% , while worldwide data shows that the biggest companies still experience issues when comes to the number for female workers explains the global business platform Statista:[image: ]
 Age is also a factor that has to be taken in consideration when it comes to the state of the labour market, Dr Aideen Young, Evidence Manager, at The Centre for Ageing Better says that by ’’2031, there will be a 25% increase in the number of people aged 65 to 79 and a 4% decline in the number aged 20 to 34’’. And beside that there is a new generation coming into workforce ‘’generation Z’’ which most research say that they have different expectations from the workplace than older generation
The political arena is predicted to have a serious impact on the UK labour market with Brexit deadline in 21 of October and with the recent election putting the conservative Boris Jonson in the Prime Minister position who is one of the biggest supporter of exiting the European Union without a deal concerns are that the companies which are based in the UK will no longer be attractive for the professionals from outside the country because of the worsening  conditions of acquiring residency where in case of no-deal Brexit people from EU,  EEA and Switzerland well be able to work in the country for three months and then apply for a visa for up to 36 months, without having guaranteed permanent settlement after this period an article published on CIPD ( 6 March 2019) explains.
The UK relies heavily on the foreign workers where the statistics published by Migrant observatory from the University of Oxford (published at 17.7.2019) show that in 2018, 17% of the workers in UK were borne abroad.
For the IT labour market in particular the prospects look even worst, the most recent labour market outlook from the CIPD(May 2019) found that ICT industry has the second hardest to fill vacancies in the market this is due to the high demand in skilled workers where half of the employers who are looking for professional personnel say that ‘’applicants do not have the required level of skills, qualifications or experience’’, the hardest to fill positions being intermediate or experience level (49%) because the applicants lack experience, academic or professional qualification, mid- level management (31%) and first level management (27%)   
The objective of the HR activity in this firm will be to ensure that the company’s policy is aligning with the current state of the labour market as well as with future projections of the labour market and implementing a strategy to ensure the wellbeing of the company and its employees.
According to Michael Armstrong ‘’HR strategies set out what the organization intends to do about its human resource management policies and practices and how they should be incorporated with the business strategy and each other.’’
Because of the highly competitive field in which the company is positioned, the fast pacing changings that occur in the IT arena, the state of the current labour market and the crucial role that the employees play in the growth of the company the most productive HR policies to implement will be High performance management and high commitment management; while an hard HR approach will drastically reduce the number of skilled creative and determined to do quality work applicants.
As examples of soft HR strategy approach the two most productive because of the probability of establishing a strong psychological contract with the company will be:  
 High performance management practices are described by Michael Armstrong as being ‘’work practices that invest in the skills and the abilities of the employees’’, this might consist in training and developing in new areas of expertise, rewarding highly performing employees, and establishing an incentive pay system.
High commitment management are as described in Armstrong’s handbook of Human Resources a set of practices that allows employee’s access to information and giving them a say in the decisional factor of the company, by doing this their involvement will increase and subsequently their performance.     
According to Armstrong the recruitment process is about finding and approaching the people that the company needs, describing recruitment and selection as a four stage process as follows: first stage being defining requirements in which the job description and the person specifications are established, followed by planning of recruitment campaigns, third stage being attracting candidates by reviewing and evaluating different sources of applicants from inside and outside of the company and the final process would be selecting the most suitable candidate for the position by interview or further testing.        
The need for a recruitment strategy is necessary in order to find the most suitable applicants from the internal and external markets, make sure that the recruitment process takes in account diversity laws and policies, establishing the best fit pool of candidates, ensure a fair process of recruiting and finding the best way to attract candidates.
Expanding the recruitment area will give the possibility to toughen the selection process, having the opportunity to choose from different labour markets is safe to assume that a bigger number of applicants with more experience and more complete set of skills will be available for recruitment.
 Choosing the right way of selecting candidates is one of the most important stage of recruiting the fittest candidate for the position because each method (like interview, tests, self-assessments) have their advantages and disadvantages, the best method or combination of methods should be chosen to reduce subjectivity, be cost effective and take in account as many of the candidate’s skills and disadvantages.
For the recruitment processes is advised to take in consideration candidates  who are not located in the same area as the company and establishing a way to work with people from other countries.
Two ways to expand the recruitment geographical area are freelancing and offshoring activities, with the constant improvement of communication technology working with people from other geographical areas is easier than ever as the following map published by the Oxford Internet Institute shows the availability of the online workers by region:[image: ]
 Department for Business, Energy and Industrial Strategy has February 2018 that 4.4% of the UK’s population have worked in the previous 12 months in the gig economy, freelancing is a good way to reduce training costs, pay people for the exact amount of work they provide, reduce salary costs in times when there are not many opportunities to do business, but the big disadvantage is that there is reduced control over the freelancer and the work that he/she provides. Offshoring is a way into labour markets where the candidates with the sets of skills that the company demands are more abundant.
 In order to find the best candidates for the company the recruitment process should focus on making a fair selection of the candidates by taking in consideration the applicants who are traditionally overlooked or discriminated against because of their gender, sexual orientation, race, age, religion disabilities, or cultural and economic background; and also have an ethical approach when it comes to advertising and presenting the positions desired to fill and theirs requirements with an honest and truthful message.
 Relatively soon a new type of worker is going to be present in the labour market the so called Generation Z which are the people born between years 19995 and 2010 they will have different expectations from the workplace, in a study published in 2015 the ManpowerGroup says that by 2020 generation z would make 24% of the global labour market 35% millennial and 35% generation x and 6% baby boomers so making the workplace a space suitable for the requirements of generation z is beneficial for the business. The research on generation z as made by American business television CNBC (August 2016) shows that generation z desire flexibility and office jobs more than healthcare from work; they rely heavily on technology and social media but prefer face to face communication, expect to work in different countries during their careers, expect regular feedback from their superiors instead of annual reports.
 According to Armstrong in order to formulate a retention strategy there needs to be conducted risk of leaving analysis and analyse the reason of leaving but also accept the fact that the workers leaving might not have anything to do to the company’s policies but the nature of the market.
The solution to the tight labour market can be expanding the resourcing area from the local market to the national or international markets; this can be managed with flexible working arrangements such as flexitime, compressed hours, annual hours, working from home on a regular basis, mobile working or commissioned outcome. 
The first step in the recruitment process is making sure that the vacancy exists taking in consideration reorganising the work schedule, outsourcing using other companies to do the work or freelancers and automation, with the rise of AI the computers are more and more capable to perform work that in the past only humans could do and to do it faster and more precise.
   After making sure there is a vacancy the next step is formulating the requirements with job description and person specification.
 After knowing what the company is looking for the next step is advertising the job vacancy and the recommended ways of advertising are social media, social networking websites and freelancing websites (this will give the possibility to reach an international pool of candidates in short time while being cost effective); hiring an recruitment agency and recruiting websites this will allow the company to have access to the agency or website’s database of candidates; TV and newspaper advertising will give the possibility to reach people that are not using the internet so often like older people and women with children; referrals offering incentives to employees who recommend or facilitate  employing people who they are acquainted to, this prospect can be biased and highly subjective but often candidates have higher confidence in companies recommended to them; internal promotions, is a way to reward the loyalty of employing working also as a retention factor and also the company have enough information on the candidates to have a certain degree of confidence that the candidate will fill the position; cross training and up skilling, this process will also work as a retention factor and can be included in a reward system also giving the company the possibility of keeping good employees when their skills or their become irrelevant or don’t bring enough value to the company; partnerships with universities and job fairs are ways of attracting young people to work with the company through internships and apprentice this will give the company the possibility of testing the candidates for a period of time and see if they will be fit to become a part of it at the end of the program.
 After choosing the best fit pool of candidates making sure that there are no biases or ethical concerns about the process, the final process is giving information with the chosen candidates to the respective managers to interview and test the candidates making sure that their process of selection has no ethical or biases concerns.         
Due to the current issues the company is facing in relation with the employees retention and the difficulty to find suitable candidates the following structure is recommended:
 The HR approach should be a soft HR approach centred towards the needs of the employees given the importance of their contribution to the company’s wellbeing this means creating a comfortable working space by implementing anti-bulling and anti-discrimination policies, offering flexible hours this will make the company more attractive especially to women whit children there it has been found by CIPD in its megatrends report from January 2019 that in 2017 31% of women were having flexible hours agreement with their employers, employees with more than one job, students, and millennial and generation z employees (Menpowergroup study); a practice that helps to save resources if the flexi hours policy is implemented is hot disking, the practice off assigning certain office spaces to certain employees based on a rota or a schedule system and will reduce the cost of contracting future project base and annual hours employees. Work from home practice is where the employees are not required to be present at the company’s headquarters in order to contribute to its workload, being allowed to work from anywhere else as long as they provide evidence of their progress and the evidence shows that working from home is an increasing trend in the UK from 2002 when 4.4% of people were working from home to 2017 when the number raised to 5.6%. In order to maximise employee retention a bonus scheme should be put in place, preferably at the successful completion of a project and also to reduce the work pressure 80/20 rule where employees will be allocate 20 of their working day to work on chosen projects in relation with the company’s activity will be beneficial.
Freelancing part of the workload is a productive way to reduce costs with office space and reduce the company’s responsibilities towards employees and to collaborate with professionals that otherwise would not be available.  
 In order to correctly assess employees and their performance at work a competency framework should be established.
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