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This report aims to analyse and evaluate the role of the HR in order to add value on PTP Soda Company. It demonstrates the skills and behaviours appropriate to a self-managing and self-critical HR professional. Also the report includes the introduction of the soda company, Rationale, Literature Review, best approach for the Company and Recommendations. In future, after employing the highly skilled candidates, a review of the process is essential. In other words, it would be good to review the outcomes, productivity and benefits from employing such highly skilled candidates. In case if it proves that the productivity is higher than advertise for new candidates. Otherwise, review the process and roles and suggest improvements.















Introduction

PTP is a soda company which produces thousands of products per year. The company exports its products worldwide and has a turnover worth millions of pounds. Recently, the company has started to think about new technologies for marketing and production and therefore started to advertise for jobs relevant to such activities. However, it has been observed that there is a lack of interest in the business and that highly skilled candidates are rarely interested in jobs at PTP (ScienceDirect, 2019). Despite the fact that the company is growing, it is not considered the employer of choice for many candidates for several reasons. The current report will investigate the reasons behind such deficiency and the way forward for the company to become the employer of choice for highly skilled people. There will be a discussion of many strategical aspects that will be explored and recommended to the company.


Rationale

The current situation of PTP soda drinks requires a higher consideration due to the fact that the brand is becoming unable to attract the highly skilled workers to its business. This has caused a lack of skilled workers in the various fields of engineering and production as well as in the department of research and innovation. This has led to a significant reduction in the level of competition in the market as well as a substantial drop in the quality levels and innovative products to maintain its sustainability in the market. Moreover, there is the need for new technologies to be adopted such as business intelligence and advanced technologies to increase the production while reducing the costs. This requires highly skilled people in certain areas to be considered for the business which is very challenging.  In order to attract highly skilled people or professionals, there should be reasons for such professionals to leave their current positions. For instance, attractive job offers and negotiating compensation for leaving their current roles might be options to consider (Ferguson, 2008). Moreover, the working environment should be very convenient such as salary scales, promotions, family friendly policies, teamwork, sick leave, holidays, maternity and paternity leave as well as flexibility at work in terms of working hours to help individuals with their own circumstances (Dex, 2002). It is a challenge for PTP soda drinks to consider one of two options: (1)  to pay more to attract the highly skilled professionals in an effort to maintain a high share in the market, high level of competition, product development and business survival, (2) to save the money by not recruiting any professionals but with the risk of making no significant profits, no advancement in production, no innovation and possibly diminish in future if it does not cope with the developing technologies (Healy, 2011). Nowadays, technology is dominating mostly all parts of life including social, commercial and communication that is why any business should be adopting new technologies that require highly skilled professionals. For instance, marketing should now rely on technology in order to target as many customers as possible. Moreover, feedback from customers as well as quick response requires technologies that ensure that the customer is satisfied (Alghamdi, 2014). For all of the above reasons, it is justifiable to consider new policies to attract highly skilled professionals in an effort to maintain its power in the market and open new markets worldwide in future.

Literature Review

Generally, consumers seek suitable products and choose brands that best meet their needs and preferences. Similarly, employees tend to behave in a similar manner when it comes to finding a suitable employer. In this context, employees can develop closer relationships with employers in the same manner as when consumers do with certain product brands. In other words, when companies advertise for jobs, applicants prefer those companies which are considered as ideal employers.  At the same time, the product brands are considered a critical source for business sustainability and competitiveness. This means that employees are considered an integral part of the business efforts to develop strong brands in the market (Bellou, 2015). When it comes to this topic it is important define the ‘employer branding’ and the strategy of a business to attract highly skilled workers. The employer branding is the representation of a business to the external employees and the ability of the business to emotionally affect employees to choose the relevant business. This also brings the phenomenon of ‘employer of choice’ which refers to the choice of a preferred employer when compared to others in the market. This will reflect on the loyalty of employees to that employer and therefore the benefit to both parties in the business. In addition, the employer of choice has several attractive benefits such as being a prestigious employer, a good working place, a good organisational image and a high wellbeing environment for employees. Moreover, the employer of choice provides clear opportunities, long-term career progression, reward packages, training and development opportunities and fulfils promises and obligations towards employees. In addition to the above, the employer of choice might provide high salaries, bonus systems and flexible work schedule. Moreover, it provides a strong supportive corporate culture, teamwork, evaluation of the work and fair practices (Aboul-Ela, 2016).
On the other hand, other branding techniques started to emerge such as the corporate social responsibility (CSR) of the business (Stuss, 2018). The CSR is the responsibility of an organisation or a business towards the society and the environment. This means that decisions within an organisation should be ethical such that they take into consideration the impact on the society and the environment. In other words, the business should integrate the social, environmental and economic concerns into the values of the business, culture and decision making (Hohnen, 2007). There is a growing number of companies worldwide who started to adopt the idea of CSR in their cultures. This means that the strategies and policies should ensure that CSR is considered in all aspects of the business. Some businesses consider CSR as a challenge, but others consider it as an opportunity and a way for innovation. This requires the CSR to become a culture rather than an enforcement. This also requires training and motivation to make the change (Petrini & Pozzebon, 2010). It has been observed that the principle of CSR business has started to attract talented professionals into businesses. In other words, this has now become an employer branding approach to attract such employees and improve the image of being the employer of choice. For instance, Coca Cola has re-gained trust from consumers in India after several troubles between 2003 and 2012 by adopting the principles of CSR. The company has established him Coca-Cola India Foundation which works with the community and the NGOs to address any local problems. Moreover, the company launched various water projects to address water scarcity through collecting water in 17 states in India (Kumar, 2019). In 2012, it has been revealed that Coca Cola has achieved a full balance between groundwater used in beverage production and that allocated for nature and the community (Social_Coca_Cola, 2012).
In addition to the above, a family friendly policy and flexible working patterns are necessary in any working place. It has been reported that around 83% of employers offering flexible working hours have noticed an increase in productivity. In general, employees appreciate the ability to work flexibly in particular with families and this is an important factor for some employees to stay with their current employers. In a UK study on employees within HSBC, it has been found that 89% of employees think that flexible working patterns reflect on their high productivity. The flexibility at work also includes maternity leave and pay to help mothers to take care of their family commitments while being employed. Moreover, a sabbatical leave is also another option which include an agreed period of leave from work which can range from months to a year.  These are unpaid, however, it is guaranteed that the employee will come back to their old job once the leave is over. The flexible working patterns include flexible place (working from home or from a different office, etc.), flexible time (compressed week, early start, early leave, etc.) and flexible amount (part time, job share, etc.). These schemes are very helpful for employers who are keen to keep their employees and get the highest possible productivity from them. This means that it is helpful for both parties and will therefore ensure the sustainability of the business and employment (Work_Strategies, 2018).
The Best Approach for the Company

As the situation stands, PTP Company should take active steps in order to become the employer of choice and to attract the highly skilled workers into business. In this regard, high salaries, job security, flexibility and the social side are the most important factors that lead a business to become an employer of choice (Wilczynska, 2016). The high salaries are very attractive in particular if they contain other allowances such as covering the cost of an accommodation, schools for children, medical insurance and yearly travel tickets. Any employee would prefer to work for someone who appreciate their needs and help to support these. Moreover, any employee will prefer to work for someone who takes care of the family commitments and expenses as well as keeping them in touch with their extended families through travels and yearly visits.  The inclusion of good level of teaching for children as well as health insurance to cover any future health problems also mean that the named job will provide a high level of life standard as well as education. In addition to the above, the job security is a very important aspect, and this means that the job should be named as ‘permanent’ rather than ‘fixed term’, ‘temporary’ or ‘sessional’ (Russel_Cooke, 2019). Moreover, the ‘probation’ period should be kept to a minimum such that the new employees feel secured in their jobs (AIG, 2018). In other words, it is more complicated to convince someone to move a new role which is not secured. The new employees should be assured that leaving their old job will guarantee them a permanent position in the new place. This is something very essential that has to be considered. It has also been discussed that the flexibility at work is very important in particular for employees who have families. The flexibility at work will mean that the employees will have the chance to focus on their families as well as their own job. This aspect is very crucial as it helps individuals to become relaxed about their working patterns while bringing up their families (Flexibility_Work, 2019). In other words, if employees feel that they cannot fulfil the family requirements, they will always be stressed and unhappy and therefore their productivity at work will be minimal. In other words, promoting work flexibility will increase productivity and make employees happy and therefore improve their loyalty to their employers. In terms of the social responsibility, a wide range of employees consider this part as an essential aspect based on which they can decide on whether or not a certain employer is the employer of choice. For instance, employees will feel guilty to work for a firm which pollutes the environment. In general, pollution is something that might be a by-product of a certain industry that is unavoidable. Some employers would normally take action in an effort to reduce the pollution levels while others will just ignore it and carry on as usual. Employees will take such an aspect into consideration and they will consider the former when compared to the latter. In other words, employees will feel responsible about the pollution or damage that is being caused to the environment (CSR_Benefits, 2017). Another example is where employees refuse to work for a firm which manufactures weapons. Despite the fact that weapons might be used to protect human lives against threats, most weapons are being used for wrong causes and this is becoming worldwide an issue. A large number of employees do not consider working for a weapons company due to the reputation of weapons as well as the fact that they affect human lives. The corporate social responsibility, therefore, plays a key role in the attraction of new employees and this should be considered by PTP. 

Recommendations and Next Steps

In order for PTP to become the employer of choice, it has to take few steps in order to make this a reality. In other words, the recommended actions are as follows:

(1) A good salary package (including allowances) has to be agreed for the new technological posts in the company. This will look at employing highly skilled professionals for marketing, engineering and management. 
(2) The details of the company in the advertisement should reflect the CSR and work flexibility policies so that individuals are attracted to the nature of work and the working environment. 
(3) The advertisement for such jobs can be within or outside the UK. This will give the company the chance to attract external candidates from other countries who are interested and competent. In this case, a relocation package might be proposed in order to compensate such candidates for relocating to the UK and leave their own countries.
(4) It would also be good to define the salary scale for new employees such that they become aware of the progression in terms of salary and the vision for the coming years.  This will give them the chance to plan ahead and possibly help them to put targets related to their own commitments.
(5) It is essential for the company to re-calculate the current budget, review current roles and try to condense several roles in a single role of the future candidates. In other words, despite the fact that employing new highly skilled people might cost higher, however, they might end up carrying out two or three roles together which is desirable and worth the attempt.
(6) In future, after employing the highly skilled candidates, a review of the process is essential. In other words, it would be good to review the outcomes, productivity and benefits from employing such highly skilled candidates. In case if it proves that the productivity is higher than advertise for new candidates. Otherwise, review the process and roles and suggest improvements.
(7) It is always helpful to discuss the details of the role with the new candidates and listen to their suggestions. By doing this, they are given the chance to propose solutions and improvements rather than only being told what to do and what to achieve. 
(8) It is always necessary to provide induction and training to the new employees and check their performance regularly so that any delays or troubles are addressed and resolved. This will give the new employees the chance to improve and excel in their roles. 
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