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Executive Summary 
The current study focuses on the organisation of Academy of Robotics to assess the importance of human resource management and maintaining personnel development over a prolonged period. It includes a detailed discussion on the roles and responsibilities of HRM and the various changes that have taken place within market systems over time. The planning process and administration have also been presented along with a depiction of the process of organisational socialization. The importance of ethics and professionalism within the aspect of human resource management has also been highlighted given how Academy of Robotics operates within a newly developed industry and operates as a new start-up.  
[bookmark: _Toc27674362]
Introduction 
Human Resource Management is of paramount importance in the modern era, given its almost direct degree of correlation to the overall productivity and performance levels of an organisation. The aspect is even more necessary in smaller establishments in order for them to maintain a competitive edge over larger establishments due to the limited availability of resources. The study focuses on Academy of Robotics, a Welsh- based tech start-up attempting to revolutionize the parcel delivery industry through their futuristic driverless delivery vehicles. 
[bookmark: _Toc27674363]
History and context of Human Resource Management 
The history and the context of Human Resource Management and its development can be traced back to the 19th century during the rise of the industrial revolution. Welfare officers gradually began to get prevalent during the time, mostly focusing their governance towards the protection of women and young workers. The World War era saw a full-scale development of the HR function, especially in terms of a highly formalized nature of departmentalization. The position of a Labor Manager increasingly became popular as the economy gradually began to pick up. 
By the end of the 1940s, the concept of personnel management could be found in almost every organisation irrespective of their scale, size or nature. Social science development also saw the emergence of a number of theories and models that spoke about how employee engagement and motivation were crucial components of facilitating a highly functional workforce. The 1980’s saw the USA coin the term human resource management, where the individuals within an organisation were fundamentally classified as important assets. This further ushered in a wave of policies and practices aimed at improving the overall working condition. The development of a working environment that was conducive to both personal as well as professional growth was also emphasized on in a progressive manner. 
[bookmark: _Toc27674364]
Roles and responsibilities of HRM 
The human resource departments in the modern era have a number of important roles and responsibilities, a majority of which are aimed at improving the quality of the workforce in terms of organisation efficiency and productivity. Some of the key functions have been enlisted below and are as follows. 
Strategic management: Managing the long-term prospects of the business in terms of a highly functional and competent workforce is one of the primary roles and responsibilities of human resource management. As mentioned by Bogardus (2006), a strategic approach is of paramount importance in this context, especially when considering the steadily growing levels of market competition and saturation. 
Hiring and recruitment: The recruitment process is equally important in terms of consistently improving the workforce and ensuring that the most suitable individuals are absorbed into the organisation. Business ecosystems have increasingly become competitive and economic slowdowns have also resulted in a shortage of jobs in modern market systems. This further improves the importance of a sound and robust process of hiring and recruitment. 
[image: ]
Figure 1: Roles and responsibilities of human resource management
(Source: Barry et al. 2017)
Training programs and developmental procedures: Human resource management further encompasses the aspect of continuously training the existing employees to ensure that their skills are improved over time. New recruits also require getting familiarized with the working operatives of the organisation. This must also be facilitated by the human resource departments to ensure a high degree of functionality within the workforce. 
Payroll management and reward systems: Remuneration and incentives are extremely crucial in terms of ensuring a high degree of employee satisfaction and engagement. Human resource departments are required to ensure that the employees are remunerated adequately and in a timely manner. Reward systems are also important in the modern era, especially in terms of retaining the employees and driving them to perform better over time. 
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Organisational design and culture 
The organisational design within Academy of Robotics is extremely functional, especially due to the small scale of their operations and the massive degree of reliance on modern futuristic technologies. The company was initiated in the year of 2016 after over two years of background work, and currently has a small team of twenty individuals headed by William Sachiti (Academyofrobotics.co.uk, 2019). 

Figure 2: Company timeline for Academy of Robotics
(Source: Created by the author)
The culture within the company is extremely focused towards pursuing perfection in every aspect of their core business processes. Academy of Robotics recently attained an amount of £321,000 through crowd funding sources and following this, additional funds were infused by one of the largest tech companies in the world (Academyofrobotics.co.uk, 2019). Cross compatibility among the key members has been an evident facet, especially among the lead scientists and the driverless architecture teams. 
In terms of the organisational culture, collaboration is the most evident aspect whereby a clan culture has been formed within the venture. Commitment, cohesion, engagement and collective wisdom are the key underlying principles and the organisational heads primarily focus on long term strategies as opposed to short term goals and profit motives. 
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Source of employee mobilization within the organisation 
The key sources of employee mobilization within Academy of Robotics have been extremely internalized. Recruitment and hiring are also largely limited to the University of Aberystwyth since a majority of the founders and the core members belonged to the institution. The company however recently has begun to focus on external markets, especially due to the impending Brexit scenario and the distinct dearth of highly skilled technical employees. In terms of mobilizing the human capital, human resource communications are carried out extremely efficiently within Academy of Robotics to ensure that all the members are aligned with the organisational objectives. 
Talent management is another important fact that the venture takes into their consideration while attempting to facilitate employee mobilization. It is a fundamental requirement in the modern era to ensure that the high performing individuals stick with the company in the long term and drive organisational growth (Cipd.co.uk, 2019). A personalized approach towards the same is further important in terms of addressing the individual needs of employees over time. Performance reviews and systematic empowerment of the employees are another important aspect of employee mobilization that takes place within Academy of Robotics. The comparison of transferable skills to the real opportunities existing for growth and development are important aspects in this regard. As mentioned by Dowling et al. (2007), employee motivation is also closely interrelated with the concept of employee empowerment. Operating in the startup domain, Academy of Robotics must ensure that the employees remain focused and a strategic approach is of prime importance in this regard. 

[bookmark: _Toc27674367]Evolution of employment markets 
Employment markets have dynamically changed over the years as demographic factors have been the most important factor that has undergone a plethora of alterations. In terms of statistics, roughly 60% of the global consensus resides in countries that consist of a steadily shrinking workforce (Barry et al. 2017). Ageing population levels have also been a major source of problem, especially within the industries that are inherently resource and labor intensive. The change in the demographic factors has also compelled human resource departments around the world to stress on the aspect of strategic hiring and managing existing talents. 
Individual choice and preference have been another major aspect that has led to the rapid evolution within employment markets in the modern era. As information and knowledge transfer have become essentially unrestricted, individuals can improve their employability skills in a far easier manner as compared to a few decades ago. According to Armstrong (2012), skills and competency developments have become far more important as opposed to formalized college degrees, and this has certainly ushered in a new wave of change within global employment markets. 
The exponential rise of technology and digitization has been another important aspect in terms of changing facets within global employment markets. However, as argued by Marchington and Wilkinson (2008), there is a certain degree of balance in this regard as the old jobs have been replaced by automated processes while the same processes have given rise to new requirements related to necessary human interventions. The global technology industry is expected to rise well beyond the $335 billion mark by the end of 2025. Companies like Academy of Robotics who operate at the crux of the industry in terms of research and innovation certainly witness the changes over time. 

[bookmark: _Toc27674368]Human resource planning process and their administration 
Human resource planning is a crucial component of the human resource management functions. Academy of Robotics places a great deal of emphasis on the same in order to remain competitive, especially when considering the developed nature of the British economy. As mentioned by Edenborough (2007), an accurate analysis of the organisational objectives is the most important part of the human resource planning process. The administrative function is even more important for Academy of Robotics as the driverless vehicle segment within the automotive industry is still nascent and requires a plethora of developmental functions. 
Storing human resource credentials and regularly updating them is another important requirement for companies that operate in the modern era. This is important in order to ensure that the organisation functions on the basis of transparency and integrity. According to Henderson (2011), estimation of organisational gaps and forecasting the demand and supply aspects of the workforce are other important functions within the concept of human resource planning. Gaps in the workforce can substantially hinder the flow of operations in an internalized manner. The impacts would be even more drastic for a startup company like Academy of Robotics considering the fact that they operate within a startup domain and are heavily dependent on their key human assets. 
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Figure 3: Components of human resource planning
(Source: Scott, 2016)
Developing action plans to optimize the workforce and monitoring their performance is another integral component within the aspect of human resource planning and administration. The modern business ecosystem has a number of HR requirements in terms of payments, incentives, working environment conditions and several others. The monitoring and control functions act as a method to measure the performance and provide feedback to regularly optimize and improve the effectiveness of the workforce. 

[bookmark: _Toc27674369]Employer bonding and branding and socializing of personnel 
Organisational socialization is another crucial requirement in terms of managing the personnel within a venture in an effective manner. Academy of Robotics is a relatively small scaled organisation in terms of the employee count. This makes it easier for the individuals to collaborate and maintain transparent channels of communication. According to Beardwell and Gold (2009), the pre employment stage is very important in the context of familiarizing the employees with the working operatives of the company. Team building strategies that ensure that the employees function as one unit as opposed to different components within different divisions are also necessary in the current era. 
Development of interpersonal relationships within the employer and employees is also necessary to some extent. Given the small scale of the organisation Academy of Robotics, the individuals involved internally inherently needs to focus on maintain clear communication and correspondence channels while focusing on a functional elimination of noise factors. As stated by Bratton and Gold (2012), regular follow ups that emphasize on maintain a healthy work life balance is another important aspect within the aspect of employer bonding and socializing of the personnel. 
Focusing on cultural accommodation of different employees of different backgrounds also leads to an increase in the degree of organisational communication. Academy of Robotics has a number of employees belonging from the Asian subcontinent. As stated by Cook (2009), focusing on creating a working environment that is inclusive and accommodate cultural differences effectively could certainly improve the aspect of organisational socialization over time. 

[bookmark: _Toc27674370]Performance management processes and work practices 
Performance management within the aspect of human resource functions is extremely necessary for startup ventures like Academy of Robotics considering the limited scope to waste organisational assets and resources. As mentioned by Scott (2016), the primary step in this regard relates to the setting of highly specific goals and objectives for the long run and ensuring that the steps to attain those goals are outlined to the employees in a clear and concise manner. This has to be monitored on a regular basis to ensure that the workforce remains optimized to the fullest possible extent. Engagement tools are important in this regard, especially with the development of a multitude of micro learning and skill enhancement software. Goals are the premise of a successful performance management process (Barry et al. 2017). There are two key components to think about when creating goals. To start with, are goals composed plainly and unbiasedly? Second, would they say they are legitimately adding to the accomplishment of business strategy? Commonly, the procedure starts with departmental supervisors defining goals for their areas of expertise, in light of association wide goals, which bolster the general business strategy (Dowling et al., 2007). Making departmental goals accessible to all chiefs guarantees there is no cover, lessens struggle, and enables individuals from various divisions to see where they bolster one another and guarantee they are not working experiencing some miscommunication (Barry et al. 2017). Every administrator thus imparts the general goals to his/her area of expertise and meets with representatives to recognize singular performance goals and plans. An emphasis on objective, social based, and recognizable results that are work related guarantees decency of the procedure and diminishes disparity. Albeit now and then hard to hear, target input upheld with ordinary documentation is hard to debate (Marchington and Wilkinson, 2008). This is additionally where a comprehension of the association's general targets and goals and how singular endeavors contribute gets fundamental (Dowling et al., 2007). On the off chance that for instance, an individual comprehends that their activities bolster a zone of the business then it is more obvious the effect when cutoff times are not met. Utilizing the SMART system gives clearness in advance to workers who will be assessed against these goals (Marchington and Wilkinson, 2008). Performance arranging, similarly as with every other advance, is a cooperative procedure between the administrator and worker, despite the fact that there will consistently be a few components that are non-debatable. Start with the set of working responsibilities and recognize significant occupation desires; desires at that point can be explained for each significant region. Under each key commitment territory, it is critical to distinguish long haul and short-term goals, alongside an activity plan around how they will be accomplished (Dowling et al., 2007). Goals can be weighted to distinguish needs. Examine specific subtleties identified with how progress against goals will be assessed. Subsequent stages incorporate deciding any snags that would disrupt the general flow of these goals being accomplished (Barry et al. 2017). On the off chance that a deterrent is information, aptitudes or conduct – an arrangement ought to be created to survive, for example training, coaching, and so on.
Identification of key metrics that are required to strategically quantify the aspect of human resource performance is also another important requirement in the modern era. These could include the employee turnover rates, employee satisfaction indexes, working environment analysis and a number of other aspects that help the organisation to manage the overall working conditions. According to Pilbeam and Corbridge (2006), analytics and big data can also be utilized by the Academy of Robotics to gain deeper insights into how the employees operate and where improvements can be facilitated. Big data has revolutionized the concept of performance tracking and coaching. The company could certainly benefit in the long run with a clear comprehension of the various facets that make human resource performance and progressively modifying the loopholes. 

[bookmark: _Toc27674371]Ethics and professionalism 
Ethics and a targeted emphasis towards maintaining professionalism in the various aspects of human resource management is of prime importance. The key principles in this regard relate to maintaining professional responsibilities and focusing on growth and development in an equitable manner over time. Compliance with legal provisions and labor law requirements are also important and Academy of Robotics would have to ensure that the compliance is at par with British standards. 
Continuous emphases on learning and academic improvement in terms of improving the educational positioning of the employees can also improve the aspect retaining them in the long term. As mentioned by Sparrow et al. (2016), the concept of leadership and ethics also plays an important role in the modern era and must be considered while maintaining the ethical positioning of the company. Participative approaches are necessary in this context as it develops a sense of belonging within the employees and ensures that they remain focused towards achieving the organisational objectives. 
Equality and diversity are other important principles that have to be focused upon in terms of organisational ethics and professionalism within ventures like Academy of Robotics. According to Brewster et al. (2016), cultural differences should be deemed as factors of strength as opposed to limitations and this is important to ensure that a multicultural workforce is facilitated. Policies within the organisation that enforce an equal treatment for all the employees involved is also necessary.
Conflict management is also important in terms of ensuring a high degree of ethics within the organisation. Scenarios of disagreement and opposing viewpoints can create substantial power imbalances within the organisation. Managerial functions would have to ensure that these conflicts are resolved at the earliest and do not linger within the culture of the organisation over time. 
Information transfer is another important aspect within the concept of ethics and professionalism along with a focus on conscionable behavior within organisations. As mentioned by Schutte et al. (2015), the core principle in this regard relates to treating people with dignity and fairness along with acting in a responsible manner. Safeguarding of confidential information and ensuring that appropriate steps are taken to maintain a holistic approach towards maintaining. Informational accuracy is another important requirement in terms of maintaining ethics within an organisation. 

[bookmark: _Toc27674372]Conclusion 
In conclusion, it may be stated that human resource management is of prime importance within the modern business ecosystem, especially in small scale establishment that suffer from a high degree of competition. The history and the context of human resource management and the roles and responsibilities of HRM have also been discussed in the context of the organisation of Academy of Robotics. Operating within the nascent driverless automotive industry, the company would have to focus on facilitating a high degree of planning and organisational socialization within their workforce. Performance management and an ethical maintenance of professional requirements are also important considering the long-term prospects of the business. 
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December, 2016: Early Prototype


February, 2017: Early funding grant 


September, 2016: Company founded 


May, 2017: Road driving prototype 


June, 2017: Seed investment round 


September, 2017: Start of module 


February, 2018: Driverless software stack 


March, 2019: Beginning of hardware phase 


May, 2019: Launch of prototype versions 


July, 2019: Final product reveal 
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