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Marking Criteria:
We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	Q.1.i.

The Human Resource (HR) Department is specifically responsible for the intellectual capital of a company, which is its employees, to support the successful function of an organisation. This entails aspects such as recruitment, employment legislation, working relations, staff training and employee benefits, to name a few. 

In addition, HR schedule, direct and synchronise the administrative functions of a business to ensure operations run smoothly and are involved in the corporate image and public relations of a company. The Human Resource Department also assist in strategic management.

Within the hiring and recruitment process, the HR Department conduct workforce planning, whereby Human Resource Management (HRM) create the job and task descriptions, then screen, interview and place employees to achieve coordination and proficiency. 

The HR Department deals with all elements of the company’s staff including the:
· Administration aspects of payroll.
· Enforcement and formulation of employment policies. This includes clarifying basic company information such as Sick Pay, Holiday Entitlement and Maternity Leave.
· Employment benefits and compensation for employees.
· Company’s compliance of employment law.
· Documenting and the resolution of disputes and complaints.
· Managing of disciplinary actions taken against workers.
· [bookmark: _Hlk31187579]Training and development needs of employees, such as continued professional development and career planning.
· [bookmark: _Hlk31187721]Facilitation of communication between employee and manager.

Q.1. ii.[image: Image result for societal objectives of hrm]

Human Resource Management (HRM) have predominately employee- focused objectives that contribute to the achievement of the organisation’s overall goals. As noted by Pallabi Sarkar (2017), “the objectives of HR can be categorised into four headings; organisational, societal, functional and personal” (Figure 1). 








Figure 1
Organisational: 
The foremost organisational objective of the Human Resource Department is to coordinate a structure that is productive and results in the achievement of company goals. In order to achieve this objective, other goals must be set and achieved involving the planning, recruitment, placement and development of employees. 
Societal:


The societal objectives of HR include; ensuring legal compliance, assisting in the attainment of employee satisfaction, developing wider acceptance of ethical values, implementing equality policies and encouraging a community morale within the company. This ultimately creates a friendlier and happier working environment which results in more productivity and the achievement of company goals. Another objective of HRM is the fulfilment of society’s requirements and demands.

Functional:

The smooth functioning of a business is paramount. There are similarities between the organisational and functional objectives of the Human Resource Management. However, the functional aims of HR comprise of effective employee relations, including coordination between departments, instigating policies and procedures, developing employee skills and knowledge management.

Personal:

The personal objectives of HRM in an organisation embrace talent development (staff training and personal development), the engagement and involvement of employees, monitoring performance management, applying employee benefits and incentives.


Q.1.iii.

The Code of Ethics are crucial and valuable within the business environment to establish a good reputation, ensure legal compliance and the avoidance of disputes. As highlighted by Melissa Hortin (2019), the Code of Ethics “guides the values, behaviours, and decisions of a business organisation and the individuals within that organisation”. The HR Department assists its organisation in achieving the predetermined objectives and goals, as defined by Top- Level Management.

The Human Resource Management are the core of an organisation and have a professional responsibility to set an example of integrity for employees to follow. HR professionals must ensure disputes and complaints are handled appropriately and in accordance to company policies and procedures. This also applies to the deliverance of disciplinary actions, as often the process entails an investigation and hearing by a team to ensure impartiality.

Human Resource individuals predominately have the obligation to ensure employees have basic human rights, in addition, to implementing respect, fairness and equality in the workplace. In the United Kingdom, some ethical requisites for businesses are imposed by legislation such as; The Equality Act 2010, Human Rights Act 1998 and Disability Discrimination Act 1995, to name a few.

HRM must ensure employees are treated impartially, equally and kindly by their coworkers to promote team concept, no matter what their job type or position is. Furthermore, the Human Resource Management must ensure discrimination does not occur against employees because of, for example, their age, sex or religion. This improves employee relations and implements diversity, which is beneficial for the overall company.

In order to maintain high standards of work, the Human Resource Department must ensure all employees are adequately skilled or enrolled into a training course to increase their competency level. This incites professional development and is particularly relevant for the changes of external factors such as continuous technological developments and the modifications to legislation.
A key ethical attribute of the HR Department is the enforcement of safety in the workplace. The prevailing aspects of UK legislation are:
· The Health and Safety at Work etc. Act (1974).
· The Control of Substances Hazardous to Health Regulations (2002).
· The Working Time Regulations (1998), which incorporates the EU Working Time Directive (2003).
· The Reporting of Injuries, Diseases and Dangerous Occurrences Regulations (2013).
· Electricity at Work Regulations (1989).
· Electrical Equipment (Safety) Regulations (1994).
Privacy is important to the organisation and all its workers. Further to data protection legislation, HR also have a legal duty to keep employee communications confidential, unless this has been otherwise discussed and agreed by the employee, which is crucial in whistleblowing circumstances.
The Human Resource Department must consider ethical implications caused by the involvement in activities that could create conflicts of interest. As Cornerstone states:
[bookmark: _Hlk30885739]Conflicts of interest are detrimental to how a business operates because they create internal politics that distract from a company’s bottom line and cause the quality of work to deteriorate (Ethics in Human Resources: 6 Guidelines for HR Teams, n.d.).
Q.1. iv.
There are many benefits of a clear recruitment process within a company. It ensures that the candidates’ skills are appropriate and essential for the job role, resulting in a quicker hiring method and that necessary skills for the company’s current and future are attained. 

By using a clear recruitment process, higher quality candidates will be attracted to the job descriptions as they are accurate and concise. Once the best suited applicant has been selected, there is opportunity for the management and monitoring of their performance and knowledge. Ultimately, this increases productivity and thus, profits.

[bookmark: _Hlk31187674]Having a concise and predetermined recruitment process reduces discrimination and bias. The focus on relevant job information allows the process to be reliable and transparent for employers. Thus, encouraging diversity and inclusion as recruitment process allows equal opportunity to candidates. It also helps to determine Employee Value Proposition (EVP), which are the benefits that employees receive.

Furthermore, it ensures fair and objective screening, whereby candidates are assessed using the same criteria. This supports the employer’s decisions, which will be unbiased, consistent and justified. 

A clear recruitment process is good practice and provides credibility to the business, it demonstrates reputability and ensures the company’s overall objectives are realised. It also encourages employee retention and high morale in the workplace.

The entire recruitment and selection process must comply with all aspects of legislation. This includes the information collected thorough the process being compliant with data protection and privacy laws, as well as the candidates’ human rights remaining protected.

Q.1.v.
As the company’s needs and objectives evolve, employees need to develop their skills in order to keep up to date and maintain a high-quality level of work. Human Resource Management nurture employees to progress their abilities and expertise to enable them to perform better in their job roles. There are many opportunities for staff development including:
· Attending formal/ accredited programs, courses and workshops for refresher training or new skills and subjects.
· Attending and becoming involved in meetings and conferences.
· The HR department providing materials for self- study.
· Completing home study or evening courses, either online/ distance learning, classroom or in company.
· Superiors increasing the duties and responsibilities of subordinates at work.
· Coaching and mentoring from superiors. This includes receiving feedback on job assignments.
· Presenting reports or lectures to colleagues, particularly research findings.
· Volunteering as part of the company’s Corporate Social Responsibility programs.
· Joining an online community to gather knowledge and analyse different perspectives.
· Shadowing a colleague, also known as understudy training, this is common in lateral transfers.
Q.2.
A Human Resource Specialist has profound knowledge in a specific field of HR such as; Training/ Development, Employment/ Recruitment or Health and Safety/ Wellness. The need for Human Resource Specialists is dependent on several factors within an organisation. These factors include, but are not limited to, the company’s; requirements, size, location, sector or pace of work. 

The in-depth understanding of the specific field makes a Human Resource Specialist an asset to a business, particularly a well-established or large organisation. This is due to employing a larger workforce with a higher probability of more complex problems and potential for “high employee turnover or not sharing recruitment responsibilities with others” (Active Collab, 2017).

HR Specialists are crucial in a rapidly evolving environment as they can keep up with current legislation and updates within their discipline. This is advantageous as it ensures the work process is efficient.
[bookmark: _Hlk31194586]As Human Resource Specialists are highly skilled, they are more valuable to an organisation that requires specialties as opposed to Generalists who are unskilled in a specific subject and will require training. The Harvard Business Review article, When Generalists Are Better Than Specialists, and Vice Versa, states:
[bookmark: _Hlk31194518]As the saying goes, jacks of all trades are masters of none… specialists, with their deeper understanding of subject matter, can better spot and seize on emerging opportunities (Teodoridis et al. 2018).

Whereas, Human Resource Generalists are adequate for small businesses due to their general and diverse knowledge of all aspects of HR. This assists with multitasking and flexibility in a changing environment. HR Generalists are inexpensive to employ compared to Specialists and can subsequently enrol in specialty training in the future.

Human Resources Specialists are not required for some organisations as they are not necessarily adaptable due to their very specific skillset. This is a primary concern if their subject area becomes obsolete due to developments or influential external factors. The company may also need to employ more Specialists as less HR sectors are covered. For a company to work around this, they could outsource the role by hiring or contracting a freelance Specialist.
In order to work proficiently, staff require training and good health, both mental and physical. Humans will always be crucial in HR and therefore their needs are paramount to ensure a successful company. As Barron describes:

Most business problems are symptoms of deeper human or organisation issues. Improve at the HR level and you will improve the business overall (The Visual MBA, 2019).

As further explained in The Harvard Business Review article, When Generalists Are Better Than Specialists, and Vice Versa, the speed of change within the working environment is also a factor in the necessity for Specialists:

If the pace of change is slow, teams will likely benefit from employing Generalists, who can challenge the industry’s taken-for-granted assumptions and bring in new ideas. If the pace of change is rapid, teams will benefit from Specialists, who are more likely to help the team innovate (Teodoridis et al. 2018).

Important Human Resource Specialty Areas include:

· Training/ Development, which focuses on the continued professional development and career planning of employees. Job titles include; ‘Learning and Development Specialist’ and ‘Human Resource Training Specialist’.
· Health and Safety/ Wellness, which includes conducting risk assessments. Job titles include; ‘Employee Engagement and Well Being Manager’ and ‘Health, Safety and Wellbeing Advisor’.
· Employment/ Recruitment, which includes the placement employees and workforce policies.
· Compensation/ Benefits, which includes rewarding employees through incentivising and Employee Value Proposition (EVP).
· Payroll.
· Employee/ Industrial Relations, facilitating the communication between employee and manager, as well as external interaction with customers.
· Work and Family Programs, including the policies regarding flexible working arrangements.
· Cross- Cultural Training to ensure diversity and enable globalisation.
There are several roles that can be deemed as a necessity within the HR department of any large business. However, the role of a Learning and Development Specialist is crucial in any size of business to ensure employees are mentally stimulated and up to date with developments. This increases productivity and reduces complications caused by lack of knowledge. 
Continued professional development and career planning also encourages the acceptance of change within the working environment, thus boosting morale and enjoyment. The employees’ potential can easily be assessed by Recruitment Specialists in the recruitment process and then acuminated by Learning and Development Specialists once hired.
Furthermore, the role of a Health, Safety and Wellbeing Advisor is crucial to ensure moral and legal obligations are adhered to, increased productivity, a positive working culture and awareness of surroundings. This ultimately reduces the number of incidents, staff absence and financial costs. 
The job roles within Human Resource Departments are evolving due to factors in the external environment. The external factors are demonstrated in the ‘PEST’ acronym; political, economic, social and technological, which are found in the macro- environment. Legislation is also a crucial external aspect that businesses must focus on.

The roles of Human Resource Management Specialists will inevitably change during the transition process of the United Kingdom’s withdrawal from the European Union (Brexit). Workforce planning regarding staff retention, preparing for future legal requirements as well as travel and immigration implications will impact on the role of HR Specialists, especially in UK firms that employ EU employees.  

The rise in the use of the term ‘Gig Economy’, which is a similar concept to that of zero- hour contracts, has prompted the evolution of Employment/ Recruitment Specialists to allow the flexibility of short- term contracts and freelance work. However, this means there are more workers to support and the controversy surrounding human rights leading to legal disputes.

Other economic factors such as the fluctuation of interest rate and economic crisis also impact on businesses and therefore its Human Resources as it “directly and strongly affects the consumption of buyers, and consequently, the profits of businesses (What Are Internal & External Environmental Factors That Affect Business, n.d.)”.

The age of employees is a demographic aspect that influences the role of HR. The collaborative report, Avoiding the demographic crunch: Labour supply and the ageing workforce, states:
[bookmark: _Hlk26032912]In 2015, over 30% of people in employment in the UK were over the age of 50. In future decades, a vast proportion of this group will leave work permanently, taking their acquired skills and experiences with them (ILC-UK and CIPD 2015, p.3).

HR must fulfil the moral and legal obligations regarding equality and diversity in the workplace, however they need to anticipate future issues that could arise from an ageing workforce to prevent negative effects. This situation would be suited to a Health, Safety and Wellbeing Advisor whereby they can review the increase of sick days, and the struggle that older employees encounter when adapting. 

Human Resource Management are now focusing more on the wellbeing of their employees. In recent years, social pressures from the media’s coverage of the ‘Snowflake Generation’, ‘Woke Culture’ and ‘Me Too Movement’ has resulted in the rise of workplace discrimination claims. As McKenna reports:
[bookmark: _Hlk32666447]Research by consultancy XpertHR reveals that staff at 83 per cent of companies have reported at least one case of harassment or bullying in the past two years, an 11 per cent rise since 2006 (Workplace bullying and harassment 'on the rise', n.d.).

Advances in the production and monitoring of products and services are constantly being developed to increase speed and accuracy. This is evident in the HRIS (Human Resource Information System), whereby it integrates employee and candidate information, career development, and performance management. 

Human Resource Specialists need to adapt to technological change and improve the performance of employees to keep up with their competitors. As Personnel Today notes:

Internet technology is… changing the nature of HR processes, delivering improved customer service by giving employees access to and control over their information, and dramatically reducing costs and cycle times (2002).

In addition to the technological environment, legislation has aided the evolution of Human Resources. Under the General Data Protection Regulation 2016 (GDPR), the personal data of customers, employees and candidates must be kept secure.
Case Study: 1.
Although Tony has been working at the Big Star Hotel for three years, he is discontent and unmotivated in his current job position. He feels that he is underappreciated by his superiors and there is a lack of monetary incentive for him to work at the hotel. He is dissatisfied with his salary and this impacts on his level of productivity at work.
It appears that this hotel worker has a low level of creativity towards his job and is lacking in growth prospects. He feels undervalued and is not empowered in his current work situation.
Due to Tony working weekends, he is unenthusiastic and has a poor work- life balance. He may be experiencing avolition, and because of this, he is not committed or ambitious. Furthermore, is appears that he takes no pride in his work and has a negative attitude towards his job.
Case Study: 2.
Firstly, regular employee feedback is crucial, this can take place in the form of an annual appraisal, one to one meetings or discussions. Tony could suggest ways in which he would like to become more efficient and by receiving this input, his manager can involve Tony in future tasks. Not only will this improve employee relations, but will encourage employee participation.
One way to increase employee motivation and improve communication is through the use of an ‘Open Door Policy’, whereby Tony can approach his manager regarding flexi- working. Management should be perceptive of their subordinate’s preferences and accommodating for those that have worked there for a period of time.
Legally, Tony has the right to make a statutory application to his employers requesting flexible working. Dependent on the outcome, Tony may not need to work weekends, meaning he will be more eager and have a better work- life balance. His hours may be shared with a colleague or Tony may work compressed (longer) hours throughout the week to ensure he has Saturday and Sunday off.
Big Star Hotel could enhance Tony’s enthusiasm by providing incentives and encouraging his professional development. This would increase Tony’s commitment to the hotel, whilst learning new skills and becoming more valuable to the company. He would also be rewarded for his work, through incentives such as higher education, extra paid days off or cash rewards.
Through the opportunity to advance and by creating a career path, this gives the employee purpose and empowerment, thus increasing their motivation.
[bookmark: _GoBack]Professional development helps employees to excel in their profession. The more knowledge Tony gains of a subject area, the more assurance and value he will feel. Training in new skills will give the employee a higher level of creativity towards their job and further prospects. It also increases the likelihood of a pay rise as his superiors will recognise his achievements.
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